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the Casey ~oun~tion, I'm a litth~;~clp to do that. People in Washington need 
h. what. you re dOIng. One .of thl~ think the American people want this. They 
lting thIngs to me as a publIc ofIii!(lon't need to think it's Bill Clinton and Al 
I .. have be~n a Governor, nO\\~(;ore's deal; they need to think it's your deal, 

~avIng oversIght of programs tha~nd if they think it's your deal, then we can 
.~upposed to fit theIr needs to. Itjr,pass it. 
IOU ve got a lot of poor peopJ" .h ' ffit -'lllhis point the President signed the Execu-
Itry w 0 are absolutely dYIng t(,~ .. , le 'd hI]. \ 
~et some job trai,ning, go t? workf:~IIA. on rs an t e memoranc urn. '. 
are, you name It. If they ve go": . k th 
! th f, d'ff, f-f\OTE: The PresIdent spa °e at 10:39 a,m. at e 
,s ~r ree or our I erent pro~~Tt'xas Surplus Property Agency. In his remarks, 
~ liable to have three to four dil;;/,e referred to Mayor Bob Lanier of Houston, 
'ams, three or four different case.~'Car\' Marrow, Texa~ land c.'Ommissioner; John 
mean, you feel sometimes lik.SIIMp, Texas State c.'Omptroller; Billy Hamilton, 
oratory animal almost if you ge"~T t'xas deputy comptroller and Deputy Direc.1:or, 
le Federal Government becauS(\cf\ationai Performanc."e Review; and Representa­
Q many different people that arf~li\'e Gene Green. 

I·~ . It is a'bsurd. f,~ 

should have, if you're in trouble,~~ 
:> help you. But there ought to" 
)n to help you. You shouldn't btExecutive Order 12861-Elimination 
;ec.ting people the way these pr(}~!Of One-Halfof Ex.ecutive Branch 

- I R IIS ~wfu.I And I really hope you:'Intema egu ations 
~et It done. Thank you. reiSeptember 11,1993 

nt discussed the need fior a pn/ h h' d . 'd'ne "ct' A I .. ~. By t e aut onty veste In me as Presl enttii· Imsfi' S~(}n;, partlcd,pahnl, bv the Constitution and the laws of the Unit-
fu'nt nc/ng arlee ca IOn, ~nd t \ed States of America, including section 301 
.ati ~ IScuSS~(. recommen e re-~of title 3, United States Code, and section 
. c n gran programs. J h III of title 31, United States Code, and to 
dent. Let me just say one other~cut 50 percent of the executive branch's in­
~d a couple of questions-he'sternal regulations in order to streamline and 
It? We're going to try to change', improve customer service to the American 
)f Chapter 1, and if what you're<people, it is hereby ordered as follows: 
It, that you have an enormousl): Section 1. Regulatory Reductions. Each 
age of eligible people, your dis· i-executive department and agency shall un­
r school would benefit. But thetdertake to eliminate not less than 50 percent 
hat this is-that's one of those. of its civilian internal management regula­
we to pass through Congress,' tions that are not required by law within 3 
Ie dollars follow the child, that' vears of the effective date of this order. An 
istrict that has poor kids-when; agency internal management regulation, for 
, then every Congressman gets' the purposes of this order, means an agency 
money. ~ directive or regulation that pertains to its or-
a couple ofyou what the biggestr- ganization, management, or personnel mat­
nplementing your changes are,~ ters. Reductions in agency internal manage­
ur support when we come up"ment regulations shall be concentrated in 
present these legislative pack- [: areas that will result in the greatest improve-

e're tryin~ to figure out now~ ment in productivity, streamlining of oper­
1t as few bills as we can in Con-J ations, and improvement in customer service. 
really need your support to ask Sec. 2. Coverage. This order applies to all 

; of Congress to do this in the~·. executive branch departments and agencies. 
rest, to make some of these r. Sec. 3. Implementation. 'The Director of 
>at we can do th;,. J need YOU'J the Office of Management and Budget ,hall 

issue instructions regarding the implementa­
tioil of this order, including exemptions nec­
essary for the delivery of essential services 
and compliance with applicable law. 

Sec. 4. Independent Agencies, All inde­
pendent regulatory commissions and agen­

. t d t I 'th th .cles are reques e 0 comp y WI e proV!­
sions of this order. 

WilliamJ. Clinton 

The White House, 
. September 11,1993. 

[Filed with the Office of the Federal Register, 
11:35 a.m., September 13, 1993] 

NOTE: This Executive order was published in the 
Fed.eral Register on September 14. 

Executive Order 12862-Setting
Customer Service Standards 

September 11,1993 

P I fi thutting peop e Irst means ensuring at 
the Federal Government provides the high­
est quality service possible to the American 

,people. Public officials must embark upon a 
revolution within the Federal Government to 
change the way it does business. This will 
require continual reform of the executive 
branch's management practices and oper­
ations to provide service to the public that 
matches or exceeds the best service available 
in the private sector. 

Now, Therefore, to establish and imple­
ment customer service standards to guide the 
operations of the executive branch, and by 
the authority vested in me as President by 
the Constitution and the laws of the United 
States, it is hereby ordered: 

Section 1. Customer Seroice Standards. 
In order to carry out the principles of the 
National Perfonnance Review, the Federal 
Government must be customer-driven. The 
standard of quality for. services prOvided to 
the public shall be: Customer service equal 

~ t.o the best in business. For the purposes of 
this order, "customer" shall mean an individ­
ual or entity who is directly served by a de­
partment or agency. "Best in business" shall 
mean the Mghe't quality of ",,,,ce deUve,ed 
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to customers by private organizations provid­
ing a comparable or analogous service. 

