From:

To:
CC:
Sent:
Subject:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Gean, Lissette - OFCCP; Smith, Kelley - OFCCP; Nieves, Edwin - OPA
Gaglione, Robert J - OFCCP; Davidson, Patricia J - OFCCP
10/8/2020 4:19:02 PM
Please obtain these articles

Please obtain for me the following four articles (all with paywalls). There are so many Law360 articles about
OFCCP, we should likely get a subscription as well for the agency. Thanks.
https://wwwtaw.,com/natIonalIllawioumal1/2020/10/08/btgdaw-slhoulld...be-mIndfull-ofdabor-department-complianceeverts-wam/
http.s://www.11aw360.com/artiiclles/131..7548/slidey...to...dIversify.. summen-associate-ppoll...after-doll...probe
https://www.11aw360.com/artiiclles/131.I90Z/doll-:tangets-well s...fargo... s- efforts-to-4*e- blackleaders
https://www.taw360.com/artIcIles/1317987/dot..unveHs...1st-duIdance-on-trumb-dIversity-traInInd-order
Thanks,
Craig
Craig E. Leen
Director, Office of Federal Contract Compliance Programs
U.S. Department of Labor
200 Constitution Avenue, NW
Room C3325
Washington,_.DC 20210
(202) 693-[(b)_6I(Phone)
(202) 693-1304 (Fax)
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From:

To:
Sent:
Subject:
Attachments:

Swearingen, Brett A - OSEC </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE
GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=446467C1ACD144B4BDDD78130ECD530D-SVVEARINGEN,>
P Pizzella; Leen, Craig - OFCCP; Taylor, Timothy J - SOL; Rose, Sharon A - SOL; Kilberg,
Andrew G - OSEC; Squitieri, Chad C - OSEC; Wolfson, Jonathan A - ASP
10/19/2020 10:13:08 AM
Law360 on OFCCP letters
DOL Probes Won't Chill Employers' Efforts To Diversify - Law360.pdf

Late Friday Law360 posted a long-ish article on contractors' response to our MS and WF letters especially the section about quotas on page 2.

see

Brett Swearingen
Counselor to the Deputy Secretary
U.S. Department of Labor
(202) 693-6071
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DOL Probes Won't Chill Employers' Efforts To Diversify
By Vin Gurrieri

Law360 (October 16, 2020, 10:16 PM EDT) -- Microsoft and Wells Fargo's recent disclosures that the U.S. Department of Labor is
investigating whether their efforts to add more Black leaders are illegal won't deter other federal contractors from doing what
they think is necessary to make their ranks more diverse, experts say.
The two corporate giants separately confirmed in recent weeks that the DOL's Office of Federal Contract Compliance Programs,
which polices bias by government contractors, had sent them letters inquiring about whether their respective pledges to
dramatically increase the number of Black employees in their upper ranks violate Title VII of the Civil Rights Act.
Those letters, combined with a controversial executive order recently issued by President Donald Trump that bars employers
from conducting racial sensitivity training, has caused consternation among federal contractors about publicizing their diversity
goals.
But as time passes, employers are becoming less hesitant to challenge inquiries from federal regulators about whether their
diversity and inclusion programs are illegal and are instead opting to "deliberately and strategically" push forward with "public
statements and ... vigorous programs to increase diversity," according to Mickey Silberman of Silberman Law PC.
"These letters may have a chilling effect on some employers, but my informal survey of clients who are government contractors
during the past two weeks since these letters came out says they thought about it, they paused and they are going forward
assertively with their [diversity] programs," said Silberman, who specializes in OFCCP matters.
Microsoft Makes Public Case
Microsoft in particular pushed back very strongly — and publicly — against the OFCCP's request that it show that its target of
doubling the number of Black managers and executives it has in the U.S. by 2025 doesn't involve illegal race-based decisionmaking.
The tech giant is one of numerous companies that have addressed race and diversity in the workplace after the killing of George
Floyd by Minneapolis police and the ensuing Black Lives Matter protests pushed racial justice to the forefront of the national
consciousness.
In a blog post, Microsoft general counsel Dev Stahlkopf wrote that the diversity and inclusion program comports with all U.S.
employment laws.
Under Title VII, employers can't discriminate against workers and job applicants based on their race and a series of other
protected characteristics. Government contractors have added layers of legal obligations, including Executive Order 11246 from
the Lyndon B. Johnson administration, which imposes affirmative action requirements and itself bars contractors from
discriminating based on race and other bases.
Stahlkopf, however, challenged the OFCCP's insinuation that Microsoft's diversity program may be discriminatory, laying out
various components that she says support its legality.
That includes outreach to elementary and high school students, expanding recruitment to more historically Black colleges and
universities, and training current workers on inclusive hiring practices.
She added that the company is "clear" that it isn't allowed to discriminate based on race and emphasized that Microsoft, across
all of its programs, hires and promotes "the most qualified person." Its diversity efforts are aimed at developing the widest
possible net of qualified candidates, she said.
"We have decades of experience and know full well how to appropriately create opportunities for people without taking away
opportunities from others," Stahlkopf wrote in the Oct. 6 blog post. "Furthermore, we know that we need to focus on creating
more opportunity, including through specific programs designed to cast a wide net for talent for whom we can provide careers
with Microsoft."
Silberman for one said he believes Microsoft "handled this masterfully," both by responding to the questions posed to it by the
OFCCP about the legality of its program and by doing so publicly.
"They have made the commitment to diversity and done so very publicly and they came out with a follow-up blog post that
responded to OFCCP's questions while doubling down on their commitment to their diversity program and the goals the
organization has set," Silberman said.
A High-Profile Follow-Up
https://www.law360.com/articles/1320363/print?section=technology
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Whether other companies take a similar approach of seeking to engender public support for their diversity and inclusion
programs depends on their individual circumstances, according to H. Juanita Beecher, a counsel at Fortney & Scott LLC whose
practice focuses in part on OFCCP regulatory matters.
She noted that it remains an open question how many more companies besides Microsoft and Wells Fargo received similar letters
from the OFCCP, since many companies have made similar public statements in recent months pledging to ramp up diversity and
inclusion initiatives.
"From a legal perspective, as long as you feel like your program is exhibiting compliance as far as ... not making decisions based
on race or gender, then companies can obviously take a position that states, 'Come on in and look at our program,— Beecher
said. "It's really going to have be a decision that each company makes based on their executives' feeling about where they
stand."
Starbucks is one high-profile example of a company that has taken a pro-diversity public stand even after news of the OFCCP's
possible enforcement efforts in this arena went public, Silberman said.
The coffeehouse giant said earlier this week that it will tie its goal of increasing diversity at the company to executive
compensation, with its CEO Kevin Johnson laying out a plan to have people of color holding at least 30% of its corporate positions
and 40% of its retail and manufacturing positions in the U.S. by 2025.
"That's an example of an employer that has very deliberately taken these letters into account and has decided that, despite those
letters, their diversity programs and the goals and targets they set are both important to implement [and] important to publicly
announce," Silberman said.
Beware of Quotas
If companies follow the lead of Microsoft and Starbucks and publicly or even privately push back against enforcement efforts by
the OFCCP, the question then becomes whether there is any basis for a claim that illegal discrimination has occurred.
That question could turn on the process that companies use to set diversity goals — in particular, whether there is any data to
back up the diversity targets they establish that shows those goals to be appropriate and achievable.
"If an employer ... simply sets an arbitrary numerical quota without establishing what the Supreme Court calls the 'factual
predicate,' which means showing that there is underrepresentation for African Americans in those management ranks, then they
expose themselves to significant monetary liability because of violations of the law," Silberman said.
For employers, that means performing "availability analyses" to determine who is available and qualified to do a given job and
what the diverse candidate pool is for those positions, according to Silberman, who said that such statistics can be used to show
that diversity targets set by a company aren't in fact arbitrary figures pulled out of thin air.
"If an employer does that ... then there should be little to no legal risk to them," Silberman said. "Too many employers do not
build the statistical predicate that is needed to support establishing diversity goals. If the employer does not have the statistical
basis for setting these goals, then there is significant exposure from OFCCP, from [the Equal Employment Opportunity
Commission] and from private litigation, including class actions."
Beecher raised a similar concern about quotas, saying there are plenty of other things employers can do to improve diversity
numbers over time. Those strategies include taking fresh looks at their recruiting processes, selection pools and making sure that
their screening process doesn't screen out one group more than another before making hiring and promotion decisions based on
candidates' qualifications.
What employers shouldn't do is make employment decisions based on race or gender, she cautioned.
"If you have [diversity] goals because you're a federal contractor, you take those into account to expand your recruiting, to
expand your outreach to organizations that will give you individuals so you have more people of color from which to choose,'
she added. "That's perfectly legal, there's nothing wrong with that. But quotas are illegal, and that's been pretty clear since Title
VII was passed [and] since the Supreme Court ruled on what Title VII means."
Election Will Be Key
Besides the outcome of the OFCCP's look at Microsoft and Wells Fargo's diversity initiatives, the question of how far the agency
will go in policing other companies' diversity programs may ultimately hinge on the result of next month's presidential election,
since the agency is likely to take a vastly different approach if Democratic candidate Joe Biden wins the White House.
"We have an election in a few weeks, and undoubtedly if Biden wins, this focus that we've seen out of the OFCCP with these
letters will vanish in a puff of smoke immediately after the election," Silberman said. "If Trump wins the election, we can expect
[his] administration to double down on these issues of employers instituting vigorous diversity programs."
Besides putting companies on notice about potential anti-discrimination violations in their diversity programs, the OFCCP has also
been tasked with manning a "hotline" that was established in a recent executive order issued by Trump banning what he called
"divisive, un-American" anti-bias trainings for federal contractors, a directive that has left some contractors scrambling.
Between that and the letters to Microsoft and Wells Fargo, Beecher said that contractors are having to evaluate how much legal
risk they're willing to take on when it comes to increasing diversity and addressing race-based issues in their company.
"If things change on Nov. 3, I suspect that nobody is really going to worry about this too much because they're going to assume
that a President Biden is going to eliminate this as soon as he gets into office," Beecher said.

