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EXECUTIVE SUMMARY 
 
 The Federal Communications Commission (FCC or Commission) submits its Annual 
Report to Congress, as required by Section 203 of the Notification and Federal Employee 
Antidiscrimination and Retaliation Act of 2002 (No FEAR Act), Public Law 107-174.1  In this 
submission, the FCC reports the number of cases filed in Federal court regarding alleged 
violations of federal anti-discrimination or whistleblower protection laws, the disposition of those 
cases, money required to be reimbursed to the Judgment Fund and the number of employees 
disciplined for discrimination, retaliation, harassment, or other infractions of law cited in Section 
201(c) of the No FEAR Act. 

 During Fiscal Year (FY) 2018, there were nine formal complaints filed alleging violations of 
Title VII.  None of these complaints resulted in a finding of unlawful discrimination.  In addition 
to the formal complaints, there were four Federal district court cases pending during FY 2018, in 
which the complainant alleged violations under the Civil Rights Act of 1964, 42 U.S.C. § 2000e et 
seq.  However, no FCC employees were disciplined for discrimination, retaliation, harassment or 
other infractions of law in connection with a Federal district court action.  Accordingly, no 
expenditures from the Judgment Fund were made on behalf of the FCC. 

 We believe specific reasons exist for the absence of Federal district court judgments, awards 
and compromise settlements reported by the FCC during FY 2018.  First, the FCC employs a 
number of training and briefing initiatives including detailed trainings and briefings for FCC 
managers and employees on the No FEAR Act, equal employment opportunity (EEO) laws, 
diversity, Whistleblower Protection Act, prohibited personnel practices and alternative dispute 
resolution (ADR).  Second, the FCC continues to increase its emphasis on encouraging employees 
to resolve workplace disputes at the earliest stages through ADR and Coaching programs.  This 
increased attention to the early resolution of workplace issues, coupled with periodic briefings and 
training, undoubtedly has had a favorable impact on decreasing the number of cases filed by FCC 
employees.  Third, the FCC has been successful in litigating these cases as allegations of 
discrimination have not been proven and/or claims have been dismissed at both the 
administrative and federal court levels. 

 In addition, we have fostered more effective communication with employees about major 
changes in the agency’s organization, policies and practices, and this has been important in allaying 
employee concerns that arise in the workplace.  Finally, the FCC recognizes that emphasizing the 
benefits of ADR to managers, supervisors and employees will yield enormous results.  Accordingly, 
the FCC continues to promote ADR and provides focused training in ADR, conflict management 

                                                           
1 Notification and Federal Employee Antidiscrimination and Retaliation Act of 2002, 5 U.S.C. § 2301 note 
(2015) (No FEAR Act). 
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skills, diversity and inclusion to improve the FCC’s ability to resolve workplace conflicts before they 
become formal complaints. 
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I. INTRODUCTION 
 
The United States and its citizens are best served when the Federal workplace is free of 

discrimination and retaliation.2  The FCC is an independent U.S. Government Agency with primary 
authority for communications law, regulation and technological innovation.  The FCC regulates 
interstate and international communications by radio, television, wire, satellite and cable in all fifty 
states, the District of Columbia and the U.S. territories.  As the FCC faces economic opportunities 
and challenges associated with rapidly evolving advances in global communications, the FCC seeks 
to: 

• Close the Digital Divide; 
• Promote Innovation; 
• Protect Consumers and Public Safety; and 
• Reform the FCC’s Processes.3 

The No FEAR Act requires Federal agencies to submit their annual reports (No FEAR Act 
Annual Report) to the Speaker of the U.S. House of Representatives, the President pro tempore of the 
U.S. Senate, the Committee on Governmental Affairs of the U.S. Senate, the Committee on 
Government Reform of the U.S. House of Representatives, each committee of Congress with 
jurisdiction relating to the FCC, the U.S. Attorney General and the Chair of the U.S. Equal 
Employment Opportunity Commission (EEOC).4  Agencies must also provide a copy of their No 
FEAR Act Annual Report to the Director of the U.S. Office of Personnel Management (OPM).5 

 
II. BACKGROUND 

 
The No FEAR Act was signed into law by President George W. Bush on May 15, 2002 and 

became effective on October 1, 2003.6  The Act is intended to reduce workplace discrimination 
within the Federal Government by holding Federal agencies accountable for violations of 
antidiscrimination and whistleblower protection laws and requiring Federal agencies to post certain 
statistical data relating to Federal sector EEO complaints filed with the agencies. 

                                                           
2 Implementation of Title II of the Notification and Federal Employee Antidiscrimination and Retaliation Act 
of 2002 – Reporting and Best Practices, 71 Fed. Reg. 78033 (2006) (Reporting and Best Practices Final Rule). 

3 Federal Communications Commission Strategic Plan 2018 – 2022, https://www.fcc.gov/document/strategic-plan-
2018-2022.  

4 No FEAR Act, 5 U.S.C. § 2301 note at § 203. 

5 5 C.F.R. § 724.302(c)(8). 