All executive departments and agencies 
(hereinafter referred to collectively as "agen­
cy" or "agencies") that provide Significant 
services directly to the public shall provide 
those services in a manner that seeks to meet 
the customer service standard established 
herein and shall take the following actions; 

(a) identify the customers who are, or 
should be, served by the agency; 

(b) survey customers to determine the 
kind and quality of services they want and 
their level of satisfaction with existing serv­
ices; 

(c) post service standards and measure re­
sults against them; 

(d) benchmark customer service perform­
ance against the best in business; 

(e) survey front-line employees on barriers 
to, and ideas for, matching the best in busi­
ness; 

(f) provide customers with choices in both 
the sources of service and the means of deliv­
ery; 

(g) make information, services, and com­
plaint systems easily accessible; and 

(h) prOVide means to address customer 
complaints. 

Sec. 2. Report on Customer Seroice Sur­
veys. By March 8, 1994, each agency subject 
to this order shall report on its customer sur­
veys to the President. As information about 
customer satisfaction becomes available, 
each agency shall use that information in 
judging the performance of agency manage­
ment and in making resource allocations. 

Sec. 3. Customer Service Plans. By Sep­
tember 8, 1994, each agency subject to this 
order shall publish a customer service plan 
that can be readily understood by its cus­
tomers. The plan shall include customer serv­
ice standards and describe future plans for 
customer surveys. It also shall identify the 
private and public sector standards that the 
agency used to benchmark its performance 
against the best in business. In connection 
with the plan, each agency is encouraged to 
prOvide training resources for programs 
needed by employees who directly serve cus­
tomers and by managers making use of cus­
tomer survey information to promote the 
principles and objectives contained herein. 

Sec. 4. Independent Agencies. Indepe;-;;".., of employees to make d 
ent agencies are requested to adhere to ~ • mE'!Chanisms to hold ffi; 

order. ';'~'~. ployees accountable fo 
Sec. 5. Judicial Review. This order is, ""': ance. 

the internal management of the execu&,',' 3. Each plan shall ad~res 
branch and does not create any right or ben" ; O\.ercontrol~? mlcrol 
fit, substantive or procedural, enforceable \ • ," now generate ,red tare; 
a party against the United States, its agenci ficiency in ~~ F-eI e; 
or instrumentalities, its officers or empk Each strearnhmng p ar, 
ees, or any other person..~,,~ pose specific ~e~ure 

.. ' internal organtzation a 
WilliamJ. CUnton rocesses of the depal 

p Ii . 1 , ," 4, The stream mng p al The White House, 
seek to realize cost SaySeptember 11,1993. 
quality of Governme 

[Filed with the Office of the Federal RegisIt: , raise the morale and f 
11:39 a.m., September 13~ 1993] . department or agency. 

5. All independent regul:NOTE: This Executive order was published in til 
and agencies are regFederal Register on September 14. 
with the provisions « 

dum. 
. . The Director of the Oml 
:'and Budget is authorize<Memorandum on Streamlining the . publish this memorandUl

Bureaucracy 
~,&gister.

September 11, 1993 Wi] 

Merrwrandumfor Heads ofDepartrrients aM 
Agencies . IFiled with the Office of tl 

" 11:40 a.m., September 15,19 
Subject: Streamlining the Bureaucracy NOTE: This memorandum \ 

Consistent with the National Performam!l"Federol Register on Septemb 
Review's recommendation to reduce the ex, 
ecutive branch civilian 'work force rn . 
252,000, or not less than 12 percent, by th; 
close of fiscal year 1999, I hereby direct ead,Appointments of Mel 
head of an executive department or agen~ \Vhite House Confer. 
to prepare, as a first step, a streamlining plan Business CommissiOl 
to be submitted to the Director of the Offict ' September 12, 1993 
of Management and Budget not later thaIi 
December 1, 1993. The President today l 

The streamlining plans shall be preparecl bers to the White H~1 
in accordance with the following: ' ,Small Business Commls: 

1. Each executive department's and agen' New York businessma~ 
cy's plans should address, among other . the Commission's Chru~, 
things, the means by which it will reduct responSible for develop~l 

, the ratio of managers and supervisors to ' for Executive and l~gI~ 
other personnel. with a goal of reducing courage the economic ~ 
the percentage who are supervisors or ' ness and for convemr: 
managers in halving the current ratio House Conference on SI 
within 5 years. . "I am very proud to h 

2. The streamlining plans should be char-, outst~di?g ~u'p of pe 
acterized by (a) delegation of authority, CommiSSion, sru~ the I 
(b) decentralization, (c) empowerment, mitted to expanding op 
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·HRM09: ' 
IMPROVE ACCOUNTABILIlY 
·FOR EQUAL EMPLOYMENT 

. QpPORTUNITYGoAISAND 
. ACCOMPUSHMENTS 

BAcKGROUND 

I
t is the. poUey of the u.s. Government 
to provide equal opportunity in . 

.' employment for all persons; to 
prohibit discrimination in 

t-Q.temploymcnt becawe of race. color, 
\~~" religion, Set, national origin. age, or hancU­

gp, and to promote the full realization of 
equal employment opportUnity through a 
continuing affirmative emp)oyment 
program in each ~ney.I' 

Howe:ver. stvef1l factors in federal 
agencies indicate a lack of adheren~ to this 
policy. Those factOrs include: entrance barri­
ers. glass ceilings, negatiVe attitUdes and per.. 
ceptions. and the lack of management . 
accountability. . . 

