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EXECUTIVE SUMMARY

CETC MISSION & MISSION-RELATED FUNCTIONS

Congress created the Commodity Futures Trading Commission (CFTC) in 1974 as an independent agency with the mandate to
regulate commaodity futures and option markets in the United States. The agency's mandate has been renewed and expanded
several times since then, most recently by the Dodd-Frank Wall Street Reform and Consumer Protection Act, which includes
regulating swaps and educating consumers about commodities fraud.

CFTC EEO PROGRAM

1. Demonstrated Commitment from Agency Leadership

During FY13, the CFTC continued to provide EEO and sexual harassment policies to new employees and supervisors. The
Commission’s leadership took a proactive approach to evaluating the CFTC workplace within the context of the Employee
Viewpoint Survey. Senior leadership approved a joint effort between the Office of Diversity and Inclusion (ODI) and the Human
Resources Branch (HRB) to conduct listening sessions exploring employee attitudes about training, leadership, the
organizational culture of the commission, and retention. A total of 110 employees and supervisors in DC and the three regional
offices participated in these sessions held between May and August 2013. The results revealed important feedback for program
use by ODI and HRB, as well as key information to assist Commission leadership establish a vision for demonstrating
commitment to workplace issues. A report was prepared in the fall of 2013, with recommendations for implementation in FY
2014. The ODI Director briefed the Chairman (February 2013) and the Acting Chairman (March 2014) on the status of the
CFTC EEO program in compliance with MD-715.

2. Integration of EEO into Agency Mission

The ODI Director co-chaired the Management Objectives section of the CFTC Strategic Plan with the Office of Data and
Technology (ODT). In this manner, the ODI Director played a significant role in working with ODT and the Human Resources
Branch (HRB), as well as the senior management team in establishing specific management objectives, strategies, and metrics.
A key goal of the CFTC Strategic Plan is the establishment of two diversity partnerships per year through 2016 in order to
promote CFTC as an employer of choice among minority communities and advance diversity goals. To facilitate the
establishment of these external and internal partnerships, CFTC partnered with Gallaudet University to conduct a workshop on
working with persons with disabilities in October of 2012, and established a template for chartering internal CFTC employee
affinity groups. As of today, two affinity groups have been chartered.

In FY13, ODI hired Golden Key to prepare a Targeted Recruitment Strategy based on existing diversity and skill gaps in CFTC
core occupations. The Commission now has a menu of alternatives, including college venues, job conferences, and
professional organizations that will permit outreach efforts to focus on specific needs. The strategy has also allowed further
integration of HRB and ODI diversity efforts.

In order to enhance the level of EEO advice and services provided to employees, CFTC recruited a Senior EEO Specialist in
FY13. As a result, the CFTC no longer needs to rely on external contracts for writing final agency decisions (FADs). Last year,
one-third of FADs were written internally, avoiding $5,000 in costs and reducing the time for issuing decisions.

CFTC is pleased to report several accomplishments in the area of special emphasis programs (SEPs). In order to integrate
regional staff in diversity efforts, the ODI established a rotational approach to SEP events. In FY13, Black History Month was
sponsored by the New York Office, and Hispanic Heritage Month was sponsored by the Kansas City Office and transmitted to
the DC office. In FY13, the CFTC celebrated its first Disability Awareness Month and first Lesbian, Gay, Bisexual and
Transgender (LGBT) Pride Month. In November of 2012, the CFTC partnered with Gallaudet University to conduct a workshop
on how to integrate and work effectively with persons with disabilities. In June of 2013, the CFTC hosted its LGBT program
coinciding with two landmark Supreme Court decisions impacting the LGBT community, and making the event a memorable and
historic occasion. These accomplishments and their impact on the workplace earned an ODI employee the Chairman’s Staff
Award in September of 2013.

CFTC has also played a leadership role in the Hispanic community in an effort to reverse the declining trend in its workforce. In
2013, CFTC co-chaired the Federal Training Institute (FTI) Committee, a partnership effort between the League of United Latin




American Citizens (LULAC) and the Office of Personnel Management (OPM) focused on enhancing executive core
qualifications. Approximately 400 Federal employees participated in these low/no-cost sessions, including twelve (12) CFTC
employees.

3. Management and Program Accountability

In FY13, ODl initiated discussions with the Office of General Counsel and the Human Resources Branch to appoint a Resolving
Official for the Commission to work with managers, employees, and relevant offices in the EEQ complaint process as needed.
In addition, ODI developed internal procedures for reviewing and clearing settlement agreements in the pre-complaint process.

ODI continued to maintain an ongoing dialogue with Commission employees on EEQ/Diversity matters through its quarterly
newsletter.

In addition to holding regular meetings with HRB, ODI has partnered with HRB to address union questions of an EEQ/diversity
nature. For example, ODI will brief the union in FY14 on methods for analyzing employee awards data.

4. Proactive Prevention of Unlawful Discrimination

In FY 13, ODI discussed with HRB policies, practices, procedures, or personnel actions that may have EEQ implications, and
worked with HRB to address those issues as appropriate. For example, ODI provided equal opportunity/adverse impact
guidance to HRB on merit promotion policy, suggested revisions, and encouraged HRB to establish a policy for Schedule A
implementation.

5. Efficiency

In FY11, CFTC identified the need to track applicant flow data in order to implement an adequate data collection and analysis
system that permits tracking of the information required by MD-715. In October of 2012, CFTC acquired the services of
Monster, Inc.as a means to automating the hiring process and tracking applicant data. CFTC is pleased to begin analyzing
applicant data in FY13 in compliance with MD-715 requirements.

CFTC provided training to 12 collateral-duty EEO Counselors in FY13. In addition, ODI staff attended EEQC training on writing
accept/dismiss letters, conducting EEO investigations, and writing final agency decisions.

CFTC responded favorably to EEOC's effort to establish a Small Agency Council (SAC). CFTC participated in the SAC
planning meeting in December of 2013 and intends to be an active member of this group.

6. Responsiveness and Legal Compliance

ODl initiated discussions with HRB regarding the need to enhance the diversity language in the performance standards of
employees, especially the standards of employees in executive and supervisory positions.

BARRIERS ADDRESSED IN FY13

In FY13, CFTC established methods to review personnel action trends (e.g., merit promotion, awards, training), personnel
programs, policies and procedures for systemic barriers. The Office of Diversity and Inclusion (ODI) acquired SAS to conduct
statistical-analyses of actions and developed a process in partnership with the Human Resources Branch (HRB) and the Office
of Data and Technology (ODT) to retrieve and import employee data into SAS. As a result, ODI analyzed awards data to
determine whether gender differences existed in the distribution and amount of awards given in FY13. In FY14, ODI partnered
with HRB to brief the employee unions on the approach for analyzing awards data. In addition, ODI played an integral role in
the review of personnel policies, such as the Merit Promotion Policy and the Reasonable Accommodation Policy. ODI will
address EEO issues during the Merit Promation Policy training scheduled for the Spring of2014 ODI also recommended
establishing a Schedule A Policy, which HRB is in the process of drafting.

Prior to FY13, CFTC had been unable to analyze applicant data because the hiring process was manual. CFTC automated the
hiring process in September of 2012 and as a result, CFTC is able to analyze applicant data in FY13 for trends and barriers.
The data reveal 18,005 persons applied to CFTC positions in FY13, of which 3.3% were disabled and 1.9% had a targeted
disability. The data suggest CFTC should enhance outreach to the disabled community to increase the pool of disabled
applicants. The data also showed there were 6,860 qualified applicants for CFTC core occupations, of which 7.9% were
Hispanic and 0.8% were American Indian/Alaska Native (AIAN). No Hispanic or AIAN employees were hired in FY13, and
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CFTC is addressing selection barriers in FY14.

ODI placed the acquisition of an electronic complaint management system on the list of unfunded requirements in FY13. The
system will allow CFTC to track EEO complaint cases, conduct trend analyses, keep an electronic repository of case
information, and facilitate electronic submission of yearly EEO complaint data to EEOC. The system was not funded, which
helped the Commission avert administrative furloughs in FY13. The system continues to be a high-priority item on the lists of
unfunded requirements for FY14. '

KEY PRIORITIES FOR FY14

The CFTC Chairman is appointed for a period of 5 years. With the expiration of Chairman Gary Gensler’s appointment in
January of 2014, the CFTC finds itself in a period of transition. The ODI has prepared briefing materials for the incoming Chair,
highlighting key successes in EEO/diversity programs and recommendations for further compliance and improvements. Key
compliance priorities include(1) bringing the ODI Director under the direct supervision of the Chair incompliance with 29 C.F.R
1614 and EEOC regulations; (2) establishing a table of penalties that includes consequences for discriminatory behavior; and
(3) enhancing the EEO language in the performance standards of positions CT-16 and higher.

In order to enhance the diversity of the CFTC workforce, ODI plans to address two barriers: the lack of recruitment plan
elements emphasizing diversity from a corporate perspective, and including persons with disabilities as a viable applicant pool.
Key objectives to address these barriers in FY14 include

¢ Implementing an integrated ODI-HRB approach to diversity initiatives;

« Establishing a Diversity Council,

« Establishing two minority partnerships per year; and

¢ Incorporating the Wounded Warriors Program and Workforce Recruitment Program as viable workforce recruitment

sources.




EEQC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART F EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

l LORENA O. CARRASCO . T e e  amthe

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

Principal EEO Director/Official for '~ COMMODITY FUTURES TRADING COMMISSION (GFTC).
(Insert Agency/Component Name above)

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential
elements as prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEO MD-715, a
further evaluation was conducted and, as appropriate, EEO Plans for Attaining the Essential Elements of a Model EEO
Program, are included with this Federal Agency Annual EEO Program Status Report.