https://www.law360.com/articles/1320363/print?section=technology
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But she cautioned that there has been a lot of "politicization among groups that feel they're being targeted" and that such
complaints may continue even if a Biden administration charts a new course.
"The executive order's going to go away, but if employers are not compliant with Title VII - if they are promoting people based
on race or gender and don't have good documentation to show why they picked one over the other — I think you're going to see
lawsuits around that because that violates Title VII," Beecher said. "That's been the law for years."
--Additional reporting by Lauren Berg, Daniel Wilson and Amanda Ottaway. Editing by Emily Kokoll and Aaron Pelc.
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Attachments:

Slater, Bryan - ASAM </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
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OIG Entrance Conference - EO 13950
4/15/2022 12:00:00 PM
4/15/2022 12:30:00 PM
(none)
Slater, Bryan - ASAM;Stewart, Milton Al - ASAM;Cloud, Braye G - ASAM;Rose, Sydney T OASAM OHR;Hooper, Shawn - OASAM OHR;Lacey, Kimberly G. - OASAM OHR;Jordan, Maria
- OASAM OHR;Taylor, Timothy J - SOL;Paredes, Fernando - OIG;Katz, Tracy - OIG;Watson,
Laura P - ETA;Leen, Craig - OFCCP;Davidson, Patricia J - OFCCP;Gean, Lissette OFCCP;VVilliams, Tina T - OFCCP;Bennett, Anna Laura - SOL;Barry-Perez, Naomi - OASAM
CRC;Fish, Dennis - OASAM CRC;Cerruti, Julie - ETA
Howe, Gerard - OIG;Reff, Alisa - OIG;Lee, Lindsy T - SOL;Armada, Ray - OIG
EO 13950 Engagement Ltr_110520.pdf; EO 13950.pdf

Per the attached engagement letter, please be advised the Office of Inspector General is initiating an
audit of the Department's compliance with Executive Order 13950. At the entrance conference we will
discuss the audit's objective, scope, and methodology. The OIG plans to begin work immediately after
the entrance conference.
The OIG POC is Tracy Katz, Audit Director.

Dial-in Number: 202-693!
Call ID: 555 200 1701
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U.S. Department of Labor

Office of Inspector General
Washington, DC. 20210

November 5, 2020

MEMORANDUM FOR:

Craig E. Leen
Assistant Secretary
for Office of Federal Contract Compliance Programs
John Pallasch
Assistant Secretary
for Employment and Training
G. Bryan Slater
Assistant Secretary
for Administration and Management

FROM:

ELLIOT P. LEWIS
Assistant Inspector General
for Audit

SUBJECT:

Review of EO 13950 - Combatting Race and Sex
Stereotyping, Project No. 17-P21-001-50-598

The Office of Inspector General is initiating a review of the Department's
compliance with Executive Order (EO) 13950, Combating Race and Sex
Stereotyping, issued September 22, 2020. Our focus will be on actions taken by
the Department to ensure compliance with EO 13950.
We will contact your audit liaisons to schedule an entrance conference to discuss
our planned work and timeframes. We plan to begin work immediately after our
meeting and would appreciate your notifying appropriate agency officials of our
plans. If you have .ques.tions, please contact Tracy Katz, Audit Director, at (202)

(b) 6

or I (b) 6 0_oici.dol.clov.