Glasa CeilinpfarWomen and MiDoridea. 
"Despite a dramacically growing presence in 
the workplace ... progression into the mid.. 
dle and senior levels ofm:uugement has 
been elusive for minorities and women ... 
There is a (glass] c:eillng ..• The term glass 
ceiling refers to invisible. yet real OI. 

Iperceived. barriers which appear to stymie 
advancement opportUnities for minorities 
and women.n2 '. ­

Constance Berry Newman. former 
Director of the Office of Personnd 
Management (OPM), said that " ... the per.. 

alll::ages ofwomen and minorities in the [se­
.	Nor executive service] SES and the pi~e 
to the SES areU}!as;qstablc."! Most Of the . 
SES positiON are belcl by white men. 
Women hold only llpe.ri:ent.oft:bese~. 
tions, and minoriti~ 1io1d only 9 percent.'­

A &ndameD.ml me:w ofenabling 

qualifiecl women and minorities to be . 

appropriately represcnred in the pipeline to 


. the SES is to ensure mac they are 
appropriately present in agencies' key jobs­
jo~ that can lead to middle and upper man-· .. 
~c positions.' There is a great disparity \t:J '"" 
in the promotion rates for women and' . ~v)",11 

minorities in administrative and professional Vi. ,,-J 

Occupations at the grades 9 and llleveJs. 
This disparity has a significant impact on 
the number ofwomen and minoritia in 
high graded jobs, as grades 9 to 11 are the 
gateways between enuy level jobs and senior 
levd jobs for molt federal government' . 
erJl.r.1oyees.' . 

:At a September 1991 naaOtlal 

conference ... officials from [the Equal 

Employment OpporrunityCommission 

(EEOC)], OPM. the Merit SystemS 

Protc:tion Board.. and the Federal Labor 

Relations Authority said in public forwns 

that shattering the glass ceiling in the federal ' 

~rnmentwill depend on (1) getting 

women and minorities into the job trades 


.::..----. 
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HOLD MANAGDS Aa:o'UN'l"A8tl 110. ADHIIJ!NCE 
TO P1u:NCIP1.II 0'MDrr AND EQw·OPPOJa"ONI1Y 

thai: lead EO top man~t and (2) 
providing them with the n~ng 

. and developmmt opportUnities to progn:u 
~ose job trades." DoinB thia will re­

,quire leadcnhip £rom the top and a.:coUDt- .. 
ability for rawa. . 

Amrri°a' wlcIa DillbilJ.d.. Females and. 
mmt minoritis are 110t aloDe in mar 
uncler mptSCluadon in the &:dml . 
WOricforcc.Lrhe larpst undemmployai 

~minority group ~~ aft ~ 
with disaDilitis.' rLI with disabilities 
are underrepreama:d at all bda, Puugeof 
me Americans with.Diabillcies kr of,1990 
heighrcaed the awareness offedcnl 

·managc.rs, supervisors. and employees 011 the 
· issues Of employment. training. wi advanc­
ing people with disabilities.9 H~. in 

I\~ 1990 only'6 percent of6:deral employees
had disabilities and only 1 percent h.a.d 

..J!-L.ili'· 10severe WICIU ces. 
Federal agencies mu.sc. and have begun to. 

d~p and implement c:ft'ectiVe strategies 
EOensUfe thai persons with disabilities am 
given equitable employment oppommities 
in the fed.e.ral government. Una- "Project 
Able Beneficiaries Link to Employers." 
OPM, the Social SecurityAdministrat:ion, 
and state vocational rehabilitation offices in 
V1!gUUa. Maryland. and the District: of . 

· Columbia are working in partnenhip (0 cre­
ate mf. tem which will place 
empl . d.irea contaa with ~ualiBed 

llai employees with disabilices. In ad· 
dltion. OPM in cooperation with the 
Department ofVew:ans A£fain announced 
in JW1e 1993 the implementation ofa 
nationwide Job Ready Disabled. Veterans 
CoMeCDon. wliiai enablcstecte.raI agencies 

~o11iVeripid access. to rd"ctrallisa ofjob' 
II ready disabled veteranS. 

. The current iniriati'WS are commendable. 
but the federal government'mUSt continue 
to implement dfcai~ systemS to increase 
the representation otsb rea~ic:aqs 
with dlsabilltics. There is avery real opper­

• tunuy today"1Or OPM to facilltareemploy­
1, ment. ttaining. and advancement ofpeople 
, with disabilities through a malor campaign-

. aimec:l at those mall&gm and supervisors 
.who rnalce these by clecisi.ons. 11 

LackoEMuaapmeacAa:oua.1abiJi. ,
This aclmi.nimadon bas dearly 
demonstrated ia c:ommitmeDt to equal op­
porNI1ity and valuing workforce diversity. 
~, the lo~lIJldiaa Jack ofman.. 
ment aa:ountabiJity is a aidc:al flaw in and 
bmier to aarn=Dt drom to ~IJlPIish equal 
0Ppommity in the fWral ~ 
Cwrcndy. there: is neither a t;PmeqJLeftCC 
ayar.em for aamcY1lea.d.s and their managers 
WIiOdo not plan, dewlop. and irapIem.ent 
aeas:iw ways in which to aa:omplish equal 
opponunity f?a1.s nor a reward ~ for 
those who do.11 . 