The agency has also analyzed its work force profiles and conducted barrier analyses aimed at detecting whether any
management or personnel policy, procedure or practice is operating to disadvantage any group based on race, national origin,
gender or disability. EEO Plans to Eliminate [dentified Barriers, as appropriate, are included with this Federal Agency Annual

EEO Program Status Report.
| certify that proper documentation of this assessment is in place and is being maintained for EEOC review upon request.
%D DY) CJZL/!/LMCD ; 03]+

LORENA O. CARRASCO, Principal EEO Director/Official Date
Certtifies that this Federal Agency Annual EEO Program Status Report is in compliance with EEO MD-715.
o331 1

MARK WETJEN, Acting £hairman Date
Commodity Futures Trading Commission (CFTC)




Compliance Indicator

For all unmet

met measures, provide a
brief explanation in
. the space below or
EEO policy statements are up-to-date. complete and attach
EEOC FORM 715-
Measures Yes No N/A 3%1 PART H to the
[agency's status repori
The Agency Head was installed on 05/26/2009 The EEO policy statement was Chairman Gary
Gensler's t
issued on 10/29/2009 Was the EEO policy statement issued within 6-9 X e:p?fezr; j;;nuary ofl
of the installation of the Agency Head? 2014. CFTCIis
awaiting confirmation
of incoming Chair to
issue the new EEO
nolicy statement
During the current Agency Head's tenure, has the EEO policy Statement been re-
issued annually? X
If no, provide an explanation.
Are new employees provided a copy of the EEO policy statement during orientation? | X
When an employee is promoted into the supervisory ranks, is s/he provided a copy X
of the EEO policy statement?

Compliance Indicator

Measure has been

For all unmet
measures, provide a

met brief explanation in
EEO policy statements have been communicated to all szﬂigeaﬁz'gr:a?h
employees. an EEOC FORM 715-
Measures Yes | No | N/A | 01PART H to the
agency's status
report
Have the heads of subordinate reporting components communicated support of all X
agency EEO policies through the ranks?
Has the agency made written materials available to all employees and applicants,
informing them of the variety of EEO programs and administrative and judicial X
remedial procedures available to them?
Has the agency prominently posted such written materials in all personnel offices, X
EEO offices, and on the agency's internal website? [see 29 CFR §1614.102(b)(5)]




For all unmet
measures, provide a
brief explanation in
Agency EEO policy is vigorously enforced by agency ctct)l:ns)lpeigeagglgga?::r

management. an EEOC FORM 715-

Measures Yes | No | NJ/A § 01 PARTH to the
agency's status

report

easure has been

Compliance Indicator met

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

resolve problems/disagreements and other conflicts in their respective work X
environments as they arise?

address concerns, whether perceived or real, raised by employees and
following-up with appropriate action to correct or eliminate tension in the X
workplace?

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

ensure full cooperation of employees under his/her supervision with EEO office X
officials such as EEO Counselors, EEO Investigators, etc.?

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

ensure that subordinate supervisors have effective managerial, communication
and interpersonal skills in order to supervise most effectively in a workplace with § X
diverse employees and avoid disputes arising from ineffective communications ?

ensure the provision of requested religious accommodations when such X
accommodations do not cause an undue hardship?

ensure the provision of requested disability accommodations to qualified

individuals with disabilities when such accommodations do not cause an undue X
hardship?
Have all employees been informed about what behaviors are inappropriate in the
workplace and that this behavior may result in disciplinary actions? Describe what X

means were utilized by the agency to so inform its workforce about the penalties for

unacceptable behavior,

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

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




Essentlal E|ement B: INTEGRAT!ON OF EEO lNTO THE AGENCY'S STRATEGIC MISSION .

Requnres that the agency S EEO programs be orgamzed and structured to mamtam a workplace that
c l d ‘

Measure has been

For all unmet
measures, provide a

Compliance Indicator met
The reporting structure for the EEO Program provides \ brief explanation in
P — . . . the space below or
the Principal EEO Official with appropriate authority and
resources to effectively carry out a successful EEO complete and attach
Program an EEOC FORM 715-
Measures ) Yes | No | NJ/A | 01 PART H to the
agency's status
report
Is the EEO Director under the direct supervision of the agency head? [see 29 CFR The structure will be
§1614.102(b)(4)] For subordinate level reporting components, is the EEO discussed in FY14.
Director/Officer under the immediate supervision of the lower level component's X
head official? (For example, does the Regional EEO Officer report to the Regional
Administrator?)
Are the duties and responsibilities of EEO officials clearly defined? X
Do the EEO officials have the knowledge, skills, and abilities to carry out the duties
and responsibilities of their positions? X
If the agency has 2nd level reporting components, are there organizational charts X
that clearly define the reporting structure for EEO programs?
If the agency has 2nd level reporting components, does the agency-wide EEO X
Director have authority for the EEO programs within the subordinate reporting
If not, please describe how EEQO program authority is delegated to subordinate X

reporting components,

Compliance ln.dicator The EEO Director and other EEO professional staff

fresponsible 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,

Measures management/personnel actions.

I

easure has been

met

Yes

No

N/A

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

Does the EEO Director/Officer have a regular and 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?

_FoIIowing the submission of the immediately preceding FORM 715-01, did the EEO
Director/Officer present to the head of the agency and other senior officials the
"State of the Agency" briefing 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?

Are EEO program officials present during agency deliberations prior to decisions
regarding recruitment strategies, vacancy projections, succession planning,
selections




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

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)]

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

Compliance Indicator

[Vieasure has been

For all unmet
measures, provide a

5 CFR 720; Veterans Employment Programs; and Black/African American;
American Indian/Alaska Native, Asian American/Pacific Islander programs?

met brief explanation in
The agency has committed sufficient human resources the space below or
and budget allocations to its EEO programs to ensure complete and attach
successful operation. an EEOC FORM 715-
Measures Yes | No | N/A | 01PARTH to the
agency's status
report
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 X
identified barriers to the realization of equality of opportunity?
Are sufficient personnel resources allocated to the EEO Program to ensure that
agency self-assessments and self-analyses prescribed by EEO MD-715 are X
conducted annually and to maintain an effective complaint processing system?
Are statutory/regulatory EEO related Special Emphasis Programs sufficiently X
Federal Women's Program - 5 U.S.C. 7201; 38 U.S.C. 4214; Title 5 CFR, X
Subpart B, 720.204
Hispanic Employment Program - Title 5 CFR, Subpart B, 720.204 X
People With Disabilities Program Manager; Selective Placement Program for
Individuals With Disabilities - Section 501 of the Rehabilitation Act; Title 5 U.S.C. X
Subpart B, Chapter 31, Subchapter I-3102; 5 CFR 213.3102(t) and (u); 5 CFR
315.709
Are other agency special emphasis programs monitored by the EEO Office for
coordination and compliance with EEO guidelines and principles, such as FEORP - X

Compliance Indicator

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

Measures

fMleasure has been

met

Yes

No

N/A

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

10




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

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?)

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

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

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

Is the EEO Program allocated sufficient resources to train all employees on EEO
Programs, including administrative and judicial remeédial procedures available to
employees?

Is there sufficient funding to ensure the prominent posting of written materials in
all personnel and EEO offices? [see 29 C.F.R. § 1614.102(b)(5)]

Is there sufficient funding to ensure that all employees have access to this
training and information?

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

for ensuring a workplace that is free from all forms of discrimination, including
harassment and retaliation?

to provide religious accommodations?

to provide disability accommodations in accordance with the agency's written
procedures?

in the EEO discrimination complaint process?

to participate in ADR?

11




‘ ~ Essenhal Element c: MANAGEMENT AND PROGRAM ACCOUNT ABILlTY -
This element reqwres the Agency Head to hold all managers, 'supervisors, and. EEO Officials respon3|ble for the effectlve
- 1mplementatlon of the agency s EEO Program and Plan

Commodlty Futures Tradmg Commnss:on Uf:‘

Measure has been For all unmet

Compliance Indicator met measures, provide a
EEO program officials advise and provide appropriate brief explanation in
\ . the space below or
assistance to managers/supervisors about the status of ot d attach

EEO programs within each manager's or supervisor's complete anc attac
area or responsibility an EEOC FORM 715-

Measures ’ Yes | No | N/A | 01 PART H to the

agency's status
report
Are regular (monthly/quarterly/semi-annually) EEO updates provided to X

management/supervisory officials by EEO program officials?

Do EEO program officials coordinate the development and implementation of EEO
Plans with all appropriate agency managers to include Agency Counsel, Human X
Resource Officials, Finance, and the Chief information Officer?

For all unmet
Compliance Indicator easure h?s been measures, provide a
The Human Resources Director and the EEO Director me brief explanation in
meet regularly to assess whether personnel programs, the space below or
policies, and procedures are in conformity with complete and attach
instructions contained in EEOC management directives. an EEOC FORM 715-
Measures [see 29 CFR § 1614.102(b)(3)] Yes | No | NJ/A | 01PARTH to the
agency's status
report
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 X
impeding full participation in promotion opportunities by all groups?
Have time-tables or schedules been established for the agency to review its
Employee Recognition Awards Program and Procedures for systemic barriers that X
may be impeding full participation in the program by all groups?
Have time-tables or schedules been established for the agency to review its
Employee Development/Training Programs for systemic barriers that may be X
impeding full participation in training opportunities by all groups?
For all unmet
Compliance Indicator [Measure hfs been measures, provide a
me brief explanation in
When findings of discrimination are made, the agency the space below or
explores whether or not disciplinary actions should be complete and attach
taken. an EEOC FORM 715-
Measures Yes | No | N/A | 01 PARTH to the
agency's status
report
Does the agency have a disciplinary policy and/or a table of penaities that covers X They would be
employees found to have committed discrimination? handled on a case
by case basis. ODI
has notified CFTC of
deficiency.

12




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?

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

No findings in the
past two years.

If so, cite number found to have discriminated and list penalty /disciplinary action

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?