Working for America's Workforce
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-2
cc:

Bob Gaglione
Deputy Director for Policy
Office of Federal Contract Compliance Programs
Patricia J. Davidson
Deputy Director for National Operations
Office of Federal Contract Compliance Programs
Julie Cerruti
Audit Liaison,
Employment and Training Administration
Greg Hitchcock
Audit Liaison,
Employment and Training Administration
Al Stewart
Audit Liaison,
Office of the Assistant Secretary for Administration and Management
Braye Cloud
Audit Liaison,
Office of the Assistant Secretary for Administration and Management
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Title 3—

Executive Order 13950 of September 22, 2020

The President

Combating Race and Sex Stereotyping
By the authority vested in me as President by the Constitution and the
laws of the United States of America, including the Federal Property and
Administrative Services Act, 40 U.S.C. 101 et seq., and in order to promote
economy and efficiency in Federal contracting, to promote unity in the
Federal workforce, and to combat offensive and anti-American race and
sex stereotyping and scapegoating, it is hereby ordered as follows:
Section 1. Purpose. From the battlefield of Gettysburg to the bus boycott
in Montgomery and the Selma-to-Montgomery marches, heroic Americans
have valiantly risked their lives to ensure that their children would grow
up in a Nation living out its creed, expressed in the Declaration of Independence: "We hold these truths to be self-evident, that all men are created
equal." It was this belief in the inherent equality of every individual that
inspired the Founding generation to risk their lives, their fortunes, and
their sacred honor to establish a new Nation, unique among the countries
of the world. President Abraham Lincoln understood that this belief is
"the electric cord" that "links the hearts of patriotic and liberty-loving"
people, no matter their race or country of origin. It is the belief that inspired
the heroic black soldiers of the 54th Massachusetts Infantry Regiment to
defend that same Union at great cost in the Civil War. And it is what
inspired Dr. Martin Luther King, Jr., to dream that his children would
one day "not be judged by the color of their skin but by the content
of their character."
Thanks to the courage and sacrifice of our forebears, America has made
significant progress toward realization of our national creed, particularly
in the 57 years since Dr. King shared his dream with the country.
Today, however, many people are pushing a different vision of America
that is grounded in hierarchies based on collective social and political
identities rather than in the inherent and equal dignity of every person
as an individual. This ideology is rooted in the pernicious and false belief
that America is an irredeemably racist and sexist country; that some people,
simply on account of their race or sex, are oppressors; and that racial
and sexual identities are more important than our common status as human
beings and Americans.
This destructive ideology is grounded in misrepresentations of our country's
history and its role in the world. Although presented as new and revolutionary, they resurrect the discredited notions of the nineteenth century's
apologists for slavery who, like President Lincoln's rival Stephen A. Douglas,
maintained that our government "was made on the white basis" "by white
men, for the benefit of white men." Our Founding documents rejected these
racialized views of America, which were soundly defeated on the bloodstained battlefields of the Civil War. Yet they are now being repackaged
and sold as cutting-edge insights. They are designed to divide us and to
prevent us from uniting as one people in pursuit of one common destiny
for our great country.
Unfortunately, this malign ideology is now migrating from the fringes of
American society and threatens to infect core institutions of our country.
Instructors and materials teaching that men and members of certain races,
as well as our most venerable institutions, are inherently sexist and racist
are appearing in workplace diversity trainings across the country, even in
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components of the Federal Government and among Federal contractors. For
example, the Department of the Treasury recently held a seminar that promoted arguments that "virtually all White people, regardless of how `woke'
they are, contribute to racism," and that instructed small group leaders
to encourage employees to avoid "narratives" that Americans should "be
more color-blind" or "let people's skills and personalities be what differentiates them."
Training materials from Argonne National Laboratories, a Federal entity,
stated that racism "is interwoven into every fabric of America" and described
statements like "color blindness" and the "meritocracy" as "actions of bias."
Materials from Sandia National Laboratories, also a Federal entity, for nonminority males stated that an emphasis on "rationality over emotionality"
was a characteristic of "white male(s)," and asked those present to "acknowledge" their "privilege" to each other.
A Smithsonian Institution museum graphic recently claimed that concepts
like lolbjective, rational linear thinking," "[Ward work" being "the key
to success," the "nuclear family," and belief in a single god are not values
that unite Americans of all races but are instead "aspects and assumptions
of whiteness." The museum also stated that "[flacing your whiteness is
hard and can result in feelings of guilt, sadness, confusion, defensiveness,
or fear."
All of this is contrary to the fundamental premises underpinning our Republic: that all individuals are created equal and should be allowed an equal
opportunity under the law to pursue happiness and prosper based on individual merit.
Executive departments and agencies (agencies), our Uniformed Services, Federal contractors, and Federal grant recipients should, of course, continue
to foster environments devoid of hostility grounded in race, sex, and other
federally protected characteristics. Training employees to create an inclusive
workplace is appropriate and beneficial. The Federal Government is, and
must always be, committed to the fair and equal treatment of all individuals
before the law.
But training like that discussed above perpetuates racial stereotypes and
division and can use subtle coercive pressure to ensure conformity of viewpoint. Such ideas may be fashionable in the academy, but they have no
place in programs and activities supported by Federal taxpayer dollars.
Research also suggests that blame-focused diversity training reinforces biases
and decreases opportunities for minorities.
Our Federal civil service system is based on merit principles. These principles, codified at 5 U.S.C. 2301, call for all employees to "receive fair
and equitable treatment in all aspects of personnel management without
regard to" race or sex "and with proper regard for their . . . constitutional
rights." Instructing Federal employees that treating individuals on the basis
of individual merit is racist or sexist directly undermines our Merit System
Principles and impairs the efficiency of the Federal service. Similarly, our
Uniformed Services should not teach our heroic men and women in uniform
the lie that the country for which they are willing to die is fundamentally
racist. Such teachings could directly threaten the cohesion and effectiveness
of our Uniformed Services.
Such activities also promote division and inefficiency when carried out
by Federal contractors. The Federal Government has long prohibited Federal
contractors from engaging in race or sex discrimination and required contractors to take affirmative action to ensure that such discrimination does not
occur. The participation of contractors' employees in training that promotes
race or sex stereotyping or scapegoating similarly undermines efficiency
in Federal contracting. Such requirements promote divisiveness in the workplace and distract from the pursuit of excellence and collaborative achievements in public administration.
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Therefore, it shall be the policy of the United States not to promote race
or sex stereotyping or scapegoating in the Federal workforce or in the Uniformed Services, and not to allow grant funds to be used for these purposes.
In addition, Federal contractors will not be permitted to inculcate such
views in their employees.
Sec. 2. Definitions. For the purposes of this order, the phrase:
(a) "Divisive concepts" means the concepts that (1) one race or sex is
inherently superior to another race or sex; (2) the United States is fundamentally racist or sexist; (3) an individual, by virtue of his or her race or
sex, is inherently racist, sexist, or oppressive, whether consciously or unconsciously; (4) an individual should be discriminated against or receive adverse
treatment solely or partly because of his or her race or sex; (5) members
of one race or sex cannot and should not attempt to treat others without
respect to race or sex; (6) an individual's moral character is necessarily
determined by his or her race or sex; (7) an individual, by virtue of his
or her race or sex, bears responsibility for actions committed in the past
by other members of the same race or sex; (8) any individual should feel
discomfort, guilt, anguish, or any other form of psychological distress on
account of his or her race or sex; or (9) meritocracy or traits such as
a hard work ethic are racist or sexist, or were created by a particular
race to oppress another race. The term "divisive concepts" also includes
any other form of race or sex stereotyping or any other form of race or
sex scapegoating.
(b) "Race or sex stereotyping" means ascribing character traits, values,
moral and ethical codes, privileges, status, or beliefs to a race or sex, or
to an individual because of his or her race or sex.
(c) "Race or sex scapegoating" means assigning fault, blame, or bias to
a race or sex, or to members of a race or sex because of their race or
sex. It similarly encompasses any claim that, consciously or unconsciously,
and by virtue of his or her race or sex, members of any race are inherently
racist or are inherently inclined to oppress others, or that members of
a sex are inherently sexist or inclined to oppress others.
(d) "Senior political appointee" means an individual appointed by the
President, or a non-career member of the Senior Executive Service (or agencyequivalent system).
Sec. 3. Requirements for the United States Uniformed Services. The United
States Uniformed Services, including the United States Armed Forces, shall
not teach, instruct, or train any member of the United States Uniformed
Services, whether serving on active duty, serving on reserve duty, attending
a military service academy, or attending courses conducted by a military
department pursuant to a Reserve Officer Corps Training program, to believe
any of the divisive concepts set forth in section 2(a) of this order. No
member of the United States Uniformed Services shall face any penalty
or discrimination on account of his or her refusal to support, believe, endorse,
embrace, confess, act upon, or otherwise assent to these concepts.
Sec. 4. Requirements for Government Contractors. (a) Except in contracts
exempted in the manner provided by section 204 of Executive Order 11246
of September 24, 1965 (Equal Employment Opportunity), as amended, all
Government contracting agencies shall include in every Government contract
hereafter entered into the following provisions:
"During the performance of this contract, the contractor agrees as follows:
1. The contractor shall not use any workplace training that inculcates in