, Wblle it is imponant to detegWate, 
dec:cnt:ralizc, and provide.a certain degree of 

. 	management flexibility. increased. flexIbility 

. 	 in the absence ofappropriarc accoW1!3bWty 
could undermine equal opportUnity andaf­

l 
.~YC employment efforts. N~ous re­

.poru wuecl by the ~eralAccounung 
OfticelJ cim disc:rimination within the gov­
cm.IJWlt. &=W1tabllity mun be 
encouraged. Dy thePraident's rea.ffirmation 
oftOp-down commitment. 
. ~cies must review. evaluate. and con­
uol managaial and superVisory performance 
in .udl a manner as to ensure a continuing 
alfimwive application and vigorous 

. enforcement of the policy ofequal opportu­
nity. and provide orientation, training. and 
advice to rnanaprs·and supervison to assure 
their understancling and implementation of 
the equal employment opportunity policies 
and. programs,14 . 

Equal opportUnity and wor~rce 
divaiity sliOuld be 3D integral part of the 

. mission ofeach and every federal agency. 
ConstanCe Berry Nevvman States that "real 
equal em.ploym. en~lpomm.itYwill come . 

. 	about only when and every c:xecutive. 
·1 manager, supervisor and'en1ployee is 

committed to and held acc:owuable for 
eqyl opportunity ... agency headS muse 
hold their managers and supervisors respon· 
sible for [equal employment opportunity] 
EEOby building it into ~c::formance 
agreements and stand.a.rds.V ­

r ­
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Nepdw AIIitudea aDCI Paapclou. 
. , 

' me c:fic ofnegative attitudes and 

N~ amNcies and petczpdoas ate very . ~cepaons. Dr. Harriett Jmkim, Director, 

poWuful barricn to equal employment op- Ofticc ofSenate Fair Employment Practias, 

porru.n.ity IUld wodd'or~~ty. . ft!COgrUza that ·Em~must perceive 

h.cording to Linda Wtnikaw. corporate pol- that there arc acdibIe eftOns to cradi.cate dis-

icy cxpcn:. -, •• on the one band. civil riJbts aiminarcry barriers and ftSOm complaina 

Jeplation bas done an cnormoUi amoWlC to ••• those cfom mua be n:al and 'Visible .•• 

'Nlpe out me lepl impediments to inequal- Becauae personnel and :£.EO are iDmrkably 


. \ 1ty. But alllDO many oftbe attitudes that. Icc:lmd,It is IO~ incorrectlyasawned

pzeve.nted. the flowering ofd.ivmity Ian thar :£.EO should be a su.b-pan ofEUSOMcl 


. east. &lcutM::s haw an obliguiOD mrecog. or human RIOW'CZ ofBccs. Tbis·reBeas a' 

nile that rhis isn't simply aside iIIue. It is a Jack ofWldenaancling ofthe managuial 

fUndamenal management iuue. A fimaiOtUI of the di.reC1Dr ofREO, Whose au­
managers's first job is m manap--to bring thority fl.owu!i.re=ly finm ~c head ofthe 

people to their fUll potendal. The gius ceil- ~ The clireaor terYS as an Iidi.isu' to 

ing docs CIist. but senior management's job the had of the ape)" and other levels of 

is to do everyching possible to pr~de the rna.nJFS. She or he is a c:a~ and impJ.e.. 

~ng and the climate for suc:cas."16 menta' ofsensitive orpffizauoiial 


EEOC tecognlUi.that ttemng lEO asscum.ent, corrective man.a.ganent 

functions as side issues foscers perceptions of suat.egies, and ongoing oYaSight and mOal· 

ac:.onflia ofinterat. EEOC reiterated this coring of the agency'. EEO progress. He or 

concern in an October 1992 Management she his the teSponsibility ofassisting the 

Dirtctivethat stateS: agency head. and other lcw:b ofrna.nJFS to 


In order for the agency to implement a cOmply with ciw Td,~remCM: barri­
continuing a£lirm.aUve employment pro-. en to full integration, .. subde and 
gram to promote equal employment op- overt d.i.scrimi.n.ation, adjuclic::arc allegations 
porrunity and to identify and eliminate ofd.i.scrimi.n.ation. affirmatively teach out to 
discriminarory practices and policies. the all group•• and ensure that all personnel 
agency shall appoint a direc:ror ofEqual management decisions are made on merit 
Employment OpportUnity. who shall be '. '.' Whoever has responsibility for ~EO 
under the immediate supen'isiop of the functions has to have'the agency head's 

. lncyhead. Agencies must avoid . iz:mWmatur ro help the line ~ bring

nflicts of position or conflicts of inter- abOut c:.onmuctive change and fyJ.l 


. . t as well as the appearance ofsuch c:.on- ~n ofthe organization. It is the 

. 	 flicts •.• In order to maintain the managers and supervison in every part of 


~ntegrityof the £EO investigative and de- me agency who can determine the IUcassful . 

cision making processes. those functions . achievement of the agency's EEO 

mwt be kept separate from the perso1U!.d objectives."l' .. 
funcrion. 1' 	 . ' 

. In addition, the Code of Federal 
Rtgulations states that <c ••• the fEO direc:.. NE.F.D FOaCHANGE 
tor shaU be under the immediate supervision . 
of the agency head ..."18 Yet. some federal Apcy heads and their managers must be1'. agencies still treat EEO II a side issu,! ramer held accountable to the President. Congress 
than as a fundamental manapnent issue and the Americ:an public for crcuing,devel­
with identifiable acx:ountabillo/. oping. valuing. and maintaining a workforce 

&pera who have spent many years that is re~ve ofour nanor", ciW&nr.y.l~ 
actively advocating equal opporrunity in the •While unprovemcna hive occurred and 
federal workforce are also concerned about the current i.dministration has Set the stage 

for equal 0ppOrrunity and diversiE:y. the cur~ 

57 



)'~~~=;:.%1! ,-,-(Z) .. 