Does the agency review disability accommodation decisions/actions to ensure
compliance with its written procedures and analyze the information tracked for

trends, problems, etc.??

13




Commodity ﬁuta@si ading Commission

- . Essentlal Element D: PROACT!VE PREVENTION ; .
Reqmres that the agency head makes early efforts to prevent dlscnmmatory actions and ellmmate barners to equal
- employment opportunlty in the workplace . -

Measure has been

For all unmet
measures, provide a

and practices conducted by race, national origin, sex and disability?

Compliance Indicator met
brief explanation in
Analyses to identify and remove unnecessary barriers to the space below or
employment are conducted throughout the year complete and attach
ploy year. an EEOC FORM 715-
Measures Yes | No | NJ/A | 01PARTH to the
agency's status
report
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 X
realization of equal employment opportunity?
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 X
barriers?
Do senior managers successfully implement EEO Action Plans and incorporate the X
EEO Action Plan Objectives into agency strategic plans?
Are trend analyses of workforce profiles conducted by race, national origin, sex and X
disability?
Are trend analyses of the workforce's major occupations conducted by race, X
national origin, sex and disability?
Are trends analyses of the workforce's grade level distribution conducted by race, X
national origin, sex and disability?
Are trend analyses of the workforce's compensation and reward system conducted X
by race, national origin, sex and disability?
Are trend analyses of the effects of management/personnel policies, procedures X

Compliance Indicator

[Measure has been

For all unmet
measures, provide a

met brief explanation in
. . . . the space below or
T e b oo maemroman )
gedby Y : an EEOC FORM 715-
Measures Yes || No | N/A | 01 PARTH to the
agency's status
report
Are all employees encouraged to use ADR? X
Is the participation of supervisors and managers in the ADR process required? X

14




for evaluatmg the lmpact and -
{ispute resolution process.

Measure has been

For all unmet
measures, provide a

Compliance Indicator met
brief explanation in
he agency has sufficient staffing, funding, and authority, ctggsﬁ;:eagzlgrtvazz
to achieve the elimination of identified barriers. an EEOC FORM 715-
Measures Yes | No | N/A | 01PARTH to the
agency's status
report
Does the EEO Office employ personnel with adequate training and experience to X
conduct the analyses required by MD-715 and these instructions?
Has the agency implemented an adequate data collection and analysis systems that X
permit tracking of the information required by MD-715 and these instructions?
Have sufficient resources been provided to conduct effective audits of field facilities'
efforts to achieve a model EEO program and eliminate discrimination under Title VI X
and the Rehabilitation Act?
Is there a designated agency official or other mechanism in place to coordinate or
assist with processing requests for disability accommodations in all major X
components of the agency?
Are 90% of accommodation requests processed within the time frame set forth in X

the agency procedures for reasonable accommodation?

Compliance Indicator

LVleasure has been

For all unmet
measures, provide a

met brief explanation in
The agency has an effective complaint tracking and the space below or
monitoring system in place to increase the effectiveness complete and attach
of the agency's EEO Programs. an EEOC FORM 715-
Measures Yes | No | NJA| 01PARTH to the
agency's status
report
Does the agency use a complaint tracking and monitoring system that allows See Part H.
identification of the location, and status of complaints and length of time elapsed at X
each stage of the agency's complaint resolution process?
Does the agency's tracking system identify the issues and bases of the complaints, See Part H.
the aggrieved individuals/complainants, the involved management officials and X
other information to analyze complaint activity and trends?
Does the agency hold contractors accountable for delay in counseling and X
investigation processing times? )
If yes, briefly describe how:
Does the agency monitor and ensure that new investigators, counselors, including
contract and collateral duty investigators, receive the 32 hours of training required in | X

accordance with EEO Management Directive MD-1107?
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ommodity Futures Trading Commission | overing October 1
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?

[Vleasure has been

For all unmet
measures, provide a

Compliance Indicator met
The agency has sufficient staffing, funding and authority ?;f;ezgzaggﬂ)w (')':
to comply with the time frames in accordance with the com Eete and attach
EEOC (29 C.F.R. Part 1614) regulations for processing an EEOC FORM 715-
Measures EEO complaints of employment discrimination. ves | No 01 PART H to the
agency's status
report
Are benchmarks in place that compare the agency's discrimination complaint X
processes with 29 C.F.R. Part 16147
Does the agency provide timely EEO counseling within 30 days of the initial X
request or within an agreed upon extension in writing, up to 60 days?
Does the agency provide an aggrieved person with written notification of his/her X
rights and responsibilities in the EEO process in a timely fashion?
Does the agency complete the investigations within the applicable prescribed X
time frame?
When a complainant requests a final agency decision, does the agency issue X
the decision within 60 days of the request?
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 X
EEOC Hearing Office?
When a settlement agreement is entered into, does the agency timely complete X
any obligations provided for in such agreements?
Does the agency ensure timely compliance with EEOC AJ decisions which are X

not the subject of an appeal by the agency?

[Measure has heen

For all unmet
measures, provide a

Compliance Indicator met
. - — . brief explanation in
There is an efficient and fair dispute resolution process
: . . the space below or
and effective systems for evaluating the impact and complete and attach
effectiveness of the agen::g sraEr:IEO complaint processing an EEOC FORM 715-
Measures program. Yes | No 01 PART H to the
agency's status
report
In accordance with 29 C.F.R. §1614.102(b), has the agency established an ADR X
Program during the pre-complaint and formal complaint stages of the EEO process?
Does the agency require all managers and supervisors to receive ADR training in
accordance with EEOC (29 C.F.R. Part 1614) regulations, with emphasis on the X
federal government's interest in encouraging mutual resolution of disputes and the
benefits associated with utilizing ADR?
After the agency has offered ADR and the complainant has elected to participate in X

ADR, are the managers required to participate?
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Does the responsible management official directly involved in the dispute have
settlement authority?

Compliance Indicator

LIVIeasure has been

For all unmet
measures, provide a

met brief explanation in
The agency has effective systems in place for the space below or
maintaining and evaluating the impact and effectiveness complete and attach
of its EEO programs. an EEOC FORM 715-
Measures Yes | No | N/A | 01PARTHto the
agency's status
report
Does the agency have a system of management controls in place to ensure the X
timely, accurate, complete and consistent reporting of EEO complaint data to the
Does the agency provide reasonable resources for the EEO complaint process to X
ensure efficient and successful operation in accordance with 29 C.F.R. § 1614.102
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, X
and contains all the required data elements for submitting annual reports to the
EEQC?
Do the agency's EEO programs address all of the laws enforced by the EEOC? X
Does the agency identify and monitor significant trends in complaint processing to
determine whether the agency is meeting its obligations under Title VIl and the X
Rehabilitation Act?
Does the agency track recruitment efforts and analyze efforts to identify potential X
barriers in accordance with MD-715 standards?
Does the agency consult with other agencies of similar size on the effectiveness of X

their EEO programs to identify best practices and share ideas?

Compliance Indicator

[Measure has been

For all unmet
measures, provide a

met . Lo
The agency ensures that the investigation and I{',:f;ezzfﬂzgtm ")':
adjudication function of its complaint resolution process p
. complete and attach
are separate from its legal defense arm of agency or
other offices with conflicting or competing interests an EEOC FORM 715-
Measures g peting " JYes§ No | NNA| 01PARTH to the
agency's status
report
Are legal sufficiency reviews of EEO matters handled by a functional unit that is X
separate and apart from the unit which handles agency representation in EEO
If applicable, are processing time frames incorporated for the legal counsel's X
sufficiency review for timely processing of complaints?
Does the agency discrimination complaint process ensure a neutral adjudication X

function?
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Essentlal E|ement F RESPONSIVENESS AND LEGAL COMPLIANCE

For all unmet
measures, provide a
brief explanation in
the space below or
complete and attach
an EEOC FORM 715-
Measures Yes | No | N/A | 01 PART H to the
agency's status

report

easure has been

Compliance Indicator met

Agency personnel are accountable for timely compliance]
with orders issued by EEOC Administrative Judges.

Does the agency have a system of management contro! to ensure that agency X Dialogue began in
officials timely comply with any orders or directives issued by EEOC Administrative the summer of 2013
to develop policies
and procedures {o
resolve EEO
complaints and
monitor compliance.

For all unmet
measures, provide a

) brief explanation in
The agency's system of management controls ensures the space below of

that the agency timely completes all ordered corrective
action and submits its compliance report to EEOC within complete and attach
p an EEOC FORM 715-
30 days of such completion.

Measure has been

Compliance Indicator met

Measures Yes | No | N/A | 01 PARTH to the
agency's status
report
Does the agency have control over the payroll processing function of the agency? If X
Yes, answer the two questions below.
Are there steps in place to guarantee responsive, timely, and predictable X
processing of ordered monetary relief?
Are procedures in place to promptly process other forms of ordered relief? X

For all unmet
measures, provide a
brief explanation in

[Measure has been

Compliance Indicator met

The agency's system of management controls ensures

the space below or
complete and attach
an EEOC FORM 715-

that the agency timely completes all ordered corrective
action and submits its compliance report to EEOC within
30 days of such completion.

Measures Yes | No [ N/A | 01PARTH to the
agency's status
report
Is compliance with EEOC orders encompassed in the performance standards of any Senior standards

agency employees? under review.

If so, please identify the employees by title in the comments section, and state
how performance is measured.

Is the unit charged with the responsibility for compliance with EEOC orders located
in the EEO office?
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If not, please identify the unit in which it is located, the humber of employees in
the unit, and their grade levels in the comments section.

Have the involved employees received any formal training in EEO compliance?

Does the agency promptly provide to the EEOC the following documentation for
completing compliance;

Attorney Fees: Copy of check issued for attorney fees and /or a narrative
statement by an appropriate agency official, or agency payment order dating the
dollar amount of attorney fees paid? '

Awards: A narrative statement by an appropriate agency official stating the
dollar amount and the criteria used to calculate the award?