its employees any form of race or sex stereotyping or any form of race
or sex scapegoating, including the concepts that (a) one race or sex is
inherently superior to another race or sex; (b) an individual, by virtue
of his or her race or sex, is inherently racist, sexist, or oppressive, whether
consciously or unconsciously; (c) an individual should be discriminated
against or receive adverse treatment solely or partly because of his or her
race or sex; (d) members of one race or sex cannot and should not attempt
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to treat others without respect to race or sex; (e) an individual's moral
character is necessarily determined by his or her race or sex; (f) an individual,
by virtue of his or her race or sex, bears responsibility for actions committed
in the past by other members of the same race or sex; (g) any individual
should feel discomfort, guilt, anguish, or any other form of psychological
distress on account of his or her race or sex; or (h) meritocracy or traits
such as a hard work ethic are racist or sexist, or were created by a particular
race to oppress another race. The term "race or sex stereotyping" means
ascribing character traits, values, moral and ethical codes, privileges, status,
or beliefs to a race or sex, or to an individual because of his or her race
or sex, and the term "race or sex scapegoating" means assigning fault,
blame, or bias to a race or sex, or to members of a race or sex because
of their race or sex.
2. The contractor will send to each labor union or representative of workers
with which he has a collective bargaining agreement or other contract or
understanding, a notice, to be provided by the agency contracting officer,
advising the labor union or workers' representative of the contractor's commitments under the Executive Order of September 22, 2020, entitled Combating Race and Sex Stereotyping, and shall post copies of the notice in
conspicuous places available to employees and applicants for employment.
3. In the event of the contractor's noncompliance with the requirements
of paragraphs (1), (2), and (4), or with any rules, regulations, or orders
that may be promulgated in accordance with the Executive Order of September 22, 2020, this contract may be canceled, terminated, or suspended
in whole or in part and the contractor may be declared ineligible for further
Government contracts in accordance with procedures authorized in Executive
Order 11246, and such other sanctions may be imposed and remedies invoked
as provided by any rules, regulations, or orders the Secretary of Labor
has issued or adopted pursuant to Executive Order 11246, including subpart
D of that order.
4. The contractor will include the provisions of paragraphs (1) through
(4) in every subcontract or purchase order unless exempted by rules, regulations, or orders of the Secretary of Labor, so that such provisions will
be binding upon each subcontractor or vendor. The contractor will take
such action with respect to any subcontract or purchase order as may be
directed by the Secretary of Labor as a means of enforcing such provisions
including sanctions for noncompliance: Provided, however, that in the event
the contractor becomes involved in, or is threatened with, litigation with
a subcontractor or vendor as a result of such direction, the contractor may
request the United States to enter into such litigation to protect the interests
of the United States."
(b) The Department of Labor is directed, through the Office of Federal
Contract Compliance Programs (OFCCP), to establish a hotline and investigate
complaints received under both this order as well as Executive Order 11246
alleging that a Federal contractor is utilizing such training programs in
violation of the contractor's obligations under those orders. The Department
shall take appropriate enforcement action and provide remedial relief, as
appropriate.
(c) Within 30 days of the date of this order, the Director of OFCCP
shall publish in the Federal Register a request for information seeking information from Federal contractors, Federal subcontractors, and employees of
Federal contractors and subcontractors regarding the training, workshops,
or similar programming provided to employees. The request for information
should request copies of any training, workshop, or similar programing
having to do with diversity and inclusion as well as information about
the duration, frequency, and expense of such activities.
Sec. 5. Requirements for Federal Grants. The heads of all agencies shall
review their respective grant programs and identify programs for which
the agency may, as a condition of receiving such a grant, require the recipient
to certify that it will not use Federal funds to promote the concepts that
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(a) one race or sex is inherently superior to another race or sex; (b) an
individual, by virtue of his or her race or sex, is inherently racist, sexist,
or oppressive, whether consciously or unconsciously; (c) an individual
should be discriminated against or receive adverse treatment solely or partly
because of his or her race or sex; (d) members of one race or sex cannot
and should not attempt to treat others without respect to race or sex; (e)
an individual's moral character is necessarily determined by his or her
race or sex; (f) an individual, by virtue of his or her race or sex, bears
responsibility for actions committed in the past by other members of the
same race or sex; (g) any individual should feel discomfort, guilt, anguish,
or any other form of psychological distress on account of his or her race
or sex; or (h) meritocracy or traits such as a hard work ethic are racist
or sexist, or were created by a particular race to oppress another race.
Within 60 days of the date of this order, the heads of agencies shall each
submit a report to the Director of the Office of Management and Budget
(OMB) that lists all grant programs so identified.
Sec. 6. Requirements for Agencies. (a) The fair and equal treatment of individuals is an inviolable principle that must be maintained in the Federal
workplace. Agencies should continue all training that will foster a workplace
that is respectful of all employees. Accordingly:
(i) The head of each agency shall use his or her authority under 5 U.S.C.
301, 302, and 4103 to ensure that the agency, agency employees while
on duty status, and any contractors hired by the agency to provide training,
workshops, forums, or similar programming (for purposes of this section,
"training") to agency employees do not teach, advocate, act upon, or
promote in any training to agency employees any of the divisive concepts
listed in section 2(a) of this order. Agencies may consult with the Office
of Personnel Management (OPM), pursuant to 5 U.S.C. 4116, in carrying
out this provision; and
(ii) Agency diversity and inclusion efforts shall, first and foremost, encourage agency employees not to judge each other by their color, race, ethnicity,
sex, or any other characteristic protected by Federal law.
(b) The Director of OPM shall propose regulations providing that agency
officials with supervisory authority over a supervisor or an employee with
responsibility for promoting diversity and inclusion, if such supervisor or
employee either authorizes or approves training that promotes the divisive
concepts set forth in section 2(a) of this order, shall take appropriate steps
to pursue a performance-based adverse action proceeding against such supervisor or employee under chapter 43 or 75 of title 5, United States Code.
(c) Each agency head shall:
(i) issue an order incorporating the requirements of this order into agency
operations, including by making compliance with this order a provision
in all agency contracts for diversity training;
(ii) request that the agency inspector general thoroughly review and assess
by the end of the calendar year, and not less than annually thereafter,
agency compliance with the requirements of this order in the form of
a report submitted to OMB; and
(iii) assign at least one senior political appointee responsibility for ensuring
compliance with the requirements of this order.
Sec. 7. OMB and OPM Review of Agency Training. (a) Consistent with
OPM's authority under 5 U.S.C. 4115-4118, all training programs for agency
employees relating to diversity or inclusion shall, before being used, be
reviewed by OPM for compliance with the requirements of section 6 of
this order.
(b) If a contractor provides a training for agency employees relating to
diversity or inclusion that teaches, advocates, or promotes the divisive concepts set forth in section 2(a) of this order, and such action is in violation
of the applicable contract, the agency that contracted for such training shall
evaluate whether to pursue debarment of that contractor, consistent with
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applicable law and regulations, and in consultation with the Interagency
Suspension and Debarment Committee.
(c) Within 90 days of the date of this order, each agency shall report
to OMB all spending in Fiscal Year 2020 on Federal employee training
programs relating to diversity or inclusion, whether conducted internally
or by contractors. Such report shall, in addition to providing aggregate
totals, delineate awards to each individual contractor.
(d) The Directors of OMB and OPM may jointly issue guidance and directives pertaining to agency obligations under, and ensuring compliance with,
this order.
Sec. 8. Title VII Guidance. The Attorney General should continue to assess
the extent to which workplace training that teaches the divisive concepts
set forth in section 2(a) of this order may contribute to a hostile work
environment and give rise to potential liability under Title VII of the Civil
Rights Act of 1964, 42 U.S.C. 2000e et seq. If appropriate, the Attorney
General and the Equal Employment Opportunity Commission shall issue
publicly available guidance to assist employers in better promoting diversity
and inclusive workplaces consistent with Title VII.
Sec. 9. Effective Date. This order is effective immediately, except that the
requirements of section 4 of this order shall apply to contracts entered
into 60 days after the date of this order.
Sec. 10. General Provisions. (a) This order does not prevent agencies, the
United States Uniformed Services, or contractors from promoting racial,
cultural, or ethnic diversity or inclusiveness, provided such efforts are consistent with the requirements of this order.
(b) Nothing in this order shall be construed to prohibit discussing, as
part of a larger course of academic instruction, the divisive concepts listed
in section 2(a) of this order in an objective manner and without endorsement.
(c) If any provision of this order, or the application of any provision
to any person or circumstance, is held to be invalid, the remainder of
this order and the application of its provisions to any other persons or
circumstances shall not be affected thereby.
(d) Nothing in this order shall be construed to impair or otherwise affect:
(i) the authority granted by law to an executive department, agency, or
the head thereof; or
(ii) the functions of the Director of the Office of Management and Budget
relating to budgetary, administrative, or legislative proposals.
(e) This order shall be implemented consistent with applicable law and
subject to the availability of appropriations.
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(f) This order is not intended to, and does not, create any right or benefit,
substantive or procedural, enforceable at law or in equity by any party
against the United States, its departments, agencies, or entities, its officers,
employees, or agents, or any other person.