.rent fed.mI ~ workrorc.: does not .. 
,reflea the nation's d.Mne worl9ng , 

.' populadon. Overall. tbc federal pemmeDt 
" ~.Ji)r been sua:aafial at:c:ndicaring' 

discrimiurorybarrien. mel • , 
. 'r~andadWDdna~~" 

.	m~ society at aU grade 1eYc1a.lt bas 
ben evm Ie. iuc.casNl at inllpldDg mem­
ben oflIftd.mmrcsenced&tOJ!BI into micldle 

, 	 coma an integral paR ofcadl fcden1 ' 
agency's raaterJcbusincss plan. and that 
~t is held accountable iOr mlV- " 
ing resulm.' " , . . 
. ~t is paying an cnormoui COlt 
for the glass .cdllng that kce' 
WOme.D,' minorities. an ted ~ons 
underrepresented. at all 111 

government. It is er major , 
scpent ofits hWJW'l l'CIOW'CCS and delaying 
aa:ainmenr ofan imponaat,goal of the Civil 
Servia: Reform Ar.t of 19781nd other civil 
righa Ia~resenation of all . 

9f=~ soc:iety at an jJeI'M1i1n gov-

As noted by the Council fod:,xcc:Il=a in 
Government. "The.federal government. 

, needs a c:arcer a:ecutM leadership cadre re­
flealng the diversity ofAmericD population 
.•. Today there is neither sufficient 

. 	 leadership nor ~larr diversity among ca.':' 

' The Pzeaident shoUld i.au.e an &ecutive 
Order to all agau:y headsby' NCM:mber 
1993 .~ his com.m.icment co ar:raining a 
d.M.ne federal -workforce and inCR'!Uing the 
Tf'l'lresenma~'uaJi6ed minorities, 
~mm,' lIS at aU 1~1s. 
including hi~ch~ are ' 
moft ~aerrepraented. The 'Executive 
Order should also esClblishthe requirement, ' 
that e2Ch apc:y head will:. ' , 

•. 	buildEEO and affinnati\'e 
emploYment c1emcn.ts iI'lto b.i.t/her 
rcn.~business plan ancl include ef­=~~ts for impaa and ,,',' 

Pi' 
• 	require bisIhcr aecutives. nWlagers. . 

and sUpervisOD to develop, impfcment. 
monicor and evaluate the organi%ation's 
afBr~vcem~r~; . 

• 	eruam: t.hai aaidal element on EEO. 
. teet executives ... The sovemment can d&-o affirmaave employment. and ~ty 
. velop a diverse group ofleadm. but it must 

. take dramatic action to mOWle an effective .. 
. ,govemmentowide program and ,co hold man· 

. . ascmenc responaible for acbitving rerula."21' 

. It is imperative that federal agenauparal- . 

is built into the performance plans and 
~~tiQ.ns ofall ofhWher managers 

. and supeMsors• 
• 	 ensure that: the director of EEO reportS 

direaly'CO himlher•. and isa fUll partici­
lel the divasity thtusts that: this President . / "pant OD the seniormmagement 
has started with his poUdc:.aJ appoinanenl:5. . tearn(s) responsible for all-IPOwce ,I. . 

.. The government should reaffirm its . . locarions: . ' 
commitment. co equal employment '- . 
opportUnity. WhOC'Yel' haS the pr~ . 
responsibility for EEO functions must be a 
fuJl. a.c:tivemember on the agenc:y's senior . 
management te2.m that has responsibilityfor 
the alloc:adon of the agmcy's resoura:s. ,. 

AcrION 

. , 	 rla-lIIll:J-J~ .'-'11 .....,... 
' ;;:;;",jfo.~ 
-~ t(f'I"'iJ!ItJ . 
."."., .........~JNII'III'II",;,J, Wu 
~ ;",.lIIlilwll"J06 '*'P';'" '. 
,..,.,.,..,JaItUII"'IIIIiM..,.,.."."., , 

•. d.emoiutrate hislher commianent to 
EEO. and afiirmativcemployment. and 
proVide employees avisible sign of 
aedib1e dfOrts through such actions as 
annual poli~$tateme.ms on equal em-

Federal agencies must focw on action ~dployment opportUnity andiffirm~yt 
~, and must institute a rc:at $}'Stem of wlq)rraentj . ~ 
accountability.· identify ~ed, as well ~ .. ~' 

'~I;women. minoricy,ancl 
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~dimPl~enCde­
~top1'CMdc
opportU.D.itics to etieccively prepan: 
mcm to compe=~ aad hci14 
el'CCUbW leadclihip positions; 

• 	provide rccogn.iaol1 ofma.e man.. 
3I'1d o~ns that comistcndy per­
form Wdl ill the EEO and afIiima.t:iW 
employtneDt areu;and ensure .' 
appropriate disciLlinary action in cues 
where there is a dil1s ofd.iscri.mina:­
bon 

Presidentiallcadership and an Executive 
Order which mandates management 
aa:ountability for equal employmmt oppor­
tunity goals and accomplishmena will reu­
SUR employees.. applic:anu, and the 
American public that there is 
gowrftmentwidc commitment to and 
accountability for creating a federal 

.( workforce mat refleca Americil.divene ci.9=. 
zenry. . 