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?

Cbmpensatory Damages: The final agency decision and evidence of payment, if
made?

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 date certain?

Personnel Actions (e.g., Reinstatement, Promotion, Hiring, Reassignment):
Copies of SF-50s '

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.

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 ROl itself unless specified). 3.
Copy of request for a hearing (complainant's request or agency's transmittal
letter).

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

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

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

Settlement Agreements: Signed and dated agreement with specific dollar
amounts, if applicable. Also, appropriate documentation of relief is provided.
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Footnotes: -
1. See 29 C.F.R. § 1614.102.

2. When an agency makes modifications to its procedures, the procedures must be resubmitted to the Commission. See EEOC
Policy Guidance on Executive Order 13164: Establishing Procedures to Facilitate the Provision of Reasonable Accommodation

(10/20/00), Question 28
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STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT

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. [see 29 CFR § 1614.102(b)(3)]

DEFICIENCY:

OBJECTIVE: Establish schedules and methods to review merit promotion, awards, and training
programs, policies and procedures for systemic barriers.

RESPONSIBLE OFFICIAL: ODI Director

DATE OBJECTIVE INITIATED: 10/01/12

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

09/30/13

PLANNED ACTlVlTlE S TOWARD:"
COMPLETION OF OB =CTIVE:

Acqwre statistical software

TARGET DATE: 10/31/2012

Develop evaluation methodology

TARGET DATE: 07/31/2013

Write program to download data

TARGET DATE: 09/30/2013
Begin analyses using FY13 data.

TARGET DATE: 10/31/2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

N © December 2012- -January 2013 ODI and HRB wrote test programs to download reqwred data The programs were tested in
the Spring of 2013 and will be flnalrzed during the summer of 2013. During FY13, ODI conducted statistical analyses to evaluat
differences in awards distributions and amounts controlling for gender.

In FY13, ODI established methodologies and conducted statistical analyses to evaluate differences in awards distributions and
amounts controlling for gender.
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g‘om’m‘o:dityfFutu‘reg::Trédiﬁg;c:ommlssiqn | Forpernod covering October1, 2012 toSeptember 30,

STATEMENT of
MODEL PROGRAM

Has the agency implemented an adequate data collection and analysis systems that permit

ESSENTIAL ELEMENT tracking of the information required by MD-715 and these instructions?

DEFICIENCY:

OBJECTIVE: Automate manual processes to permit analyses of the information required by MD-715.
RESPONSIBLE OFFICIAL: ODI Director
DATE OBJECTIVE INITIATED: 09/01/12

TARGET DATE FOR
COMPLETION OF OBJECTIVE: | 93/31/13

PLANNED ACTIVITIES TOWARD
COMPLETION OF OBJECTIVE

Acquire Monster to facilitate analys:s of applicant data

TARGET DATE: 09/30/2012

Acquire SAS to analyze personnel data

TARGET DATE: 10/31/2012

Develop methods to merge training data with personnel data

TARGET DATE: 03/31/2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO O BJECTIVE

'CFTC acquired Monster (automated hiring system) to process applloant data The new system WIII allow tracking of applicant
data and will facilitate analyses of such data beginning with FY13.

ODI staff met with ODT and HRB staff in December of 2012 to discuss data requirements and protocols for merging training data
with personnel data.

ODT installed SAS (satistical software) on PC of ODI Director prior to the end of FY12,
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_Gommoity Futuros Trading Gommission | For period covering October 1, 2012 to September 30, 2013

STATEMENT of

MODEL PROGRAM The Agency has an effective complaint tracking and monitoring system in place to increase
ESSENTIAL ELEMENT the effectiveness of the Agency's EEO Programs.
DEFICIENCY:

OBJECTIVE: Automate current manual process by acquiring complaint management software to track

cases and conduct trend analyses.

RESPONSIBLE OFFICIAL: ODI Director
DATE OBJECTIVE INITIATED: 07/30/12
TARGET DATE FOR

COMPLETION OF OBJECTIVE: | 09/30/14

PLANNED ACTIVITI ES TOWARD
COMPLETION OF OBJECTIVE

Initiate unfunded requirement discussion for FY13 with Executive Director

TARGET DATE: 08/30/2012

Conduct market research based on requirements

TARGET DATE: 03/31/2014

Compete and select vendor

TARGET DATE: 06/30/2014

Train users (ODI staff and collateral-duty EEO Counselors) on new system

TARGET DATE: 09/30/2014

Begin uploading cases into electronic complaint management system.

TARGET DATE: 10/01/2014

REPORT OF ACCOMPLISHMENTS and MOD""_f"" ATIONS TC

As part of the conS|derat|on process to reduce costs in FY13 and avond furloughs the electromc complalnt management system

was placed on the list of unfunded requirements for FY14. The system remains a high-priority item on the unfunded
requirements list for FY14.
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| commodity Futures Trading

| For period covering October 1

2012 to September30, 2013

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?

Groups with low participation in the total workforce: Hispanics
(4%) compared to the CLF (10%)American Indians (0%)
compared to the CLF (1%) Groups with low participation in
core occupations compared to the Relevant CLF: Women in
the Economist series Hispanics in the Economist, Auditor,
General Attorney, General Business, and Inspection &
Compliance series Blacks in the Economist and General
Business series American Indians in the Economist, Auditor,
General Attorney, General Business, and Inspection &
Compliance series Asian Americans/Pl in the Economist
series Women have low participation in senior management
levels {(31%) compared to the CFTC (43%)

BARRIER ANALYSIS:

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

* Analyzed MD-715 Tables A1, A3, A4, and A6
+ Discussed diversity recruitment practices with HR staff

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.

Lack of recruitment elements emphasizing diversity from a
corporate perspective

OBJECTIVE:

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

Develop a targeted recruitment plan to complement existing
recruitment efforts

RESPONSIBLE OFFICIAL:

Anthony Thompson, Lorena Carrasco, Laurie Lindsay

DATE OBJECTIVE INITIATED:

07/01/12

TARGET DATE FOR COMPLETION OF OBJECTIVE:

PLANNED ACTIVITIES TOWARD

09/30/13

TARGET DATE

COMPLETION OF OBJECTIVE: (Must be specific)
Establish Diversity Advisory Council 09/30/14
Establish two minority parnterships per year 09/30/14

Identify requirements and compete contract to develop targeted recruitment 08/30/12
strategy

Select vendor and have project kick off meeting 09/30/12
Receive final deliverable (targeted recruitment strategy) 06/30/13

Select outreach and partnership activities for inclusion in the FY14 budget 07/30/13
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Prepare integrated ODI-HRB diversity strategy to eliminate duplication and 04/30/2014
facilitate reporting

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

CFTC selected Golden Key in September of 2012 to prepare a targeted recruitment strategy with a corporate emphasis on
increasing diversity in core occupations, increasing the participation of women in the senior grade levels, and leveraging student
programs to promote CFTC as an employer of choice among persons with disabilities. To date, the vendor has prepared
analyses and identified potential partnership opportunities based on feedback from ODI, HRB, and key stakeholders.

rading Commission | For period covering October 1,

STATEMENT OF CONDITION THAT WAS A TRIGGER FOR Persons with Disabilities have low participation in the total

A POTENTIAL BARRIER: workforce (4%) and senior level managers (1%). In addition,
there are no persons with targeted disabilities in 4 of the 5
Provide a brief narrative describing the condition at issue. core occupations: Economist Auditing General Business and
Industry General Inspection, Investigation and Compliance IT
How was the condition recognized as a potential barrier? Management

BARRIER ANALYSIS:

. - + Analyzed MD-715 Tables B1, B3, B4, and B6
Provide a description of the steps taken and data analyzed to . D s S Lo = -
determine cause of the condition. Discussed disability recruitment practices with HR staff

STATEMENT OF IDENTIFIED BARRIER:

. . . Lack of strategic objective identifying persons with disabilities
Provide a succinct statement of the agency policy, procedure . : .
or practice that has been determined to be the barrier of the as a viable applicant pool from a corporate perspective

undesired condition.

OBJECTIVE; Establish external partnerships to position CFTC as a viable
employer for disabled graduates and interns

State the alternative or revised agency policy, procedure or

practice to be implemented to correct the undesired

condition.
RESPONSIBLE OFFICIAL: Anthony Thompson, Lorena Carrasco, Laurie Lindsay
DATE OBJECTIVE INITIATED: 06/01/12

TARGET DATE FOR COMPLETION OF OBJECTIVE: 09/30/2014

PLANNED ACTIVITIES TOWARD TARGET DATE

COMPLETION OF OBJECTIVE: (Must be specific)
Initiate partnership discussions with Gallaudet University 06/30/12
Include disability as a category of interest in requirements for targeted 08/30/12

recruitment strategy plan

Raise competency and ability of CFTC workforce to work with persons with 11/30/12
disabilities by conducting a workshop on how to effectively integrate persons
with disabilities in the workplace
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Sign memorandum of agreement (MOA) with Gallaudet University and

09/30/2014
identify student interns for the summer of 2013
Establish Wounded Warrior Program as a viable recruitment source 03/31/2014
Establish Workforce Recruitment Program as viable applicant source 09/30/2014