THE WHITE HOUSE,
September 22, 2020.
[FR Doc. 2020-21534
Filed 9-25-20; 8:45 am]
Billing code 3295-FO-P

DOL004010

From:

To:
CC:
Sent:
Subject:

Swearingen, Brett A - OSEC </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE
GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=446467C1ACD144B4BDDD78130ECD530D-SVVEARINGEN,>
Kilberg, Andrew G - OSEC
Taylor, Timothy J - SOL; Squitieri, Chad C - OSEC; Leen, Craig OFCCP
11/9/2020 10:18:36 AM
RE: OFCCP Update - agenda

And here's the website of the group if you want to investigate:
https://cccdiversitytraining.corn/
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G(a/dol.gov>
Sent: Monday, November 9, 2020 10:16 AM
To: Swearingen, Brett A - OSEC <SIN earingen.bretta(a/dol.gov>
Cc: Taylor, Timothy J - SOL <Ta....lor.Timoth..J(a/dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c(a/dol.gov>; Leen,
Craig - OFCCP <Leen.Craig(a/DOL.gov>
Subject: Re: OFCCP Update - agenda
Or you can just discuss at 10:30 and then summarize for me and Tim at 1
Sent from my iPhone

On Nov 9, 2020, at 10:15 AM, Kilberg, Andrew G - OSEC <Kilberg.Andrew.G@dol.gov wrote:
Sure

Sent from my iPhone

On Nov 9, 2020, at 10:14 AM, Swearingen, Brett A - OSEC <swearingen.brett.agdol.gov wrote:

Andrew and Tim, we met Friday with black clergy who have started sort of a conservative approach to diversity training.
Craig, Chad, and I are planning to discuss possible follow-up at 10:30. Would you like to be move that discussion until
1:00 so you can be part of it?
From: Squitieri, Chad C - OSEC <squitieri.chad.c a;dol.gov>
Sent: Monday, November 9, 2020 9:59 AM
To: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>; Swearingen, Brett A - OSEC <SWearingen.brettaa4ol.gov>:
Andrew G - OSEC <Kilberg.Andrew.Ga4ol.gov>; Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4oLgov>
Subject: RE: OFCCP Update - agenda

Kilberg,

I think it would be helpful to combine the two meetings, to get Andrew's and Tim's input on the topic as well.
From: Leen, Craig - OFCCP <Leen.CraigDOL.gov>
Sent: Monday, November 9, 2020 9:56 AM
To: Swearingen, Brett A - OSEC <swearingen.brettaiOoLgov>; Kilberg, Andrew G - OSEC
<Kilberg.Andrew.Gdol.gov>: Taylor, Timothy J - SOL <Tavlor.Timothv.I.0';dol.gov>: Squitieri Chad C - OSEC
<squitieri.chad.c,iOoLgov>

DOL004011

Subject: Re: OFCCP Update - agenda

Should we move the Aubrey Shines follow up to then as well? Otherwise, we can do that one by phone at 10:30
(I've been teleworking this morning and will be in around 11 am). Thanks.
Get Outlook for iOS
From: Swearingen, Brett A - OSEC <swearingen.brettacr;dol.gov>
Sent: Monday, November 9, 2020 9:31:54 AM
To: Leen, Craig - OFCCP <Leen.Craig(a;DOL.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.Gra;dol.gov>; Taylor,
Timothy J - SOL <Tavlor.Timothvia;dol.gov>: Squitieri, Chad C - OSEC <squitieri.chad.cit;dol.gov>
Subject: RE: OFCCP Update - agenda
Team,
Here's my tentative list of things to discuss at 1:00. Please update if I'm missing al-1thing!
Brett
**********************

1. MS / WF follow-up

2. AAP focused reviews
* compensation guidance / best practices? (i.e. WF concern)
3. D&I training
* processing complaints / RFI responses
* how to handle going forward under EO 11246 (focused reviews?)
4. Implementing MOU with EEOC & DOJ
* complaint retention?
5. Implementing PDN
* removing / updating Directives?
* Updating / removing practical significance FAQs
6. Other revisions to website?
7. Jewish Coalition letter?