EDd..Dota 
1. Tltlc29, CtJ6I1fF"'-'.~*-161'.101. 
1 Cari M. DomiftqUCI. --xne cn.l1ap of'Woririoca: 
2000: The Bu.rcaw;n" Vol. 20. 1loO." {W'Ulcr:r 1991·92), 
p.16. 
3. U.S. Geneal AccDW'Itins oSee. FItitNJ \'V~ 
o",ri".iAt"'"cfw F_.JAJfirwtuiIlt E".,."""." report 
no. GAO/GG0-92-27BR ~aabinpn. D.C.. NOYtmbet 

• 1991). p.). 
4. Cou.ncil &>r Ex_ncr iA GoWrNrICIU. ·Sri.qis:I& 
LGadc.nhi.p :1M DM:niry Il1ec die PeduaJ c..r.r Facur.ive 
Ran.Ics," (WuhiApft. D.C.. Ju.ne 14. 1993). ,.2. 
S. 	 Ibid. 
6. U.S. Muir Sysram Promoll Boucl. AQwn!ift"
Efjllil.fl W'O""", -'_ Glm C#iJi",;,. rJ.,'*"" 
GIWII"I".".,CWaahinPOIl. D.C.. O=i>er 1992), P. 31. 
7. U.S. GentN.l AccoWlcins OBiee. FIIlmIJ~ 
Encp/IJI}"".t S....., .fW.--'"Mi"m'1 ~,;",. 
j" till FttimJ. IF'''"'fom. report 110. GAOfl'-GG0-92·2 
CWuhmgcon. D.C.. 0=1xr 23.1991), p. 11. 
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FIOM RED TA.P! TO RUULTS • CREATING A GOVlltNMENT THAT 'WORkS BETTER « Cons Lass ",'., 

The truth is, we all lose. Yet HHS . 
continues to rd dollars training· . 
timekeepers.5 " 

The Depaitment ofLabor, by contraSt. . 
~tened to complaints from its employees 
about the needless paper-pushing and use 
ofadminisnative time that repetitive " 
timekeeping required.. Under the leadership 
ofSecrewy Raben Reich, and with full 
backing of union presidents who represent 
depamnenr employees, Labor has begun to 
dump the standard time card. After 
realizing that nearly 14.000 of its 18,000 
employees work aStandard. 40-hour week, " 
depamnende.aders decided to trust their 
workers to report only exceptions, such as 
overtime and sick and annual leave. Since 
onlyorie third ofwor's workfOrce reports 
any exception in the average week. the 
department is already saving paper and 
time-a.nd money. Standard time records 
are now submitted electronically. withOUt 
bothering employees.5G 

The President should encourage all 
departments and agendes to follow the " 
Department ofLabor's lead. The new policy 
will alloW for exceptions-forexarnple. 
when labor contracts or matters ofpublic: 
safety require them. But ifwe truly seek the 
highest productivity from our workers. we 
must treat them like responsible adults. In 
todars work environment. time cards are a 
useless annoyance. 

Action: The PrtsUlentmrndJ Ww II 
tlJrectiue trnmnining the aJmjnutntttion 
to ,,·"'ter elJll4l tJP..:lto~"ity tmJJiv.rnty

\ \ in 1MflJeral WO ,,>4 

President Clinton laUnched. his 
administration by appointing abinet and 
senior offic:ials who. in his words. "look like 
America." In doing so, he sent a dear 
message: Agovernment that strives for the 

best'must continue to break down stubborn 
barriers that too otten keep us from 
employing. training. or promoting the ~ 
people. ~ 

W'hile the President has set the stage, the 
current federal workforce does not reflect 
the nations divene working population. 
Overall, me federal government has yet to 
~y~a~some~to~ 
barriers to aruacting and remining 
underrepresented groups at every civil 
service grade level, or advancing them into 
seniorpositiolU. A glass ceiling sclll hangs 
OYer the employment and career prospects 
for women, minorities and :witb 
disabilities who work in thet;~ce. 
Women account for o!lIy 12 percenTOfthe 
top tier ofthefed.eral employment ladder­

"the Senior Execucive Servicc--and 
minorities) nine percent.55 Serious disparity 

,l;persists for both in promotion rates to " 
professional and administrative levels" 

~:,that serve as the gateway to further L..J. ,.'" 

advancement. 1qe numbers for AmericarW~ 
~th disabilities are even worse.: " 

Much can be done to make equal 
opportunity an integral part ofeach agency's 
mission and snategic plan. The President 
should issue a directive in 1993. 
committing the administration to artaining 
a diverse federal workforce and increasing 

the repreAentacion of~ualified minorities, 


. women. and trp1e WIth disabilities ar ~ 

9JW l~. eorder shoul~ instruct 
agency heads to build equal employment 
opporru.nlty and affirmative employment 
elements into their agcQ9' suatn'!' plans 
and performance agreements. n rum.­
agency leaders should ~quire managers and 
teams throughOUt their agencies to build 
the same goats into their own perfOrmance " 
plans-arid should public:ly recognize thos~. ..JIf1 
Who succeed. C~ 

http:employees.5G
http:time-a.nd


· \ 

\ 

\ 

\ 

To: Steve Warnath 

From: Stan Herr 

Re : Executive Order on Equal Employment Opportunity Goals 

Date: December 22, 1993 

The key concept in equal employment for persons with disabilities 
is "reasonable accommodation." As the EEOC put it in the context 
of the Americans with Disabilities Act: 

"When an individual's disabilitty creates a barrier to 
employment opportunities, the ADA requires employers to consider 
whether reasonable accommodation could remove the barrier." 