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

CFTC met with Gallaudet in July of 2012 and initiated steps to sign an MOA. As part of this partnership, Gallaudet conducted a

two-hour workshop on working effectively with persons with disabilities on November 13, 2012 during the CFTC's first Disability
Awareness Month celebration.
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Table Al: TOTAL WORKFORCE - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
Emol ¢ TAL WORKFORCE Non- Hispanic or Latino
TP oymen o . W Hispax.nic or Black or African Native Hawailan American Indian| Two or more
Tenure Latino White . Asian or Other Pacific .
American or Alaska Native races
Islander
All male l female male female male [ female male female male female male female male female male female
TOTAL
Prior FY # '708. - 407 301 2L '8 325 183 35 79 - 26 .28 0 0 S0 0 0 3
% 1.00 0.57 0.43 0.03 0.01- 046 0.26 0.05" ~011° 0.04° |7 004 - 000 | 000 -0.00 ] -0.00 | -0.00 0.00.
Current FY # 685 393 292 18- 8 308 174 35 80 31 28 0 -0 0 0 1 2
% 1.00 0.57 043 0.03 0.01" 0.45 025 0.05 " 7| 0127 0.05 ©0.04 . }70.00 0.00 © 0007|000 0,00 |~ 0.00
CLF 2010 % 100.00 51.84 48.16 5.17 479 38.33 34,03 5.49 6.53 197 1.93 0.07 0.07 0.55 0.53 0.26 0.28
Alternate g . - ) e . =
Benchmark % 1.00 0,00 0.00 0.00.- | -"0.00° 0.00 0.00 0.00 0.00. 0.00- 0,00 0.00 0.00 71" 000 | 000 0.00. 0.00
Difference # 23 -14 9 3 0 -17 -9 0 1 5 0 0 0 0 0 1 -1
Ratio Change “% 0.00 0.00 0.00 0.00 0.00 -0.01 0.00 0.00 0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00
[Net Change % 3.25 3.44 2.99 -14.29 0.00 -5.23 -4.92 0.00 127 19.23 0.00 0.00 0.00 0.00 0.00 0.00 -33.33
PERMANENT
Prior FY # 680 387 293 20 8 309 179 33 L7 25 27 0 0 0 0 0 2.
% 1.00 0.57 043 0.03 .01 ‘0.45 0.26 0.05° 011|004 -0.04 0.00 [ 0,00 0.00 | 0.00 0.00 .| 0.00
Current FY # 661 373 288 1T g 292 173 33: 79 30. - 27 0 0 - 0 0 1 1
% 1.00 0.56" 0.44 0.03" | 7001 0.44 026 S0:05 012 0.05 0,04 0.00°".[--0.00 L0000 | 0.00 0.00- ;|- 0.00
Difference # -19 -14 5 3 0 -17 -6 0 2 5 0 0 0 0 0 1 -1
Ratio Change %o 0.00 0.00 0.00 0.00 0.00 -0.01 0.00 0.00 0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change % 2.79 -3.62 -1.71 -15.00 0.00 -5.50 335 0.00 2.60 20.00 0.00 0.00 0.00 0.00 0.00 0.00 -50.00
TEMPORARY
Prior FY # 28 20 8- 1 -0 16 4. 2 2 1 1 0 0 0 0 0" 1
% 1.00 0.71 0:29 0.04" 1::0.00" " 0.57- 0.14 0.07 7 |:0.07 0.04 20.04: 17000 ~150.00 1 00,000 70,0071 10,00 ) 0.04
Current FY # 24 20 4o 1 S0 ©16° 1: 2. 1 1 1- 0 0- 0 0 0 1
% 1.00 0.83 - 0.17 0.04 . [:0.00 2067 .| -0.04 0.08° |+ 0,047 70,04 0,04 10.00 |- 000 20,007 +0.00:| 0,00~ |~ 0.04
Difference # -4 0 -4 0 [ 0 3 0 -1 0 0 0 0 0 0 0 0
Ratio Change % 0.00 0.12 -0.12 0.01 0.00 0.10 -0.10 0.01 -0.03 0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.01
Net Change % -14.29 0.00 -50.00 0.00 0.00 0.00 <75.00 0.00 -50.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
NON-APPROPRIATED.
Prior FY # 0 0 0 0 0 0: 0 0 -0 0 0 0 0 0 0 0 0
% 1.00 0.00 0.00: 0.00 0.00"]:--- 0.00 0.00 S10.00 ] 0,00 0.00° -0.00- | :0.00- 0.00- - 0.00¢ |1 .0.007 | 0.00" [ 0.00
Current FY # 0 0 0 0 0 o R 0 0 0 0 0 o )0 0 0 0
“o 1.00 0.00 -0.00 0.00. 0.00 +-0.00 0.00 “0:00 - 7). - 0.00 0.00- 0.00 0.00 ‘| 0.00- -} -.0.00 0.00 "} 0.00° | 0.00
Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio-Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
[Net Change % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00







Table A2: TOTAL WORKFORCE BY COMPONENT - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Embl ¢ TOTAL Non- Hispanic or Latino
mpigymen EMPLOYEES Hispanic or Black or African Native Hawaiian| American T  mor
Tenure Latine White American Asian or Other Pacific Indian or wo :c:;lo ¢
Islander Alaska Native T
All male female male female male female male female male female male female male female male female
# 661 | 373 288 - 178 292 173 0] 33 79 30 27 0 ] 0 B8 Rl S U N |
TOTAL FY % — - - P B . - - — - - — —-
° 1 0.00 0.56° | 044 - 0037 0,01 | 044 0.26 0.05 012|005 0.04 0.00 0:00 0.00 | 0.00 .1 -0.00 0.00
CLF 2010 % 1 100.00 51.84 48.16 5.17 479 3833 34.03 549 6.53 1.97 193 0.07 0.07 0.55 053 026 028
Alternate , B e &t ) K -
Benchmark % 0 0 0 o 0 o -0 o0 . o 0 S0 0 0 0 0 0 0
ghair"}m}& # 19 11 8 0 0 g8 | 3 2 5 1 0 0 0 0 0 0 0
OXRIE S
% | 1.00 0.58 0.42 0.00 0.00" 0:42° 0.16- 0.11 - 0:26 0.05 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Executive Director | # 84 32 52 3 3 21 23 6 22 2 3 0 0 0 0 0 1
%1 -1.00 038 | 0.62 | 004|004 | 025 - 027 | 007 | 026 | 002 | 004 | 000 000-] 000|000 | 000 | 001
International # 127 | 6 6 1 0 4 4 0 1 1 e 0 0 0 0 0 0
Affairs = - = T e B - -
%1 1.00 0.50 050 0.08 0.00 | 033 | 033 000 | 0.08 0.08 ] 0.08 0.00 0.00 | 0.00 ] 0.00 | "0.00 0.00
Swap Dealer & # 81 46, 35 2 2 37 18 5 9 2 6 0 0 0 0 0 0
Intermediary =
Oversight %1 1.00 0.57 0.43 0.02 0.02 0.46 0.22 0.06 0.11 0.02 0.07 0.00 0.00 0.00 0.00 0.00 0.00
Enforcement # 160 96 64 3 0 84 52 3 7 6 5 0 0 0 0 0 0
% 1.00 0.60 0.40 0.02 0.00 0.53 0.33 0.02 0.04 0.04 0.03 0.00 0.00 0.00 0.00 0.00 0.00
Market Oversight | # 116 75 41 1 0 66 28 3 10 5 3 0 0 0 0 0 0
% | 1.00 0.65 0.35 0.01 0.00 0.57 0.24 0.03 0.09 0.04 0.03 0.00 0.00 0.00 0.00 0.00 0.00
General Counsel | # 48 20 28 1 0 13 16 3 7 3 5 0 0 0 0 0 0
%1 1.00 0.42 0.58 0.02 0.00 0.27 0.33 0.06 0.15 0.06 0.10 0.00 0.00 0.00 0.00 0.00 0.00
Chief Economist | # 4 3 1 1 0 2 1 0 0 0 0 0 0 0 0 0 0
% | 1.00 0.75 0.25 025 0.00 0.50 0.25 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
[Data & Technology | # 80 50 30 3 0 31 13 9 14 7 3 0 0 0 0 0 0
%1 1.00 0.63 0.38 0.04 0.00 0.39 0.16 0.11 0.18 0.09 0.04 0.00 0.00 0.00 0.00 0.00 0.00
Clearing & Risk # 57 34 23 2 3 26 15 2 4 3 1 0 0 0 0 1 0
%1 1.00 0.60 0.40 0.04 0.05 0.46 0.26 0.04 0.07 0.05 0.02 0.00 0.00 0.00 0.00 0.02 0.00
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Table A3: OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
Occupational TOTAL o Non- Hispanic 01: Latino -
. EMPLOYEES Hispanic or Black or African Native Hawaiian American Indian| Two o1
Categories Latino White ) Asian or Other Pacific .
American Islander or Alaska Native ra(
All male female male female male female male female male female male female male female male
1. Officials and Managers
Executive/Senior Level # 124 86 38 5 2 T35 [ 4 3 4 1 0 0 0 0 0
EOfﬁcials and Managers % | 100 | 060 | 030 | 004 | 002 | 039 | 026 | 005 | o090z | 003 | 00l | 000 | 000 | 000 | 000 | 000
(Grades 15 and Above) : : :
# 35 18 17 0 1 150 1T 1 5 2 0 0 0 o | o 0
Mid-level (Grades 13-14) =5 —5—457 [ 040 | 000 | 003 | 043 | 031 | 003 | 014 | 006 | 000 | 000 | 000 | 000 | 000 | 000
First-Level (Grades 12 and | # 0 0 0 0 0 0 0 0 0 0 0 CH 0 0 0
Below) % 1.00 0.00 0.00 0.00 0.00 0.00 0.00 - 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
# 160 90 70 5 2 69 39 o | 2 6 2 0 0 0 0 0
Other Y 1.00 0.56 0.44 0.03 0.01 0.43 0',24 0.06 0.16 0.04 0.01 0.00 0.00 0.00 0.00 0.00
Officials and Managers - # 319 194 125 10 5 157 82 15 34 12 3 0 0 0 0 0
TOTAL % | 1.00 0.61 039 0.03 0.02 0.49 0.26 0.05 0.11 0.04 | 001 | 000 | 000 | 0.0 0.00 0.00
Professionals 2 308 174 134 7 2 134 87 14 21 18 24 0 0 0 0 1
% 1.00 0.56 0.44 0.02 0.01 0.44 0.28 0.05 0.07 0.06 0.08 0.00 0.00 0.00 0.00 0.00
Technicians # 5 2 3 0 0 0 1 2 2 0 0 0 0 0 0 0
% 1.00 0.40 0.60 0.00 0.00 0.00 0.20 0.40 0.40 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Sales Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Y 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Administrative Support | * 25 3 22 0 1 1 2 2 19 0 0 0 0 0 0 0
Workers % 1.00 0.12 0.88 0.00 0.04 0.04- 0.08 0.08 0.76 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Craft Workers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Y% 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Operatives # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Laborers and Helpers # 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Service Workers # 3 0 3 0 0 0 0 0 3 0 0 0 0 0 0 0
% 1.00 0.00 1.00 0.00 0.00 0.00 0.00 0.00 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
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Table A6: PARTICIPATION RATES FOR MAJOR OCCUPATIONS - Distribution by Race/Ethnicity and Sex (Permanent)