6 Notification and Federal Employee Antidiscrimination and Retaliation Act, Pub. L. No. 107-174 (2002). 

https://www.fcc.gov/document/strategic-plan-2018-2022
https://www.fcc.gov/document/strategic-plan-2018-2022
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Section 203 of the No FEAR Act requires each Federal agency to submit the No FEAR Act 
Annual Report no later than 180 days after the end of each fiscal year.7  The annual report must 
provide the following information: 

 
• The number of Federal court cases arising under the No FEAR Act laws and the status 

or disposition of the cases; 
• The amount of Judgment Fund reimbursements and adjustments to the FCC’s budget to 

meet the reimbursement requirements; 
• The number of disciplinary actions related to discrimination, retaliation, or harassment 

and the FCC’s policy relating to appropriate disciplinary action; 
• The FCC’s training plan; 
• An analysis of trends, causation, and practical knowledge gained through experience and 

actions planned or taken to improve complaint or civil rights programs; and 
• The Year-end summary of data related to federal sector EEO complaint activity. 

III. DATA  
 

A. Civil Cases 
 

Section 203(a)(1) of the No FEAR Act requires that agencies include in their annual Report 
to Congress “the number of cases arising under each of the respective provisions of law covered by 
paragraphs (1) and (2) of Section 201(a) in which discrimination on the part of such agency was 
alleged.”  Section 724.302 of OPM’s implementing regulations clarifies Section 203(a)(1) of the No 
FEAR Act stating that Federal agencies must report on the “number of cases in Federal court 
[district or appellate] pending or resolved….arising under each of the respective provisions of the 
Federal Antidiscrimination Laws and Whistleblower Protection Laws applicable to them…..in which 
an employee, former Federal employee, or applicant alleged a violation(s) of these laws, separating 
data by the provision(s) of law involved.”8  The laws covered in the No FEAR Act include: 

 
• Title VII of the Civil Rights Act of 1964, as amended, 42 U.S.C. § 2000e-16 (race, color, 

religion, sex, and national origin) (Title VII); 
• The Age Discrimination in Employment Act of 1967, as amended, 29 U.S.C. § 633a 

(age); 
• The Equal Pay Act of 1963, 29 U.S.C. § 206(d) (gender-based wage differentials); 
• Section 501 of the Rehabilitation Act of 1973, amended, 29 U.S.C. § 791 (disability) 

(Rehabilitation Act) 

                                                           
7 No FEAR Act, 5 U.S.C. § 2301 note at § 203. 

8 5 C.F.R. § 724.302. 
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• The Genetic Information Nondiscrimination Act of 2008, 42 U.S.C. § 2000ff-1 (genetic 
information); and 

• The Civil Service Reform Act of 1978, 5 U.S.C. § 2302(b) (race, color, religion, sex, 
national origin, age, disability, marital status, political affiliation, and whistleblowing). 

During FY 2018, the FCC had four cases pending in Federal court alleging violations of the 
antidiscrimination laws.  Two cases alleged a violation of Title VII and two cases alleged a violation 
of Title VII and the Rehabilitation Act. 

 
B. Judgment Fund Reimbursements and Budget Adjustments 
 
Section 724.103 of OPM’s implementing regulations requires federal agencies to reimburse 

the Judgment Fund for payments covered by the No FEAR Act.9  Additionally, federal agencies 
must include information regarding any adjustments to their budget in order to reimburse Judgment 
Fund payments.  No expenditures from the Judgment Fund were made on behalf of the FCC during 
FY 2018.  Accordingly, the FCC did not adjust its budget as the FCC did not have to reimburse the 
Judgment Fund. 

 
C. Disciplinary Policy and Actions 
 
Section 203(a)(6) of the No FEAR Act further requires that an agency include in its annual 

report a detailed description of the policy implemented by that agency relating to disciplinary actions 
imposed against a Federal employee who discriminated against any individual in violation of any of 
the laws cited under Section 201(a) (1) or (2), or committed another prohibited personnel practice 
that was revealed in the investigation of a complaint alleging a violation of any of the laws cited 
under Section 201(a) (1) or (2).  Further, the Act requires that, with respect to each such law, the 
Federal agency report on the number of employees who were disciplined in accordance with such 
policy and the specific nature of the disciplinary action taken. 

 
The Chairman of the FCC has issued three policy statements that reinforce the FCC’s 

commitment to establishing a workplace free from discrimination, harassment and retaliation.  The 
FCC has promoted a variety of training initiatives to reduce discrimination, harassment and 
retaliation, as well as promote diversity and inclusion.  These training initiatives include speakers, 
book discussions, video presentations, online training and classroom training. 

 
The Equal Employment Opportunity Policy Statement explains the FCC’s firm commitment to 

EEO and the promotion of a strong affirmative employment program.10   Additionally, the policy 

                                                           
9 5 C.F.R. § 724.302. 

10 See Appendix B. 
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statement emphasizes the FCC’s determination to hold managers and supervisors accountable for 
ensuring EEO and for achieving progress toward a more representative work force at all levels.   

 
The Anti-Harassment Policy Statement communicates the FCC’s zero tolerance policy 

concerning harassment against employees on the basis of race, color, religion, sex, sexual orientation, 
national origin, age, disability, marital status, parental status, political affiliation, family medical 
history or any other basis protected by law.11   Any employee found to have engaged in harassment 
or discrimination in violation of this policy is subject to disciplinary action.  In addition to these 
policy statements, the FCC maintains a written policy on disciplinary actions and adverse actions 
under its Basic Negotiated Agreement (BNA) with the National Treasury Employees Union.  These 
actions range from an oral admonishment to removal. 