Original Appointment
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Friday, Nov-ember 6, 2020 8:18 PM
To: Leen, Craig - OFCCP: Kilberg, Andrew G - °SEC: Swearingen, Brett A - °SEC: Taylor, Timothy J - SOL: Squitieri,
Chad C - OSEC
Subject: OFCCP Update
When: Monday, November 9, 2020 1:00 PM-2:00 PM (UTC-05:00) Eastern Time (US & Canada).
Where:

DOL004012

Get Outlook for iOS

DOL004013

From:

To:
CC:
Sent:
Subject:

Swearingen, Brett A - OSEC </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE
GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=446467C1ACD144B4BDDD78130ECD530D-SVVEARINGEN,>
Taylor, Timothy J - SOL; Kilberg, Andrew G - OSEC
Squitieri, Chad C - OSEC; Leen, Craig - OFCCP
11/9/2020 10:23:23 AM
RE: OFCCP Update - agenda

Okay, we'll keep our 10:30 then. Sorry for the back and forth.
From: Taylor, Timothy J - SOL
lor.Timoth .J(a,dol.gov>
Sent: Monday, November 9, 2020 10:17 AM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G(adol.gov>; Swearingen, Brett A - OSEC
<SIN earingen.bretta(a/dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.e(a,dol.gov>; Leen, Craig - OFCCP <Leen.Craig(a,DOL.gov>
Subject: Re: OFCCP Update - agenda
I'm fine just getting a summary.
Timothy Taylor
Deputy Sokicitor, USDOL
20
(b) 6
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>
Sent: Monday, November 9, 2020 10:16:02 AM
To: Swearingen, Brett A - OSEC <swearingen.brett.aa≥dol.gov>
Cc: Taylor, Timothy J - SOL <Taylor Timothy.J,a4oLgov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a4oLgov>; Leen,
Craig - OFCCP <Leen.Craiga;DOLgov>
Subject: Re: OFCCP Update - agenda
Or you can just discuss at 10:30 and then summarize for me and Tim at 1
Sent from my iPhone

On Nov 9, 2020, at 10:15 AM, Kilberg, Andrew G - OSEC <Kilberg.Andrew.G@dol.gov wrote:
Sure

Sent from my iPhone

On Nov 9, 2020, at 10:14 AM, Swearingen, Brett A - OSEC <swearingen.brett.a@dol.gov wrote:

Andrew and Tim, we met Friday with black clergy who have started sort of a conservative approach to diversity training.
Craig, Chad, and I are planning to discuss possible follow-up at 10:30. Would you like to be move that discussion until
1:00 so you can be part of it?
From: Squitieri, Chad C - OSEC <squitieri.chad.cra,doLgov>

DOL004014

Sent: Monday, November 9, 2020 9:59 AM
To: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>; Swearingen, Brett A - OSEC <SWearingen.brettaa4ol.gov>:
Andrew G - OSEC <Kilberg.Andrew.Ga,dol.gov>; Taylor, Timothy J - SOL <Tavlor.TimothvIa,dol.gov>
Subject: RE: OFCCP Update - agenda

Kilberg,

I think it would be helpful to combine the two meetings, to get Andrew's and Tim's input on the topic as well.
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Monday, November 9, 2020 9:56 AM
To: Swearingen, Brett A - OSEC <swearingen.brettawdol.gov>: Kilberg, Andrew G - OSEC
<Kilberg.Andrew.G,a4ol.gov>; Taylor, Timothy J - SOL <Tavlor.Timothy.J,a;dol.gov>; Squitieri, Chad C - OSEC
<squitieri.chad.c,a;dol.gov>
Subject: Re: OFCCP Update - agenda

Should we move the Aubrey Shines follow up to then as well? Otherwise, we can do that one by phone at 10:30
(I've been teleworking this morning and will be in around 11 am). Thanks.
Get Outlook for iOS
From: Swearingen, Brett A - OSEC <swearingen.brettacr;dol.gov>
Sent: Monday, November 9, 2020 9:31:54 AM
To: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a4ol.gov>; Taylor,
Timothy J - SOL <Tavlor.Timothy.Ia;dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>
Subject: RE: OFCCP Update - agenda
Team,
Here's my tentative list of things to discuss at 1:00. Please update if I'm missing amthing!
Brett
**********************

1. MS / WF follow-up

2. AAP focused reviews
* compensation guidance / best practices? (i.e. WF concern)
3. D&I training
* processing complaints / RFI responses
* how to handle going forward under EO 11246 (focused reviews?)
4. Implementing MOU with EEOC & DOJ
* complaint retention?
5. Implementing PDN
* removing / updating Directives?
* Updating / removing practical significance FAQs
6. Other revisions to website?
7. Jewish Coalition letter?

DOL004015

Original Appointment
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Friday, November 6, 2020 8:18 PM
To: Leen, Craig - OFCCP: Kilberg, Andrew G - OSEC: Swearingen, Brett A - OSEC: Taylor, Timothy J - SOL: Squitieri,
Chad C - OSEC
Subject: OFCCP Update
When: Monday, November 9, 2020 1:00 PM-2:00 PM (UTC-05:00) Eastern Time (US & Canada).
Where:

Get Outlook for iOS

DOL004016

From:

To:
CC:
Sent:
Subject:

Swearingen, Brett A - OSEC </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE
GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=446467C1ACD144B4BDDD78130ECD530D-SVVEARINGEN,>
Kilberg, Andrew G - OSEC; Leen, Craig - OFCCP; Taylor, Timothy J - SOL
Squitieri, Chad C - OSEC
11/9/2020 1:01:32 PM
RE: OFCCP Update - agenda

Craig and I are heading over now.
From: Kilberg, Andrew G - OSEC <Kilberg.Andrm.G(a,dol.gov>
Sent: Monday, November 9, 2020 1:01 PM
To: Leen, Craig - OFCCP <Leen.Craig(a/DOL.gov>; Taylor, Timothy J - SOL <Ta.)lor.Timoth).J(a,dol.gov>; Swearingen,
Brett A - OSEC <SIN earingen.bretta(a/dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c(a,dol.gov>
Subject: RE: OFCCP Update - agenda
Well, we do have the fishbowl now if you want to go over there. Or we can juts proceed by phone so Craig doesn't have to
hike
Andrew G. I. Kilberg
Counselor to the Secretary*
U.S. Department of Labor
2021 (b) 6
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Monday, November 9, 2020 1:00 PM
To: Taylor, Timothy J - SOL <Tavlor.Timothv.J,a;dol.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andre -.G,a4oLgov>;
Swearingen, Brett A - OSEC <swearingen.bretta,a;doLgov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c a;dol.gov>
Subject: RE: OFCCP Update - agenda
What is the call-in number Tim? Thanks.
Craig E. Leen
OFCCP Director

From: Taylor, Timothy J - SOL <Taylor.Timothy.Ja;dol.gov>
Sent: Monday, November 09, 2020 12:53 PM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a;dol.gov>; Swearingen, Brett A - OSEC
<swearingen.bretta,a;doLgov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>; Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Subject: Re: OFCCP Update - agenda
We can use mine. I'll put it up soon.