RACE/ETHNICITY
J(X) 'fliltcle/ ;::S TOTAL Non- Hispanic or Latino
OCCI.lgpati(})rnal CLF EMPLOYEES Hlif):tlil;z o White Black or African Asian Nag;ga;‘; T::_:lcl | American Indian| Two or more
(Job Title-Series) American Islander or Alaska Native races
All male female male female male female male female male female male female male female male female
ATTORNEY-0905 # 279 163 116 6 2 136 | e 5 o7l s e e ] o 0 0 1 0
% 1.00 0.58 042 0:02 0.01 0.49 0.33 0.02. 0.03 0.05 | 0.05 0.00 - 0.00 0.00 - .0.00 1 0.00 0.00
Occupational CLF | % | 100 66.60 33.40- 2.70 1.90 59.20 26.50 2.10 2.50 1.80 1.70 0.00 0.00 0.10 010 | 040 0.40
&%Lngcgsﬁl # 46 27 19 2 0 21 1 2 .8 2 0 0 0 0 0 0 0
% 1.00 0.59 0.41 0.04 0.00 0.46 0.24 0.04 0.17- 0.04 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF | % 1.00 53.40 46.60 4.60 4.60 40.40 31.70 430 6.80 3.00 230 0.10 0.10 040 0.40 0.60 0.40
ECONOMIST-0110 # 25 19 6 1 0 17 5 1 0 0 1 0 0 0 0 0 0
% 1.00 0.76 0.24 0.04 0.00 0.68 0.20 0.04 0.00 0.00 0.04 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF | % 1.00 66.60 33.40 5.90 2.80 49.70 23.40 3.20 2.30 7.10 4.40 0.00 0.00 0.10 0.10 0.20 0.30
AUDITOR-0511 # 39 21 18 0 2 17 6 4 5 0 5 0 0 0 0 0 0
% 1.00 0.54 0.46 0.00 0.05 0.44 0.15 0.10 0.13 0.00 0.13 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF | % 1.00 40.00 60.00 2.50 420 30.60 42.50 2.60 5.50 3.80 6.60 0.00 0.10 0.10 030 020 0.50
GRAL BUSII‘IIOITDUSTRY' # 89 65 24 3 1 54 19 3 4 5 0 0 0 0 0 0 0
% 1.00 0.73 027 0.03 0.01 0.61 021 0.03 0.04 0.06 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF | % 1.00 37.60 62.40 3.70 6.20 26.30 4220 3.50 8.60 3.20 4.00 0.00 0.00 0.20 0.40 0.40 0.70
IT MGMT-2210 # 54 37 17 2 0 24 9 6 5 5 3 0 0 0 0 0 0
% 1.00 0.69 0.31 0.04 0.00 0.44 0.17 0.11 0.09 0.09 0.06 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF | % 1.00 70.60 29.40 5.80 2.30 50.60 20.20 6.50 430 6.10 1.90 0.10 0.00 020 0.20 0.90 0.30







Table A6: PARTICIPATION RATES FOR MAJOR OCCUPATIONS - Distribution by Race/Ethnicity and Sex (Temporary)

RACE/ETHNICITY
J(Z) Elitclellsij;iees TOTAL Non- Hispanic or Latino
OccugpatiZnal CLF EMPLOYEES Hl;_.p:trilrl:) " . Black or African . Native Hawaiian or) , o ;con Indian| Two or more
‘White Asian Other Pacific
(Job Title-Series) American Islander or Alaska Native races
All male female male female male female male female male female male female male female male female
ATIORNEY-0905 | # 3 2 1 o 1o 2 1 0 0 0 0 o | 0 o- | o 0 0
% 1.00 0.67 -0:33 0.00 -0.00 0.67 033 0.00 0:00 0.00 ©70.00° ' 0.00 ©0.00 0.00 ©70.00. | -0.00 0.00
Occupational CLF | % 1.00 66.60 3340 |- 270 | ‘190 5920 26:50 2.10 250 1.80 170 0.00° 0.00 0.10 0.10 0.40 0.40
ECONOMIST-0110 # 3 2 1 0 0 2 0 0 0 0 1 0 0 0 0 0 0
% 1.00 0.67 0.33 0.00 0.00 0.67 0.00 0.00 0.00 0.00 0.33 0.00 0.00 0.00 0.00 -0.00 0.00
Occupational CLF | % | 1.00 66.60 33.40 590 | 280 | 2970 | 2340 320 2.30 710 440 0.00 0.00 0.10 0.10 0.20 030







Table A7: APPLICANTS AND HIRES FOR MAJOR OCCUPATIONS by Race/Ethnicity and Sex (Permanent)

RACE/ETHNICITY
TOTAL . Non- Hispanic or Latino
Employment Tenure WORKFORCE Hiﬁ;;z o . Black or African . Native Hawalian or | American Indian or
White American Asian Other Pacific Islander Alaska Native Two or more races
Al | male | female | male | female male |  female male | female male | female male | female male | female male | female
Job Title-Series: ECONOMIST-0110 ’ V
Total Received # 439
Voluntarily Identified # 391 | 314 77 23S 192 - 41 46 3 3rc )23 0 o S2 0 20 5
Yo 1.00 0.80 0.20 0.06 0,01 {. 049 0:10 0.12 001 | 008 0.06 0.00 ©0.00 . 0.01 0.00 0.05 0.01
Qualified of those # 229 181 48 13 3 A 117 26 24 1 13 15 0 0 2 0 12 3
[dentified % 1.00 0.79 0.21 0.06 -| 0.01 0.51 0.11 0.10 0.00 0.06 | 007 0.00 0.00 001 | 0.0 0.05 0.01
Selected of those Identified |# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
% 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 1.00 6660 | 3340 | ss0 | 2.0 49.70 23.40 320 2.30 7.10 440 0.00 0.00 010 | o010 020 030
Job Title-Series: ATTORNEY-0905
Total Received a0
Voluntarily Identified # 5294 3368 | 1926 | 290 | 121 2391 967 299 433 270 296 0 2 8 33 110 74
% 1.00 0.64 | 0.36 0.05 0.02 0.45 0.18 0.06 0.08 0.05 0.06 0.00 0.00 0.00 0.01 0.02 0.01
Qualified of those # 5022 | 3186 | 1836 | 273 | 116 2261 922 281 418 262 274 0 2 8 32 101 72
Identified Yo 1.00 0.63 037 | 0.05 0.02 0.45 0.18 0,06 0.08 0.05 0.05 0.00 0.00 0.00 0.01 0.02 0.01
Selected of those Identified |# 13 6 7 0 2 5 3 1 0 0 2 0 0 0 0 0 0
% 1.00 0.46 0.54 | 0.00 0.15 0.38 023 0.08 0.00 0.00 0.15 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 1.00 6660 | 3340 | 270 1.90 59.20 2650 - 2.10 250 1.80 170 0.00 0.00 0.10 0.10 0.40 0.40
Job Title-Series: GRAL BUSN & INDUSTRY-1101
Total Received # 1255 . v . L : i
Voluntarily Identified # 1164 947 | 217 69 18 667 83 120 65 67 38 0 1 1 3 23 9
% 1.00 081 0.19 | 0.06 0.02 0.57 0.07 0.10 0.06 0.06 0.03 0.00 0.00 0.00 0.00 0.02 0.01
Qualified of those # 1004 823 | 181 63 15 598 72 85 50 55 31 0 1 0 3 20 9
Identified % 1.00 082 | 018 [ o006 | 001 0.60 0.07 0.08 0.05 0.05 0.03 0.00 0.00 0.00 0.00 0.02 0.01
Selected of those Identified (# 3 2 1 0 0 0 1 1 0 1 0 0 0 0 0 0 0
% 1.00 0.67 0.33 0.00 0.00 0.00 0.33 0.33 0.00 0.33 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF % 1.00 3760 | 6240 | 370 6.20 2630 4220 3.50 8.60 3.20 4.00 0.00 0.00 020 0.40 0.40 0.70
Job Title-Series: GRAL INSP INV & COMPIL-1801
Total Received # 779
Voluntarily Identified # 698 453 | 245 46 18 256 88 81 82 51 40 1 3 3 0 15 14
% 1.00 0.65 0.35 0.07 0.03 0.37 0.13 0.12 0.12 0.07 0.06 0.00 0.00 0.00 0.00 0.02 0.02
Qualified of those # 605 395 | 210 38 16 222 71 72 72 46 36 1 3 3 0 13 12
Identified %% 1.00 065 | 035 | 006 | 003 0.37 0.12 0.12 0.12 0.08 0.06 0.00 0.00 0.00. 0.00 0.02 0.02
Selected of those Identified |# 1 1 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
Yo 1.00 1.00 0.00 0.00 0.00 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Occupational CLF Yo 1.00 5340 | 46.60 4.60 4.60 40.40 31.70 430 6.80 3.00 2.30 0.10 0.10 0.40 0.40 0.60 0.40