EEOC, "Interpretive guidance on title I of the ADA, 56 Fed Reg. 
35739 (July 26, 1991). 

Although the federal government is not covered under the 
ADA, comparable requirements for nondiscrimination in employment 
by federal agencies is found under the Rehabilitation Act, 29 USC 
SSe 791-794 (1973). 

Examples of reasonable accommodation include job 
restructuring, reassignment of nonessential job functions that 
would be detrimental or impossible for the qualified individual 
with a disability to perform, shift changes, reassignment to a 
vacant position that the individual can perform, etc .. Some 
accommodations may be physical ones such as the removal of 
architectural barriers or may require the provision of auxiliary 
aids such as readers, interpreters, or equipment. 

Once a plaintiff establishes a prima facie case of illegal 
discrimination, the defendant has the burden of providing that an 
accommodation is unreasonable because it cause "undue hardship." 
For the factors that go into determining when accommodations 
causes "such significant difficulty or expense" as not to be 
reasonable, see 29 CFR s. 1630.2. Since this inquiry is multi­
factored, and includes the overall financial resources of the 
employer," the federal government cannot always lightly meet this 
burden. There is considerable caselaw on point. 

There are some studies that suggest that most reasonable 
accommodation requests can be met with relatively modest expense 
(i.e., less than $500). if it will prove useful, I can try to 
track that study down. 

On the other hand, the Federal government is also supposed 
to be a model employer for the workforce with disabilities.If we 
want the private sector to uphold its parallel duties under the 
ADA (which by July 1994 will extend to small employers with as 
few as 15 employees, down from the current 25 emplyee threshold), 

http:disabilities.If


we want must set a better exasmple than our current performance. 
The President also issued a proclamation on October 6th that 
admirably calls for "equal treatment in the workforce," not 
wasting the abilities of a single person with disabilities, and 
full implementation of the ADA and the Rehabilitation Act.· 
Sometimes this Administration does very well in this regard, e.g, 
the appointment of Judy Heumann who uses a motorized wheelchair 
and need an on-the-job personal assistant as she performs her job 
as Assistant Seoretary in the Department of Education for Special 
Education, or Robert Williams who uses a voice synthesizer and 
other aids since he has cerebral palsy and only limited speech. 
But we are also hearing from federal workers with disabilities 
that their job prospects and accommodations compare unfavorably 
with other workers. 

The crux of this memo is that general language applicable to 
women and racial minorities will not go far enough to meet the 
legal or social context of ensuring that persons with 
disabilities are fairly employed and promoted. The very high 
rates of unemployment and underemployment by qualified persons 
with disabilities gives added urgency to this matter (an 
estimated two-thirds of adults with disabilities have no work). 

If I can provide you with further details, or information, 
or consultation on this executive order, please advise. Any 
feedback is also appreciated. 



Revised DeCember 21, 1993 

EXECUTIVE ORDER 

ACCOUNTABILITY FOR EQUAL EMPLOYMENT OPPORTUNITY GOALS AND 
ACCOMPLISHMENTS 

Today, Presidential leadership and a mandate for management accountability. for 
equal employment opportunity goals and accomplistunents are critically important to 
reassure employees, applicants, and the American public that there is govemmentwide 
commitment to and accountability'for creating a federal workforce that is reflective of our 
nation's diversity. 

Holding m&na&ers and supervisors accountable for increasing the representation of 
women, Diinorities, and persons with disabilities in all occupational categories and at all 
levels of government is essential to achieving a federal workforce that is representative of 
our nation's diversity. Only by taking positive steps to ensure that women, minorities, and 
persons with disabilities are increasingly represented· in all occupational cateaories and 
grade levels, including middle and senior management positions, will it be possible to 
realize .the objectives of Title VII of ~ Civil Riahts Act of 1964. as amended, and Section 
501 of the Rehabilitation Act of 1973, as amended. Equal education and training 
opportunities are enabling elements and are inutJ1cably tied to and enlure equal t employment opportunity and aftlrmative employment.· . . 

By the authority vested in me as President by the Constitution and the laws of the 
United States. and in order to improve the representation of women, minorities. and persons 
with disabilities in all occupational categories and at all levels of iovernment, it is hereby 
ordered: 	 . 

Section 1. Responsibilities of Heads of Executive Branch Depanmew and 
Agencies. To ensure full representation of women, minorities. and persons with disabilities 
in all occupational categories and. at all levels of the government, heads of all executive 
departments and agencies (hereinafter referred to collectively as "agency") shall 
immediately undertake take a comprehensive set of actions to increase representation that 
include t."e foilcw!ng~ 

(1) 	 build equal employment opportunity and affirmative employment elements. 
including education and training opportunities, into the agency's strategic 

} plan to include effective measurements for impact and change; 

(2) 	 require agency executives. managers and supervisors to develop, implement. 
monitor, and evaluate the organization's affirmative employment plans; 

(3) 	 .ensure that a critical performance element on equal employment opportunity, 
affin:native employment, and workforce diversity is included in the 
performance plans of all agency managers and supervisors; 



. (4) 	 ensure that the·director of equal employment opportunity reports directly to 
the head of the aaency, in compliance with 29 C.F.R. Section 1614.102(b)(3), 
and is a full.participant on the management team(s) responsible for all 
resource allocauons; 

(5) 	 demonstrate visible commitment to equal employment opportunity and 
aftlrmative employment through such means as providing specific career 
enhancement programs and annual policy statements on equal employment 
opportunity and affmnative employment; 

. 
(6) 	 provide opportunities for qualified, as well as high potential, women, eyV'/~ I ... 

minorities. and persons with disabilities to participate in developmental--­
programs to compete for and hold leadership positions in all occupational 
categories and at all levels, including those at the executive level; and 

(7) 	 recognize managers and organizations that consistently perform well in the 
area of equal employment opportunity, and ensure that there is appropriate 
disciplinary action in cues where there is a fmdina of discrimination. 