DOL004017

Timothy Taylor
Deptity. Soljpitor, USDOL
202.1

(b) 6

From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>
Sent: Monday, November 9, 2020 12:52:05 PM
To: Swearingen, Brett A - OSEC <swearingen.brett.a'a:dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.J"a≥dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c a4ol.gov>; Leen,
Craig - OFCCP <Leen.Craig a;DOL.gov>
Subject: RE: OFCCP Update - agenda
I haven't heard about the fishbowl yet. So perhaps we should just do a call? Anyone have a dial-in handy?
Andrew G. I. Kilberg
Counselor to the Secretary
U.S. Department of Labor
2021

(b) 6

From: Kilberg, Andrew G - OSEC
Sent: Monday, November 9, 2020 12:23 PM
To: Swearingen, Brett A - OSEC <swearingen.brett.a'a:dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.ca≥dol.gov>; Leen,
Craig - OFCCP <Leen.Craig,a;dol.gov>
Subject: RE: OFCCP Update - agenda
I've emailed to ask if it's available. Otherwise let's just do a call
Andrew G. I. Kilberg
Counselor to the Secretar.
U.S. Department of Labor
2021

(b) 6

From: Swearingen, Brett A - OSEC <swearingen.brettaa;dol.gov>
Sent: Monday, November 9, 2020 12:18 PM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.ca≥dol.gov>; Leen,
Craig - OFCCP <Leen.Craig,a;DOL.gov>
Subject: RE: OFCCP Update - agenda
No one ever answered the Fishbowl question. . . .
From: Swearingen, Brett A - OSEC
Sent: Monday, November 9, 2020 10:18 AM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga,dol.gov>
Cc: Taylor, Timothy J - SOL <Taylor.Timothy.Ia;dol.gov>: Squitieri, Chad C - OSEC <squitieri.chad.c a;dol.gov>: Leen,
Craig - OFCCP <Leen.Craig,a;dol.gov>
Subject: RE: OFCCP Update - agenda
I guess we'll just save it for 1. Are we meeting in the Fishbowl?
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>
Sent: Monday, November 9, 2020 10:16 AM
To: Swearingen, Brett A - OSEC <swearingen.brettaa;dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4ol.gov>; Squitiefi, Chad C - OSEC <squitieri.chad.c a4ol.gov>, Leen,

DOL004018

Craig - OFCCP <Leen.Craiga;DOL.gov>
Subject: Re: OFCCP Update - agenda
Or you can just discuss at 10:30 and then summarize for me and Tim at 1
Sent from my iPhone

On Nov 9, 2020, at 10:15 AM, Kilberg, Andrew G - OSEC <Kilberg.Andrew.G@dol.goy wrote:
Sure

Sent from my iPhone

On Nov 9, 2020, at 10:14 AM, Swearingen, Brett A - OSEC <swearingen.brett.a@dol.gov> wrote:

Andrew and Tim, we met Friday with black clergy who have started sort of a conservative approach to diversity training.
Craig, Chad, and I are planning to discuss possible follow-up at 10:30. Would you like to be move that discussion until
1:00 so you can be part of it?
From: Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>
Sent: Monday, November 9, 2020 9:59 AM
To: Leen, Craig - OFCCP <Leen.Craig a;DOL.gov>; Swearingen, Brett A - OSEC <SWearingen.brettaa;dol.gov>:
Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>; Taylor, Timothy J - SOL <TavlorTimothv.J,a;dol.gov>
Subject: RE: OFCCP Update - agenda

Kilberg,

I think it would be helpful to combine the two meetings, to get Andrew's and Tim's input on the topic as well.
From: Leen, Craig - OFCCP <Leen.Craig a;DOL.gov>
Sent: Monday, November 9, 2020 9:56 AM
To: Swearingen, Brett A - OSEC <swearingen.brettaa;dol.gov>; Kilberg, Andrew G - OSEC
<Kilberg.Andrew.Ga;dol.gov>; Taylor, Timothy J - SOL <Taylor.Timothy.J,a;dol.gov>; Squitieri, Chad C - OSEC
<squitieri.chad.c,a;doLgov>
Subject: Re: OFCCP Update - agenda

Should we move the Aubrey Shines follow up to then as well? Otherwise, we can do that one by phone at 10:30
(I've been teleworking this morning and will be in around 11 am). Thanks.
Get Outlook for iOS
From: Swearingen, Brett A - OSEC <swearingen.brettaa;dol.gov>
Sent: Monday, November 9, 2020 9:31:54 AM
To: Leen, Craig - OFCCP <Leen.Craig'a;DOL.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>; Taylor,
Timothy J - SOL <Tavlor.Timothv.M;dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.&/;dol.gov>
Subject: RE: OFCCP Update - agenda
Team,
Here's my tentative list of things to discuss at 1:00. Please update if I'm missing an)-thing!
Brett

DOL00401 9

**********************

1. MS / WF follow-up
2. AAP focused reviews
* compensation guidance / best practices? (i.e. WF concern)
3. D&I training
* processing complaints / RFI responses
* how to handle going forward under EO 11246 (focused reviews?)
4. Implementing MOU with EEOC & DOJ
* complaint retention?
5. Implementing PDN
* removing / updating Directives?
* Updating / removing practical significance FAQs
6. Other revisions to website?
7. Jewish Coalition letter?

Original Appointment
From: Leen, Craig - OFCCP <Leen.Craig,a:DOL.gov>
Sent: Friday, November 6, 2020 8:18 PM
To: Leen, Craig - OFCCP; Kilberg, Andrew G - OSEC; Swearingen, Brett A - OSEC; Taylor, Timothy J - SOL; Squitieri,
Chad C - OSEC
Subject: OFCCP Update
When: Monday, November 9, 2020 1:00 PM-2:00 PM (UTC-05:00) Eastern Time (US & Canada).
Where:

Get Outlook for iOS

DO L004020

From:

To:
CC:
Sent:
Subject:

Taylor, Timothy J - SOL </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=363C0A5D85CA453EB4D8A2A62A9C286FTAYLOR, TIM>
Kilberg, Andrew G - OSEC; Leen, Craig - OFCCP; Swearingen, Brett A - OSEC
Squitieri, Chad C - OSEC
11/9/2020 1:01:05 PM
RE: OFCCP Update - agenda

202-693-6338 Passcode: 5553005206#
Timothy Taylor
Deputy Solicitor
U.S. Department of La
o. 202.693.5263 m. 2021

(b) 6

This message may contain information that is privileged or otherwise exempt from disclosure. Do not disclose this information without consulting the Office of the Solicitor. If you
think you have received this email in error, please notify the sender immediately.