Table B1: TOTAL WORKFORCE - Distribution by Disability [OPM Form 256 Self-Identification Codes]

Total by Disability Status

Detail for Targeted Disabilities

Employment TOTAL . - Missing Partial Complete I
Tenure No Not Targeted Hearing Vision Extremities[ | Paralysis Paralysis | Epileps Severe Psychiatric Dwarfism
Disability | Identified | Disabilityl | =5 | [16/17 or | [23/25 or | e 00| o 68 o [71_7’é o p[82p1 Y | intellectual | Disability 6]
[05] [013 06-94] 4 18]. 21] . Disability [90] [91]
30] 69] 79]
TOTAL
) # 708 668 CoaZ e s 23 T 0 1 P O A 0. 0 20 0 0 0
Prior FY - - - - - - - - — - - -
% 1.00 0.94 ~0.02 570,037 0.00 0.00 0.00 -0.00: 0.00 0.00 2-20.00 0.00 -0.00: -0.00
# 685 646 | 13 - |26 S 0 1 L0 RIS o o 0 0 0
Current FY T i " - - "
% 1.00 0.94 0.02 ‘0.04 0.00 0.00: 0.00 0:00 0.00 0.00 0.00 0.00 -0.00: 0.00
Difference # -23 -22 -4 3 0 0 0 0 0 0 o] 0 0- 0
Ratio Change | % 0.00 0.00 -0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change | %
Federal Goal | %
PERMANENT
# 680 642 - S16. . 220 T -0 o1 0 0 0 [V 0 0 0
Prior FY — - — .
%% 1.00 0:94- 20.02: 0.03 r0.00 0 0.00- 0.00 0.00 0.00: 0.00: 0.00- 0.00 0.00 0.00
# 661 624 127 25. -1 0 1 0 0 0 0 0 0 0
Current FY - - — - -
% 1.00: - -0.94 10,02 0:04: -f- -0.00- 0.00: 0.00 - 0.00: 0.00: 0.00 0.00" 0.00 0:.00- 0.00
Difference # -19 -18 -4 3 0 0 0 0 0 0 0 0 0 0
Ratio Change | % 0.00 0.00 -0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change | % -2.79 -2.80 -25.00 13.64 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
TEMPORARY
# 28 S260 e L L 0 o] -0 0 0. -0 0 -0 0
Prior FY — - - "
% 1.00 0.93 0.04: 0.04 0.00:+. 0.00. 0.00 0.00: 0.00: 0.00: 0.00 0.00 0.00 0.00
# 24 722 B | 1 0 -0 0 0 0. -0+ -0 0 0 o}
Current FY P— - - - -
% 1.00 0.92 0.04 . 0.04 0.00 0.00 0.00 0.00 0.00: 0.00 0.00 0.00. 0.00 0.00
Difference # ~4 -4 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change | % 0.00 -0.01 0.01 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Net Change %o -14.29 -15.38 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
NON-APPROPRIATED
# 0 0 0 0 0 0 0 0 0 0 0 0 0’ 0
Prior FY - - - e - - ——
% 1.00 :0.00 0.00- - |-0.00 0.00: 0.00 0.00- 0.00 0.00: 0.00 0.00: 0.00 0.00: 0.00
# 0 0 0 0 0 <00 0- 0 0. 00 -0 0 0 0
Current FY
% 1.00 0.00 0.00- 0.00 0.00; 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 . 0.00
Difference # 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Ratio Change | % 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




| Netchange [% | 0.00 000 | o000 | o000 [ o000 | 0.0 0.00 0.00 0.00 0.00 0.00 0.00 000 | 0.0 |




Table B2: TOTAL WORKFORCE BY COMPONENT - Distribution by Disability [OPM Form 256 Self-Identification Codes]
Total by Disability Status Detail for Targeted Disabilities
Eznpul:z ment TOTAL . NO.. No‘t. . Targeted Hearing Vision Exl\:::iiw?tgies Pz?arfilzlis : (;ergﬁ)::s Epilepsy Severe Psychi_af:ric
Disability | Identified |Disability[ Disability [16/17 or | [23/25 or [28, 32-38 | [64-68 or | [71-78 or [82] ‘Inte!lfactual Disability
[05] [o1] 06-94] 18] 21] or 30] 69] 791 Disability [90] [91]

Total #1 661 | 624 | 12 | 25 -4 1 0|1 o[-0 | 0 | 0 S o L IR | E 0
Workforce % [ 1.00 | - 0.94 | 0.02 [ 0.04:} -0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 ] 000 | 0.00 | o0.00
Federal Goal 2.00
g‘;if:n"i';'i‘ofers # 19 | 19 0 oy o [ o "o 0 0 0 0o 0 0

% | 1.00 1.00 0.00 0.00 -§ 0.00 | 0.00 } -0.00 0.00 0.00 0.00 0.00 0.00 0.00
Executive Director # 84 77 2 5 0 S0 : 0 0 0 0 0 0 0

% | 1.00 0.92 0.02 0.06 0.00 0.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00
|nternational Affairs # 12 11 1 0 0 0 . 0 0 0 0 0 0 0

% | 1.00 0.92 0.08 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
f;::f,.ﬂ::f:y& # 81 77 2 2 0 0 0 0 0 0 0 0 0
Oversight % | 1.00 0.95 0.02 0.02 0.00 0.00 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Enforcement # | 160 152 2 6 0 0 0 0 0 0 0 0 0

% | 1.00 0.95 0.01 0.04 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Market Oversight | 116 110 2 4 0 0 0 0 0 0 0 0 0

% | 1.00 0.95 0.02 0.03 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
(General Counsel # 48 42 0 6 1 0 1 0 0 0 0 0 0

% | 1.00 0.88 0.00 0.13 0.02 0.00 | 0.02 0.00 0.00 0.00 0.00 0.00 0.00
(Chief Economist # 4 4 0 0 0 0 0 0 0 "0 0 0 0

% | 1.00 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
Data & Technology | 4 80 77 2 1 0 0 0 0 0 0 0 0 0

% | 1.00 0.96 0.03 0.01 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
(Clearing & Risk # 57 55 1 1 0 0 0 0 0 0 0 0 0

% | 1.00 0.96 0.02 0.02 0.00 0.00 0.00 | 0.00 0.00 0.00 0.00 0.00 0.00

# 0 0 0 0 0 0 0 0 0 0 0 0 0

% | 1.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00




Dwarfism
[92]

0




Table B3: Occupational Categories --Distribution by Disability

Total by Disability Status

Detail for Targeted Disabilities

Occupatlonai TOTAL No Not ) Hearing Vision Missin.g. Partial. Complei_:e Severe Psychiatric
Category Disability | Identified | Disability[ | L2989 | [16/17 or | [23/25 or | DXtremitie | Paralysis | Paralysis o oo rgo) Intellectual | " o) bpe
[05] [01] 06-94] Disability 18] 21] s[28, 32- | [64-68 or | [71-78 or Disability [91]
38 or 30] 9] 79] [90]
Officials and Manager - 124. 1200 3 T L0 0 -0 0 0 0. 0 “ 0 0
Executive/Senior Level (Grades — - - -
15 and Above) 1.00 0.97 ..0.02 :0:01 0.00 0.00 0.00- ' -0:00 ‘|- -0.00: 0.000 | . .0.00 0.00 0.00
Mid-Level (Grades 13- 35 34 0 1 0 0 0 0 - 0- 0 0 0 0
14) 1.00 0.97 0.00 0.03 | - 0.00 0.00 0.00 '0.00 0.00 0.00 0.00 0.00 0.00-
First-Level (Grades 12 0 0 0 0 0 0 0 0 0 0 0 0 0
and Below) 1.00 0.00 | o0.00 0.00 0.00 0.00 0.00 0.00 | 0.00 0.00 0.00 0.00 0.00
Other Officials and 160 154 3 3 0 0 0 0 0 0 0 0 0
Managers 1.00 0.96 | 0.02 0.02 | 0.00 | 0.00 0.00. | 0.00 | .0.00 0.00 0.00 0.00 0.00.
Officials and Managers {" 319 308 6 5 0 0 0 0 0 0 0 0 0
TOTAL 1.00 0.97 0.02 0.02 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00:
. 308 284 5 19 1 0 1 0 0 0 0 0 0
Professionals : -
1.00 0.92 0.02 0.06 0.00~ 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00
. 5 4 0 1 0 0 0 0 0. 0 0 0 0
Technicians - -
1.00 0.80 0:00 0:20 - || 0.00 0.00 0.00° |'. 0.00 0:00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 ) 0 0 0 0 0
Sales Workers - -
1.00 0.00 | -0.00 0.00 0.00 0.00 0.00" 0.00 0.00 0.00 0.00 0.00: -0.00:
Administrative Support 25 24 1 0 0 0 0 0 0 0 0 0. 0.
Workers 1.00 0.96 0.04 0.00 '0.00 0.00 0.00 :0.00 0.00 0.00 0.00 0.00 0.00
0 0 0 0 0 0 0 "0 0 0 0 0 0
Craft Workers
1.00 0.00 0.00 0.00- 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 '0.00
0 0 0 -0 0 0 o 0 0 0 0 0 0
Operatives - -
1.00 0.00 | 0:00 0.00 "l '0.00 0.00 0.00 0:00 0.00 0.00 0:00 0.00 0.00-
0 0 0 0 0 0 0 0 0 0 0 0 0
Laborers and Helpers : :
1.00 0.00 0.00 0.00 0.00 || 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00-
] 3 3 0 0 0 0 0 0 0 0 0 0 0
Service Workers —
1.00 1.00 0.00 0.00° 1§ 0.00° -J|-0.00 0.00 -0.00 0.00 0.00 0.00 0.00 0.00
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Table B6: PARTICIPATION RATES FOR MAJOR OCCUPATIONS - Distribution by Disability (Permanent)