 
The Alternative Dispute Resolution Policy Statement encourages managers, supervisors and 

employees to explore resolution alternatives, specifically mediation, to address workplace conflict in 
a fair, amicable, timely, equitable and cost-effective manner.  Guided by a third-party neutral in an 
informal confidential forum, FCC staff are able to voluntarily communicate concerns and arrive at 
solutions workable for all parties.  In supporting mediation as an alternative method for employees 
to explore and manage workplace conflict at the earliest opportunity and lowest level, the FCC seeks 
to improve employee communication and collaboration to enhance the efficiency and cohesiveness 
of the FCC community. 

 
Section 203(a)(4) of the No FEAR Act also requires that agencies include the number of 

employees disciplined for discrimination, retaliation, harassment, or any other infraction of any 
provision of law covered by the No FEAR Act.12  In this context, discipline means any one or a 
combination of the following actions:  reprimand, suspension without pay, reduction in grade or 
pay, or removal.13  The OPM’s final regulation provides that irrespective of discrimination cases in 
Federal court, Federal agencies are to report the total number of employees disciplined and the 
specific nature of the disciplinary actions taken in accordance with agency policy that prescribes 
disciplinary action for discrimination, retaliation, or harassment, and whistleblower protection law 
violations.14  For FY 2018, the FCC did not discipline any employees for discrimination, retaliation, 
harassment, or any other infraction of any provision of law referred to in Section 203(a)(1) of the 
No FEAR Act. 

  

                                                           
11 See Appendix C. 

12 5 U.S.C. § 2301 note at § 203(a)(4). 

13 5 C.F.R. § 724.102. 

14 Reporting and Best Practices Final Rule, 71 Fed. Reg. at 78035. 
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D. No FEAR Act Training 

Section 202(c) of the No FEAR Act requires agencies to provide training for their 
employees on the rights and remedies under Federal antidiscrimination, retaliation, and 
whistleblower protection laws.  Under Section 724.203 of OPM’s implementing regulations, Federal 
agencies were required to develop a written training plan and to have trained their employees by 
December 17, 2006, and every two years thereafter.  New employees must receive No FEAR Act 
training within ninety days of appointment, which is satisfied through the FCC’s New Employee 
Orientation program.  For FY 2018, over 99% of FCC employees completed the No FEAR Act 
web-based training course.  The FCC will continue to emphasize the importance of this training to 
increase compliance in FY 2020. 

 
E. Final Year-End Data Posted Under Section 301(c)(1)(B) 

 
Section 203(a)(5) of the No FEAR Act requires Federal agencies to include its final year-end 

data posted under Section 301(c)(1)(B) for such fiscal year.  Moreover, Section 301(c)(2) of the No 
FEAR Act requires Federal agencies to include data for each of the five immediately preceding fiscal 
years.  The FCC includes the final year-end data required under Section 301(b) of the No FEAR Act 
in Appendix A.  The final year-end data indicates that during FY 2018, there were nine complaints 
filed alleging unlawful discrimination.  From those nine complaints, the FCC had nine allegations of 
discrimination based on race, six allegations of discrimination based on sex, seven allegations of 
discrimination based on color, eight allegations of discrimination based on disability, eight 
allegations of reprisal, seven allegations of discrimination based on age, and six allegations of 
discrimination based on national origin.15  None of the complaints resulted in a finding of unlawful 
discrimination. 

 

 

 

 

 

 

 

                                                           
15 Each complainant may allege more than one basis for discrimination.  Accordingly, the number of bases 
alleged may exceed the number of complaints filed. 
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IV. ANALYSIS OF COMPLAINTS  
 

Section 203(a)(7) of the No FEAR Act requires that agencies undertake “an examination of 
trends; causal analysis; practical knowledge gained through experience; and any actions planned or 
taken to improve complaint or civil rights programs of the agency.”  The FCC has examined the 
information reported and finds that since the effective date of the No FEAR Act, there have been 
no Federal district court cases filed by FCC employees resulting in judgments, awards or 
compromise settlements paid by the Judgment Fund.   

 
A. Trends and Causal Analysis 
 
The number of formal complaints received by the FCC involving allegations of 

discrimination based on race, sex, national origin, disability, reprisal, color, age and equal pay has 
decreased with the receipt of nine formal complaints in FY 2018.  

17.65%
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15.69%

11.76%

11.76%

13.73%

15.69%

FY 2018 Allegations in Complaints
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From reviewing the complaint allegations for the last four years, the FCC must focus its attention 
on training in the areas of reprisal, disability and race.  On average, these three areas account for 
59.46% of the allegations as reprisal averages 27.03% of the allegations, disability averages 17.12% 
of the allegations and race averages 15.32% of the allegations.16  Complaints in the three areas 
decreased by 5.79% in FY 2018 through increased training of the senior leadership, supervisors and 
managers and employees concerning the FCC’s EEO Policy, the law and policies regarding 
discrimination on the basis of reprisal, disability, race, and diversity awareness.  Additionally, the 
EEOC recently approved the FCC’s disciplinary process regarding employees who are found to 
have committed discrimination.  More generally, the FCC will provide additional training to 
employees regarding the benefits of Alternative Dispute Resolution and Coaching to resolve 
workplace conflict before a complaint is filed. 