(reference: NPR. R.ecommendation HRM09, Improve·Accountability for Equal Employment 
Opportunity Goals and Accomplishments) . 
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DRAfT 

EXECUTIVE ORDER 

ACCOUNTABILITY FOR RESULTS IN EQUAL OPPORTUNITY AND 

NONDISCRIMINATION IN TH~ EXECUTIVE BRANCH 

Management accountability is critical to achieve the results 

that this Administration seeks ·in impl'ementing equal opportunity 

policies and programs in the Executive branch and to create a 

federal workforce that is reflective of our nation's diversity. 

This Executive Order strengthens the internal accountability of 

Executive department and agency executives, supervisors, and 

managers to ensure that women, minori~ies, persons with 

disabilities and individuals from other underrepresented groups 

are provided equal opportunity for employment-related education 

and training and a full and equal opportunity to be employed in 

all occupational categories and grade levels, including middle 

and senior management positions, in the Executive branch. 

Accordingly, by the authority vested in me as President by 

the Constitution and laws of the United States, and in order to 

improve the opportunities for all qualified persons to be 

employed in all occupational categories and grade levels of 

federal government employment and to realize the objectives of 

Title VII of the Civil Rights Act of 1964, as amended, and 

Section 501 of the Rehabilitation Act of 1973, as amended, it is 

hereby ordered as follows: 



Section 1. Implementation of Equal Opportunity Initiatives. The 

head of eqch Executive branch department and agency (hereafter 

collectively "agency" or "agencies")'shall immediately take the 

necessary steps permitted by law to ensure that all applicable 

equal opportunity and nondiscrimination laW" and POli~eSOf the 
CvUL-- ,

United States 4s made an integral part of every aspect of 

personnel policy and practice and employment, training and 

development, advancement, and treatment of employees of the 

Federal government and applicants for Federal employment. These 

steps shall include, but not be limited to, the following: 

(a) ensure that qualified applicants from underrepresented groups 

such as women, minorities and persons with disabilities receive 

an equal opportunity to be employed in all occupational 

categories and grade levels of federal government employment; 

(b) build specific equal opportunity elements, including 

employment education and training opportunities, capable of 

effective measurement to gauge impact and change into each 

agency's mission and strategic or operating plan; 

(c) involve agency executives, managers and supervisors in the 

development, implementation and evaluation of the agency's equal 

opportunity and affirmative employment planning and activities; 

(d) include equal opportunity and affirmative employment as one 

of the critical performance elements for evaluation of agency 



j 

executives, managers and supervisors; 

(e) improve opportunities for participation by underrepresented 

groups, including women, minorities, apd persons with 

disabilities, in developmental and training programs to prepare 

them to compete for and hold leadership positions in all 

occupational categories and at all levels, including those at the 

executive level; 

(f) ensure that each agency's Director of Equal Employment 

Opportunity reports directly to the head of the agency in 

compliance with 29 C.F.R. Section l6l4.l02("b-)-{3) and is a full 

participant on the agency's managemen~ te~esponsible for 

all resource allocations; 

(g) recognize agency executives, managers, and supervisors that 
-~ 

consistently perform~in the ~~Of equal employment 

opportunity, and ensure that appropriate disciplinary action is 
I 

taken in cases where there is a findi~g of discrimination; 

(h) demonstrate visible commitment to;equal opportunity, 

affirmative employment opportunity and nondiscrimination within 

the agency (e.g. by prompt issuance of agency policy or procedure 

statements necessary to implement this Order, providing specific 
~-~" 

career enhancement programs and annua~~~or(of equal 

opportunity policy and implementation statements). 



Management Accountability and Performance Agreements. 

Performance agreements between the President and agency
/\ 

heads shall be ttili~:9'to ensure agency compliance with this 

Order and applicable equal opportunity and civil rights law~ 
Agency heads shall promote the internal management accountability, 

objectives of this Order within each agency by including equal 

employment elements in performance agreements with agency 

executives, managers, and supervisors. 

Sec. 3. Progress Reporting Requirement. 

Agencies shall cooperate with requests from the President's 

Management Council, the Office of Management and Budget, and the 

Equal Employment Opportunity Commission ("EEOC") for information 

pertaining to an agency's implementati~n of this Order. The EEOC 

shall report annually to the president:,d' the Vice President, 

on each agency's progress in implementing this Order and 

achieving equal opportunity within the agencies. 

Sec.!. No Private Right of Action. 

This Order is for the internal management of the Executive 

Branch and is not intended to and does not create any right or 

benefit, substantive or procedural, enforceable by a party 

against the United States, its agencies or instrumentalities, its 

officers or employees, or any other person. 

WILLIAM J. CLINTON 