Job Title-Series

TOTAL

Total by Disability Status

Detail for Targeted Disabilities

. . Missing - Partial Complete Severe —
No Not Hearing Vision o . . . Psychiatric
- . s Targeted Extremities[ | Paralysis Paralysis Epilepsy Intellectual -
Disability | Identified | Disability[0 s [16/17 or | [23/25 or b Disability
[05] 101] 6-94] Disability 18] 21] 28, 3320-]38 or [64;;3 or [71;;? or [82] Dls[e;%|]llty [91]
# 279 259 5 15 F 1 -0 e S L 0| o 0 0 0
ATTORNEY-0905 % 1.00 0.93 | 0.02 } 0.05 | 000 | 0.00 [ 0.00 | 0.00 | 0.00 | 0.00 | 0.00. | 000 ] 000
&COLIVI;\IJ_?;I\ILSE— # 46 42 3 1 0 0 0o | o 0 | o© 0 0 |0
1901 % 1.00 0.91 0.07.. 4 0.02 ' ~0:00--4  0.00 ‘0.00 1 --0:00 :0.00 71 0.0 0.00 0.00: :0.00 -
ECONOMIST- # 25 24 0 1 0 0 -0 =0 : 0 -0 0 01 0
0110 % 1.00 0.96. | 0.00 | 0.04 | 0.00 } 0.00 | 0.00 | 0.00. | 0.000 | 0.00 0.00 '0.00 |- -0.00.
# 39 38 1 0 - 0 0 0- 0 0 0 ] 0 0
AUDITOR-0511 %% 1.00 0.97 0.03 |- 0.00: ) :0.00 § -0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00:
GRAL BUSN ¥# 89 87 1 1 0 - 0 0 0 0 0 0 0 Q.
INDUSTRY-1101 | o4 1.00 0.98 | :0.01 0.01 -} -0:00 0.00° |. 0.00 0.00 =-0.00 0.00 0.00 0.00 0.00 -
# 54 53 ¢ 1 - 0 0 - 0 0 0 0 0 0 0 Q7
IT MGMT-2210 % 1.00 0.98 . 0.02 0.00 0:00- 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 -
# 0 0 0 .0 0 = 0 0 0 0 0 0 0 » 0 -
% 1.00 0.00 ~0.00. '0.00 0.00 0.00 0.00 0.00. { 0.00 -0.00 0.00 0.00 0.00 -
# 0 0 0 0 0 0 0 0 0 0 0 0 0
% 1.00 0.00 0:00 0.00 - 0:.00 | o0.00 | 0.00 | -0.00 | 0:00 0.00 | 0.00 -0.00 0.00
# 0 0 0 0 0 - 0 0 0 0 0 0 0 0.7
% 1.00 0.00 0.00. | 0.00 | 0.00 | 0.00 | 0.00 '0.00 | 0.00 0.00 | 0.00 0.00 0.00
# 0 0 0 0 4 o 0 0 0 0 0 0 0 0
% 1.00 0.00 0.00 0.00.j 0.00 4. 0.00 .0.00 - 0.00 ~0.00- |- 0.00 ‘0.00 '0.00 -0.00
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0.00:

0.00

0.00"

0.00"

0.00

0.00-

0.00-

0.00

0.00°

0.00-




Table B6: PARTICIPATION RATES BY MAJOR CCCUPATIONS - Distribution by Disability (Temporary)

Total by Disability Status Detail for Targeted Disabilities

Job Title-Series TOTAL No Not Hearing Vision Missing Partial Complete Severe Psychiatric
ot e oy Targeted Extremities[ | Paralysis Paralysis Epilepsy Intellectual -

Disability | Identified | Disability[0 o [16/17 or | [23/25 or _ N N R Disability
[05] [01] 6-94] Disability 18] 21] 28, 3320 ]38 or [6462? or [717;]8 or [82] Dls[;l();]hty [91]

| # 3 2 ‘0 |1} o oo ool o oo 0 o | o | o ...
ATTORNEY-0905 17 1.00 | 067 | 0.00 | 033 [ 000 | 0.00 | 0.00 | -0.00 | 0.00 | 0.00 | 0.00 | 000 | 0.00
ECONOMIST- | # 3 2 1 0 0 o | o0 | 0o | 0o | O 0 0 0
0110 O 1.00 0.67 0.33 | 0.00 4  0.00 § 0.00. :1 0:00 ~0.00- 7| -0.00 0.00 | -0.00 0.00 0.00-




T
—
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0.00 -

0.00




Table B7: APPLICANTS AND HIRES FOR MAJOR OCCUPATIONS - Distribution by Disability (Permanent)

Total by Disability Status

Detail for Targeted Disabilities

Job Title-Series | ToTaL No Not ) Targeted | H€3rng | Vision E)I:lirsesr:ligie P:?;;:)i/as]is %Eﬂ?yli.tse ) Infe?lveecl;:ial Psychiatric
D‘s[%t,’ji]“ty Ide[%tlig'ed Dﬁgf’;it]y[ Disability [15%]7 or [23515 or | o[28, 32- | [64-68 or | [71-78 or | EPIEPSY [82]} “picapility D'Siagli']“ty
38 or 30] 69] 79] [90]

Schedule A
Applications 4 0 0 0 0. 0 SO 0 0 0 0 0 0 0

0% | 100 0.00 0.00 0.00 ~0.00 25000007 470,00 0,007 0,00 -0.00 0.00 0.00° 0.00
Hires " 0 0 0 0 0" SO0 <0 0 0 0 0 0

% 1.00 0.00 0.00. 0.00. 0.00° 000" [+0.00. 0.00. 0.00 -0.00 -0.00 0:00 0.00
Voluntarily Identified (Outside of Schedule A Applicants)
Applications & | 18005 160807 | 1334 ). 591 RT3330 s O S 0 0 0 0 w0 "o

% 1.00 0.89 0.07: 0.03: 20.02. 0,000 0 T0:00 [T 70000 [ 0.00¢ ~:0.00 -0.00 0.00- 10.00
Hires 4 10 10 0 0 0 S0 0 0 0" 0 0 0 0

o | 1.00- 1.00 0.00 0.00 0.00 770007 55+ 70,00 000 0.00 0.00 0:00 0.00 0.00
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-:0.00-

%000




Table A4: Participation Rates For CFTC Grades by Race/Ethnicity and Sex (Pern

Grade Level

CT-1

CT-2

CT-3

CT-4

CT-5

CT-6

CT-7

CT-8

CT-9

CT-10

CT-11

CT-12

CT-13

CT-14

CT-15

All Females

Hispanic or
Latino

Hispanic or
Latino
Females




All Other
(Unspecified CT)

Senior Executive
Service

Other Senior Pay
(Non-SES)

Total CT
Workforce
(Permanent)




1anent)

Black or
African
American

Black ox
Afriean
Ameriean

Asi

Asian

Native
Hawaiian or
Other
Pacific
Islander







Native-
Hawaiian or
Other
Pacific
Islander

Females

American
Indian or
Alaska
Native Males

American
Indian or
Alaska
Native
Females

Two or
More Races
Males

Two or
More Races
Females







Table A4: Participation Rates For CFTC Grades by Race/Ethnicity and Sex (Tem

Hispanic or |Hispanic or
All Latino Latino
Grade Level Employees |All Males All Females |Males Females

e

CT-1

CT-2

CT-3

CT-4

CT-5

CT-6

CT-7

CT-8

CT-9

CT-10

CT-11

CT-12

CT-13

CT-14

CT-15




All Other
(Unspecified CT)

Senior Executive
Service

Other Senior Pay
(Non-SES)

Total CT
Workforce
(Temporary)




porary)

Native
Hawaiian or
Black or Black or Other
African African Pacific
White American  |American Asian Islander
White Males | Females Males Females Asian Males |Females Males







Native
Hawaiian or
Other
Pacific
Islander

Females

American
Indian or
Alaska
Native Males

American
Indian or
Alaska
Native
Females

Two or
More Races
Males

Two or
More Races
Females







Table B4: Participation Rates For CFTC Grades by Disability (Permanent)
| [Not
|AlL No Disability{Identified  |Disability |Targeted
Grade Level |Employees |[05] l[01] 06-94] IDisability

CT-1

CT-2

CT-3

CT-4

CT-5

CT-6

CT-7

CT-8

CT-9

CT-10

CT-11

CT-12

CT-13

CT-14

CT-15

All Other
(Unspecified CT)




Senior Executive
Service

Other Senior Pay
(Non-SES)

Total CT
Workforce
(Permanent)




, |Missing ‘ B [Severe
f |Extremities |Partial |Complete } [Intellectual
| Vision [23/25 [28, 32-38 or Paralysis [64 Paralysis [714 | Disability

130] 168







Psychiatric |
Disability ~ [Dwarfism
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Table B4: Participation Rates For CFTC Grades by Disability (Temporary)

i
I

All No Disability|Identified | Disability Targeted ‘
Grade Level i 1[05] 1[01] 1[06-94] Disability |
CT-1
CT-2 KX
CT-3
CT-4 "”
CT-5
CT-6 Y
CT-7
CT-8 %
CT-9
CT-10 "%
CT-11 ]
CT-12
7
CT-13 %
[ #
CT-14 %
Kl
CT-15 = [ % |
#
All Other
(Unspecified CT)




Senior Executive
Service

Other Senior Pay N
(Non-SES)

Total CT
Workforce
(Temporary)




|Severe

; [Missing | ;
, IExtremities Partial |Complete : Intellectual ’
Hearing | Vision [23/25 [28, 32-38 or |Paralysis [64 Paralysis [71] Disability ‘
[16/17 or 18] jor 21] 130] 68 or 69] 178 or 79] Epilepsy [82]{[90]
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