 
 
 

                                                           
16 No complaints were filed alleging discrimination based on the Equal Pay Act or the Genetic Information 
Nondiscrimination Act. 

9 9

10 10

9

FY 2014 FY 2015 FY 2016 FY 2017 FY 2018

Complaints Filed
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Although the issues that formed the bases for complaints were varied, the following issues 

arose at least once over the last four years: 
 

• Evaluation/Appraisal 
• Harassment (Non-Sexual) 
• Promotion/Non-Selection 
• Reasonable Accommodation 

Steps to address these areas include reviewing the evaluation/appraisal and 
promotion/non-selection procedures/policies for possible barriers that are limiting employment 
opportunities for members of a particular race, ethnic background, gender, age, or persons with a 
disability, holding focus groups working with affinity groups, and using the Employee Viewpoint 
Survey to assess concerns, adoption of best practices, and training of managers and supervisors.  
With regard to harassment and reasonable accommodation complaints, initial steps include 
increasing training opportunities for employees, publicizing best practices to reduce harassment 
incidents and publicizing accommodation procedures to reduce complaints due to a lack of 
awareness.  By focusing on these steps, the number of complaints involving harassment and 
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reasonable accommodations should decrease.  To further address these issues, the FCC will partner 
with the EEOC to provide additional training concerning harassment and reasonable 
accommodations to FCC employees.  Moreover, the FCC will provide seminars for supervisors, 
managers and employees on these issues. With regard to promotion/non-selection, a similar multi-
prong approach of reviewing policies and procedures for barriers, increasing training concerning 
the skills required to perform at higher grades, providing effective feedback regarding expectations 
to employees, providing diversity, inclusion and awareness training, holding focus groups to assess 
concerns, adoption of best practices, and training of managers and supervisors should have a 
positive effect on lowering the number of complaints involving these issues. 

 
B. Practical Knowledge Gained Through Experience and Action 

Plan 
 

With the number of complaints received by the FCC decreasing, with the launch of the 
FCC’s revamped ADR program, several employees, including supervisors and managers, sought out 
assistance in resolving workplace conflicts.  Although the use of the FCC’s ADR program is still 
growing, the FCC’s EEO Counselors have been active in assisting to resolve complaints early and at 
the lowest level possible as three complainants either withdrew an informal complaint or did not file 
a complaint in FY 2015, six complainants either withdrew an informal complaint or did not file a 
complaint in FY 2016, ten complainants either withdrew an informal complaint or did not file a 
complaint in FY 2017, and eight complainants either withdrew an informal complaint, did not file a 
formal complaint or settled an informal complaint in FY 2018.  Accordingly, the FCC increased the 
percentage of informal resolutions since FY 2015 by 27% up to 50%.17  Although this percentage is 
below the government-wide FY 2014 percentage of 54.8%, the FCC is moving in the right direction.  
Moreover, the number of filings that do not result in a formal complaint, due either to settlement by 
the parties or withdrawal from the EEO process18 should increase now that the FCC has revamped 
its ADR program and has begun training senior leadership, managers and supervisors and 
employees. 

 
In addition to revamping the ADR program and redesigning the No FEAR Act web-based 

training, the FCC will hold quarterly EEO and Reasonable Accommodation classes for all 
employees.  The FCC will continue to provide training to employees on informal and formal means 
of addressing workplace conflicts.  As a follow-up to this initiative, the Commission sponsored 
additional training on managing workplace conflicts that was open to all FCC employees.  These 

                                                           
17 In FY 2015, the EEO Counselors were instrumental in resolving complaints early and at the lowest level 
possible for 23% of informal complaints.  The EEO Counselors increased the percentage of informal 
complaints that they resolved in FY 2016 to 35% of informal complaints.  In FYs 2017 and 2018, the EEO 
Counselors increased the percentage to 50% of the informal complaints. 

18 United States Equal Employment Opportunity Commission, Office of Federal Operations, Annual Report 
on the Federal Work Force Part I EEO Complaints Processing, Fiscal Year 2014, page iii. 
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training sessions served as a forum for disseminating information to FCC employees on informal 
and formal conflict resolution options.  The FCC also made information on managing workplace 
conflict available to all FCC employees via the agency’s Intranet website.  Finally, the FCC provided 
anti-harassment training to managers and supervisors. 

 
In order to address the evaluation/appraisal and promotion/non-selection concerns, the 

FCC will review policies and procedures, hold focus groups, and meet with affinity groups to 
ascertain if there are modifications that can be made to address the concerns and reduce the 
complaints.  In addition, the FCC acknowledges that changes in the workplace may tend to trigger 
more complaints.  Therefore, better communication from leadership to all employees about changes 
in the agency’s policies, practices, and priorities and in its internal organization and structure, may 
help ameliorate or lessen the number of future complaints.  Whenever employees are potentially 
impacted with change, timely and candid communication is essential to avoiding workplace conflict 
and or complaints.



 

APPENDIX A  

FCC No FEAR Act Activity Data, Fiscal Years 2014 – 2018  

and First Quarter Fiscal Year 2019 
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��������,�*$�$�$�-�&.&)$'�) �!��	�O�*	������������#������������P��P���������������$���������	��������������
��	�������	����	�������������$� *	������+������ ��&��0�$����+�	����������1����������&)���&2���&.� ��&'� ��&3�\==:@AB68ABab@98� G� H� H� G� I� H�\CC@SA68AB�:;�]5B@8C� H� H� J� T� K� H�\c?9EC� H� H� T� H� R� H�<:Ad89C@:A�B:�D5>>̀B@68� H� H� H� H� H� H������������
����	��]86:B@:A� H� G� H� G� H� H�M8=9@6?AE�ec?9A@ASf� H� H� G� I� H� H�



���

� ������	� 
� 
� 
� 
� 
� 
���������� � 
� �� �� 
� 
������	�������������� �� 
� �� �� �� 
������� � � � 
� 
� 
����������� � �� 
� �� 
� 
����	��������������	� � �� �� �� �� 
�� ���������!"��� 
� 
� 
� 
� �� 
�#$%$&&'()*�+��,�� ��	� �� �� �� -� -� ���� ��	� 
� 
� 
� 
� 
� 
�.�/���	�� ���������� 
� 
� 
� 
� 
� 
�0���12��	�/������������3� 
� 
� 
� 
� 
� 
�0��������!+��,��	������� 
� �� 4� �� �� ��5($&&67)'()*������/� 
� 
� �� 
� 4� 
��������/� � 
� 
� 
� 
� 
�������8	���������/������ �� 
� �� 9� 4� ��������������� 
� 
� 
� 
� 
� 
������������ 
� 
� 
� 
� 
� 
�"����������� 
� 
� 
� 
� 
� 
�"���!:��/�������;����	������� 
� 
� 
� �� ��� ��"������/������/����� 
� 
� 
� �� �� 
�"�������� 
� 
� 
� 
� 
� 
�+��,���� 
� 
� 
� �� 
� 
��� <%=>(&&6)7�?6'(�@A�BCDC5C�E�FGFHCIJHKLM� B='N$%$*6O(�P$*$� ��F&*�Q*%C�<%(O6=R&�D6&>$S�T($%�P$*$�@JFH�@JFU�@JFG� @JFI� @JFV�:���	�����0��/����1;�������	�������;�����3��������W���	�X���� � � � � � ���������+��8����;��������2������������������ ��9� ��
� �9
� �4�� �
�� �-���������+��8����;��������W���	�������������� 
� 
� ��
� Y-� ��� 9-�:���	�����0��/����1;�������	�������;�����3��������W���	�X�����������������������Z����/� � � � � � ���������+��8����;��������2������������������ ��
� �9�� �9Y� �9�� �[
� 
��



���

� ��������	
��������������������������������� �� �� ��� ��� ��� ������������� ��!����"������������#�������$��
������������%����&#����'�������&���	��(�)
����!� � � � � � ���������	
���������������*������������������ �� ��+� ���� ��,� ���� �,���������	
��������������������������������� �� �� ��+� -�� �,� .,��� /012345678�9581588:;�<=�>?:6@=�AB�/CDCEC�F�GHGICJKIL?M� /0124N475O:�9474� ��G87�P7NC�QN:O50R8�D58@43�S:4N�9474�AKGI�AKGT�AKGH� AKGJ� AKGU�V����������������������!����������� �� �� �� �� -� ���������������� ��!���� ���������������� �� .+� -.� �� .�� .,�/012345678�W57X;N4Y6�<=�/01234564678�V��������������&��#!��Z����������������� �� �� �� �� �� ����[0743�D5643�>@75068�D56;56?�958@N515647506�AB�/CDCEC�F�GHGICJKIL5M� /0124N475O:�9474� ��G87�P7NC�QN:O50R8�D58@43�S:4N�9474�AKGI� AKGT� AKGH� AKGJ� AKGU�\� ]� \� ]� \� ]� \� ]� \� ]� \� ]�[0743�̂R1<:N�0_�D56;56?8� �� �� �� �� �� �� �� �� �� �� �� ��&��#
��'������� �� �� �� �� �� �� �� �� �� �� �� ��&��#�'������� �� �� �� �� �� �� �� �� �� �� �� ����D56;56?8�0_�958@N515647506�E:6;:N:;�<=�̀4858�AB�/CDCEC�F�GHGICJKILaM�0̂7:b�/012345678�@46�<:�_53:;�>33:?56?�cR37523:�̀48:8C�[X:�dR1�0_�7X:�̀48:8�14=�607�efR43�[0743�/012345678�46;�D56;56?8C� /0124N475O:�9474� ��G87�P7NC�QN:O50R8�D58@43�S:4N�9474�AKGI� AKGT� AKGH� AKGJ� AKGU�\� ]� \� ]� \� ]� \� ]� \� ]� \� ]�[0743�̂R1<:N�0_�D56;56?8� �� �� �� �� �� �� �� �� �� �� �� ��(���� �� �� �� �� �� �� �� �� �� �� �� ������ �� �� �� �� �� �� �� �� �� �� �� ��(������� �� �� �� �� �� �� �� �� �� �� �� ��(�������� �� �� �� �� �� �� �� �� �� �� �� ����g� �� �� �� �� �� �� �� �� �� �� �� ��	�������h������ �� �� �� �� �� �� �� �� �� �� �� ��



���

� ��������	�
��� � � � � � � � � � � � �
��� � � � � � � � � � � � ����������	� � � � � � � � � � � � ��������������������� � � � � � � � � � � � ��������� � � � � � � � � � � � �� � � � � � � � � � � � ��� !� "#�$%&'(�)'*(� "� � � � � � � � � � � � �+���� � � � � � � � � � � � �,����� � � � � � � � � � � � �+�������� � � � � � � � � � � � �+�-������ � � � � � � � � � � � �.�/� � � � � � � � � � � � ����������������� � � � � � � � � � � � ���������	�
��� � � � � � � � � � � � �
��� � � � � � � � � � � � ����������	� � � � � � � � � � � � ��������������������� � � � � � � � � � � � ��������� � � � � � � � � � � � �� � � � � � � � � � � � ��� !� "#�0�&123&�)'*(� "� � � � � � � � � � � � �+���� � � � � � � � � � � � �,����� � � � � � � � � � � � �+�������� � � � � � � � � � � � �+�-������ � � � � � � � � � � � �.�/� � � � � � � � � � � � ����������������� � � � � � � � � � � � ���������	�
��� � � � � � � � � � � � �
��� � � � � � � � � � � � ����������	� � � � � � � � � � � � ��������������������� � � � � � � � � � � � ��������� � � � � � � � � � � � �



���

� ���������	
������������	������������������������������������� �!"#� �	�$����%������� ������&���'�%�	��������(�)��������� ��� � �*� � ��� � ��� � �+�,� -� ,� -� ,� -� ,� -� ,� -� ,� -�.	��(�/�����	
���������� 0�� 0�� 0�� 0�� 0�� 0��122345678569:4;8� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�1<<4=57856�3>�?@648<� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�1AB;C<� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�D35E8;<435�63�F@GGH6478� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0������$(�����I���	�� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�?8736435� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�J82;47B5C� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�K@<285<435� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�J873EBG� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�L6M8;� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�?@6N�:3@;<� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�OEBG@B6435�122;B4<BG� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�OPB745B64359Q8<6� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�R��������� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�S35HK8P@BG� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�K8P@BG� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�T8C4UBG�OPB745B6435� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�VBN�WX5UG@C45=�LE8;6478Y� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�V;37364359S35HK8G8U6435� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�������������� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�?8548C� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�?4;8U68C� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�J8B<35BZG8�1UU3773CB6435� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�J845<6B687856� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�J864;87856� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�Q8;745B6435� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�Q8;7<9D35C46435<�3>�O72G3N7856� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�Q478�B5C�16685CB5U8� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�Q;B4545=� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�L6M8;� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0� 0�



���

� � � � � � � � � � � � � ����������	
���������� �� �� �� �� �� �� �� �� �� �� �� ������������������� �� �� �� �� �� �� �� �� �� �� �� ����������������� ����� �� �� �� �� �� �� �� �� �� �� �� ���!"�#�� �� �� �� �� �� �� �� �� �� �� �� ��$��%����������& ''(����� �� �� �� �� �� �� �� �� �� �� �� ��)��*�+,���-�	*��.�� �� �� �� �� �� �� �� �� �� �� �� ����������� �� �� �� �� �� �� �� �� �� �� �� ��/�����"�#� �� �� �� �� �� �� �� �� �� �� �� ��0 ��������� �� �� �� �� �� �� �� �� �� �� �� ��/���%"'� �� �� �� �� �� �� �� �� �� �� �� ��1�2��� �� �� �� �� �� �� �� �� �� �� �� ��� �3��� ��� �� �� �� �� �� �� �� �� �� �� �� ��4%"' "���������"��"'� �� �� �� �� �� �� �� �� �� �� �� ��45"���"�����6���� �� �� �� �� �� �� �� �� �� �� �� �������7���� �� �� �� �� �� �� �� �� �� �� �� ��8��(0�5 "'� �� �� �� �� �� �� �� �� �� �� �� ��0�5 "'� �� �� �� �� �� �� �� �� �� �� �� ��9�#�:"'�45"���"����� �� �� �� �� �� �� �� �� �� �� �� ��;"3�<=�:' #����1%������>� �� �� �� �� �� �� �� �� �� �� �� ��;���������8��(0�'�:����� �� �� �� �� �� �� �� �� �� �� �� ��?�������7���� �� �� �� �� �� �� �� �� �� �� �� �������#� �� �� �� �� �� �� �� �� �� �� �� ������:��#� �� �� �� �� �� �� �� �� �� �� �� ��/�"���"@'���::����#"����� �� �� �� �� �� �� �� �� �� �� �� ��/�����"������� �� �� �� �� �� �� �� �� �� �� �� ��/���������� �� �� �� �� �� �� �� �� �� �� �� ��6�����"����� �� �� �� �� �� �� �� �� �� �� �� ��6�����$��#����������4��'�3����� �� �� �� �� �� �� �� �� �� �� �� ��6����"�#������#"�:�� �� �� �� �� �� �� �� �� �� �� �� ��6�"������ �� �� �� �� �� �� �� �� �� �� �� ��1�2��� �� �� �� �� �� �� �� �� �� �� �� ��� � � � � � � � � � � � ����������A��B.C��������� �� �� �� �� �� �� �� �� �� �� �� ������������������� �� �� �� �� �� �� �� �� �� �� �� ��



���

� �������	�
�����
�	�� �� �� �� �� �� �� �� �� �� �� �� ��������� �� �� �� �� �� �� �� �� �� �� �� ������	������
�������
��	� �� �� �� �� �� �� �� �� �� �� �� ����������� !"�#�$�%�� �� �� �� �� �� �� �� �� �� �� �� ��	��
���� �� �� �� �� �� �� �� �� �� �� �� ��&	'������� �� �� �� �� �� �� �� �� �� �� �� ��(��'	������ �� �� �� �� �� �� �� �� �� �� �� ��&	������ �� �� �� �� �� �� �� �� �� �� �� ��)
*	�� �� �� �� �� �� �� �� �� �� �� �� ���
+�,����� �� �� �� �� �� �� �� �� �� �� �� ��-�����
�����''������� �� �� �� �� �� �� �� �� �� �� �� ��-.�����
���/0	�
� �� �� �� �� �� �� �� �� �� �� �� ��1 ! ��23�$� �� �� �� �� �� �� �� �� �� �� �� ��4���(	.���� �� �� �� �� �� �� �� �� �� �� �� ��(	.���� �� �� �� �� �� �� �� �� �� �� �� ��5	��6���-.�����
���� �� �� �� �� �� �� �� �� �� �� �� ��7�+�89�6�������)�	�
��	:� �� �� �� �� �� �� �� �� �� �� �� ��7����
���/4���(	�	6
���� �� �� �� �� �� �� �� �� �� �� �� ��;3 ���<�23�$� �� �� �� �� �� �� �� �� �� �� �� ��	��	�� �� �� �� �� �� �� �� �� �� �� �� ����	6
	�� �� �� �� �� �� �� �� �� �� �� �� ��&	�����=�	��66������
���� �� �� �� �� �� �� �� �� �� �� �� ��&	���
�
	�	�
� �� �� �� �� �� �� �� �� �� �� �� ��&	
��	�	�
� �� �� �� �� �� �� �� �� �� �� �� ��0	�����
���� �� �� �� �� �� �� �� �� �� �� �� ��0	���/�����
��������-�'��+�	�
� �� �� �� �� �� �� �� �� �� �� �� ��0��	������

	����6	� �� �� �� �� �� �� �� �� �� �� �� ��0�������� �� �� �� �� �� �� �� �� �� �� �� ��)
*	�� �� �� �� �� �� �� �� �� �� �� �� ��



���

� ��������	
���������������������
��������������������������������	��������� �!�"#!$%� 	
����������&���� ������'���������
��������������&�����#�!��#�(��#� � �#�"� �#�)�*+,-.�/+01.-23,4�56+0�76892+:4�;24<-.�=8-64� >�� ?@� ?A� >B� >?� ���*+,-.�/+01.-23-3,4� >C� ?B� ?B� >>� >B� D��E������	
����������������F3984,2G-,2+3� D� H� I� >� B� B���J8-623G� A� >?� >H� H� C� I�;23-.�K<,2+3� >� >� B� B� A� B�K118-.�L2,M�NNO/�O552<8�+5�;8P86-.�O186-,2+34� A� A� B� >� A� I��� 	
�������Q����������
������	��������� �!�"#!$�%� 	
����������&���� ������'���������
��������������&�����#�!��#�(��#� � �#�"� �#�)�783P23G�/+01.-23,4�RM868�F3984,2G-,2+34�NS<88P4�T8U:268P�*208�;6-084� I� �� H� A� A� B��



 

APPENDIX B - EEO Policy Statement, dated March 1, 2018 

 

 

  



Federal Communications Commission
Equal Employment Opportunity Statement

March 1,2018

The Federal Communications Commission regulates interstate and foreign commerce in communication
by wire and radio so as to make communication services available to all people of the United States, without
discrimination on the basis of race, color, religion, national origin, or sex. The FCC's commitment to equal
employment opportunity and the promotion of a strong affirmative employment program for its employees
and applicants for employment is as firmly entrenched as the FCC's core mission to regulate
communications without discrimination.

The Federal Communications Commission is stronger, more credible, and more effective when our
workforce reflects the experience, judgment, and energy of individuals from diverse backgrounds. To be
successful in fulfilling our vitally important mission, we must earn and retain the trust and confidence of
the people we serve and we must consistently demonstrate our strict adherence to these principles by:

Fostering an environment in which diversity is valued, understood, and sought.

• Ensuring that all programs to recruit and hire applicants for employment, as well as programs to
promote, train, develop, evaluate, reward, and discipline employees are conducted in a fair and
consistent manner, solely on the basis of merit, and in compliance with equal employment
opportunity laws and regulations.

• Ensuring equal employment opportunity to all employees and applicants for employment without
regard to race, color, religion, sex (including pregnancy and gender identity), sexual orientation,
national origin, age, disability (mental, intellectual, or physical), marital status, parental status,
political affiliation, genetic information including family medical history, or any other basis
protected by law, such as retaliation, reprisal, and equal pay.

• Providing developmental opportunities to all employees to enable them to achieve their maximum
potential and judging them fairly and treating them with dignity and respect.

Providing reasonable accommodations for applicants and employees with disabilities.

• Maintaining policies that allow all employees to work in an environment that is free from
discrimination and harassment and in which employees may exercise their rights without fear of
reprisal.

• Resolving workplace conflicts, confrontations, and complaints in a prompt, impartial, respectful,
and constructive manner.

• Educating managers, supervisors, and employees of their rights and responsibilities under Federal
law, and holding them accountable for the successful implementation of FCC Equal Employment
Opportunity (EEO) and diversity programs.

• Upholding all EEO principles in the workplace.

Thank you for your commitment to equal employment opportunity and the promotion of a strong

hairman

affirmve employment program at the FCC.
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Federal Communications Commission
Anti-Harassment Policy

March 1,2018

The Federal Communications Commission seeks to maintain a work enviromnent free from harassment on thebasis of race, color, religion, sex (including pregnancy and gender identity), sexual orientation, national origin, age,disability (mental, intellectual, or physical), marital status, parental status, political affiliation, genetic infonnationincluding family medical history, or any other basis protected by law, such as retaliation, reprisal, and equal pay.Any employee who feels he or she is being or has been harassed, even if such conduct is not severe or pervasive,should immediately contact any supervisor or the Office of Workplace Diversity. To foster and maintain a"Harassment-free" environment, we must consistently demonstrate our strict adherence to these principles by:

Educating managers and supervisors to take appropriate, effective, and affirmative steps to stop and/orprevent unprofessional behavior that may create an intimidating, offensive, or hostile environment.

• Ensuring that all supervisors, managers, employees, contractors, and vendors doing business with the FCC,and other individuals with whom FCC employees come into contact by virtue of their work with/for the FCC,understand the FCC is a "Harassment-free" zone.

Ensuring that all supervisors, managers, employees, contractors, and vendors doing business with the FCC,and other individuals with whom FCC employees come into contact by virtue of their work with/for the FCC,understand that harassment can include the following:

• Unwelcome conduct (physical, verbal, or non-verbal) that has the purpose or effect of unreasonablyinterfering with an individual's work performance.
• Creating an intimidating, offensive, or hostile environment, whether by a supervisor, manager, co-worker, contractor, vendor, or other individuals with whom FCC employees come into contact by virtueof their work with/for the FCC.
• Epithets, slurs, stereotyping, intimidating acts, or the circulation or posting of written or graphic materialsthat show hostility toward individuals because oftheir protected status.
• Acts of physical violence or threats (actual, implied or veiled) of violence.
• Threatening or provoking remarks or gestures, or offensive or derogatory remarks regarding anapplicant's or an employee's protected status.
• Basing employment decisions on the submission to, or rejection of, unwelcome sexual conduct.
• Retaliating against an applicant or employee for filing a charge of discrimination, participatin in adiscrimination proceeding, or otherwise opposing alleged discrimination.
• Displaying images of a sexual nature (in print or electronic form), making sexually oriented jokes orsexually offensive remarks, engaging in unwanted sexual teasing, or subjecting another employee topressure for dates, sexual advances, or unwelcome touching.

• Understanding that although a single utterance or act, simple teasing, offhand comment, or an isolatedincident may not rise to a level that may be actionable under the law, it still has no place at the FCC.

• Disciplining any employee found to have engaged in harassment in violation of this policy.

• Disciplining any supervisor or manager who has knowledge of but fails to act promptly to correct harassmenton a prohibited basis.

Thank you for your commitment to fostering a "I-Iarassment-free" zone in our workplace here at the FCC.

iis



 

APPENDIX C – Alternative Dispute Resolution Policy Statement, dated 
March 1, 2018 

 
 



Federal Communications Commission
Alternative Dispute Resolution Policy Statement

March 1, 2018

The Federal Communications Commission's (FCC) Alternative Dispute Resolution (ADR)
Program "Don't Escalate, Choose to Mediate" aims to prevent and resolve workplace conflict in
a fair, amicable, timely, equitable and cost-effective manner. While workplace conflicts may be
addressed through the Equal Employment Opportunity complaint process, the grievance
processes, or other forums, I fully support and encourage managers, supervisors and employees to
use ADR as a voluntary option to resolve disputes at the earliest opportunity and the lowest
possible level.

The FCC uses mediation to resolve workplace conflicts, a confidential process that involves a
neutral third party - mediator - who assists the parties in discussing their concerns in a productive
manner. The mediator does not take sides, but helps the participants express their concerns and
identify potential solutions that work for all parties.

Moreover, appropriately managed, conflict can serve as a catalyst for improving communication
and collaboration as well as enhancing the efficiency and cohesiveness of an organization.
Accordingly, I challenge all staff to

• Be knowledgeable about ADR;
• Examine the suitability of using ADR when issues in controversy arise; and
• Use ADR in a good faith effort to achieve consensual resolution of workplace disputes.

For more information concerning ADR resources available within the FCC, please contact the
Office of Workplace Diversity. And before choosing a traditional, time-consuming process to
resolve a workplace dispute, "Don't Escalate, Choose to Mediate!"

Thank you for your commitment to preventing and resolving workplace conflict at the earliest
opportunity and the lowest possible level.
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