From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G(a,dol.gov>
Sent: Monday, November 9, 2020 1:01 PM
To: Leen, Craig - OFCCP <Leen.Craig(a/DOL.gov>; Taylor, Timothy J - SOL <Ta.)lor.Timoth).J'a,dol.gov>; Swearingen,
Brett A - OSEC <SIN earingen.bretta(a/dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri chad c(a,dol goy>
Subject: RE: OFCCP Update - agenda
Well, we do have the fishbowl now if you want to go over there. Or we can juts proceed by phone so Craig doesn't have to
hike
Andrew G. I. Kilberg
Counselor to the Secretary*
U.S. Department of Labor
202.693.6018
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Monday, November 9, 2020 1:00 PM
To: Taylor, Timothy J - SOL <Taylor.Timothy.J,a;dol.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a4oLgov>;
Swearingen, Brett A - OSEC <swearingen.brettaa;dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.ea;doLgov>
Subject: RE: OFCCP Update - agenda
What is the call-in number Tim? Thanks.
Craig E. Leen
OFCCP Director

From: Taylor, Timothy J - SOL <Taylor.Timothy.Id4oLgov>
Sent: Monday, November 09, 2020 12:53 PM

DOL004021

To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>; Swearingen, Brett A - OSEC
<swearingen.bretta,a;dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c,a;clol.gov>; Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Subject: Re: OFCCP Update - agenda
We can use mine. I'll put it up soon.
Timothy Taylor
Deputy_ Solicitor, USDOL
202J (b) 6
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a;dol.gov>
Sent: Monday, November 9, 2020 12:52:05 PM
To: Swearingen, Brett A - OSEC <swearingen.bretta,a;dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.J,a,dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a,dol.gov>; Leen,
Craig - OFCCP <Leen.Craig,a;DOL.gov>
Subject: RE: OFCCP Update - agenda
I haven't heard about the fishbowl yet. So perhaps we should just do a call? Anyone have a dial-in handy?
Andrew G. I. Kilberg
Counselor to the Secretary*
U.S. Department of Labor
202.693.6018
From: Kilberg, Andrew G - OSEC
Sent: Monday, November 9, 2020 12:23 PM
To: Swearingen, Brett A - OSEC <swearingen.bretta,a;dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.J,a4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c'a≥dol.gov>; Leen,
Craig - OFCCP <Leen.Craig a;dol.gov>
Subject: RE: OFCCP Update - agenda
I've emailed to ask if it's available. Otherwise let's just do a call
Andrew G. I. Kilberg
Counselor to the Secretary*
U.S. Department of Labor
202.693.6018
From: Swearingen, Brett A - OSEC <swearingen.bretta,a,dol.gov>
Sent: Monday, November 9, 2020 12:18 PM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a;dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a4ol.gov>; Leen,
Craig - OFCCP <Leen.Craigw;DOL.gov>
Subject: RE: OFCCP Update - agenda
No one ever answered the Fishbowl question. . . .
From: Swearingen, Brett A - OSEC
Sent: Monday, November 9, 2020 10:18 AM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a;dol.gov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a4ol.gov>; Leen,
Craig - OFCCP <Leen.Craig,a;dol.gov>
Subject: RE: OFCCP Update - agenda
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I guess we'll just save it for 1. Are we meeting in the Fishbowl?
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.GadoLgov>
Sent: Monday, November 9, 2020 10:16 AM
To: Swearingen, Brett A - OSEC <swearingen.brett.awdolgov>
Cc: Taylor, Timothy J - SOL <Tavlor.Timothv.Ia4oLgov>; Squitieri, Chad C - OSEC <squitieri.chad.c a4oLgov>; Leen,
Craig - OFCCP <Leen.Craiga;DOL.gov>
Subject: Re: OFCCP Update - agenda
Or you can just discuss at 10:30 and then summarize for me and Tim at 1
Sent from my iPhone

On Nov 9, 2020, at 10:15 AM, Kilberg, Andrew G - OSEC <Kilberg.Andrew.G@dol.gov wrote:
Sure

Sent from my iPhone

On Nov 9, 2020, at 10:14 AM, Swearingen, Brett A - OSEC <swearingen.bretta@dol.gov wrote:

Andrew and Tim, we met Friday with black clergy who have started sort of a conservative approach to diversity training.
Craig, Chad, and I are planning to discuss possible follow-up at 10:30. Would you like to be move that discussion until
1:00 so you can be part of it?
From: Squitieri, Chad C - OSEC <squitieri.chad.cra;doLgov>
Sent: Monday, November 9, 2020 9:59 AM
To: Leen, Craig - OFCCP <Leen.Craig'a;DOL.gov>: Swearingen, Brett A - OSEC <SWearingen.brettait4oLgov>:
Andrew G - OSEC <Kilberg.Andrew.Ga4oLgov>; Taylor, Timothy J - SOL <Tavlor.Timothv.Jra4oLgov>
Subject: RE: OFCCP Update - agenda

Kilberg,

I think it would be helpful to combine the two meetings, to get Andrew's and Tim's input on the topic as well.
From: Leen, Craig - OFCCP <Leen.Craig,a;DOLgov>
Sent: Monday, November 9, 2020 9:56 AM
To: Swearingen, Brett A - OSEC <swearingen.brettawdoLgov>; Kilberg, Andrew G - OSEC
<Kilberg.Andrew.Gw4oLgov>; Taylor, Timothy J - SOL <Tavlor.Timothv.Jw4oLgov>; Squitieri, Chad C - OSEC
<squitieri.chad.c,a;doLgov>
Subject: Re: OFCCP Update - agenda
Should we move the Aubrey Shines follow up to then as well? Otherwise, we can do that one by phone at 10:30
(I've been teleworking this morning and will be in around 11 am). Thanks.
Get Outlook for iOS
From: Swearingen, Brett A - OSEC <swearingen.brettacr;doLgov>
Sent: Monday, November 9, 2020 9:31:54 AM
To: Leen, Craig - OFCCP <Leen.Craig'a;DOL.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga4oLgov>; Taylor,
Timothy J - SOL <Tavlor.Timothv.Ja;dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.cra;doLgov>
Subject: RE: OFCCP Update - agenda
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Team,
Here's my tentative list of things to discuss at 1:00. Please update if I'm missing an. -thing!
Brett
**********************

1. MS / WF follow-up
2. AAP focused reviews

* compensation guidance / best practices? (i.e. WF concern)
3. D&I training

* processing complaints / RFI responses
* how to handle going forward under EO 11246 (focused reviews?)
4. Implementing MOU with EEOC & DOJ
* complaint retention?
5. Implementing PDN
* removing / updating Directives?
* Updating / removing practical significance FAQs
6. Other revisions to website?
7. Jewish Coalition letter?

Original Appointment
From: Leen, Craig - OFCCP <Leen.Craiga;DOL.gov>
Sent: Friday, Nov-ember 6, 2020 8:18 PM
To: Leen, Craig - OFCCP; Kilberg, Andrew G - OSEC; Swearingen, Brett A - OSEC; Taylor, Timothy J - SOL; Squitieri,
Chad C - OSEC
Subject: OFCCP Update
When: Monday, November 9, 2020 1:00 PM-2:00 PM (UTC-05:00) Eastern Time (US & Canada).
Where:

Get Outlook for iOS
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From:

To:
Sent:
Subject:

Taylor, Timothy J - SOL </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=363C0A5D85CA453EB4D8A2A62A9C286FTAYLOR, TIM>
Squitieri, Chad C - OSEC; Leen, Craig - OFCCP; Kilberg, Andrew G - OSEC; Swearingen, Brett
A - OSEC
11/9/2020 1:03:33 PM
Re: OFCCP Update - agenda

We're in the fishbowl.
Timothy Taylor
Deputy Solicitor, USDOL
202.631.5181
From: Squitieri, Chad C - OSEC <squitieri.chad.c@dol.gov>
Sent: Monday, November 9, 2020 1:01:39 PM
To: Leen, Craig - OFCCP <Leen.Craig@DOL.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.G@dol.gov>;
Taylor, Timothy J - SOL <Taylor.Timothy.J@dol.gov>; Swearingen, Brett A - OSEC
<swearingen.brett.a@dol.gov>
Subject: RE: OFCCP Update - agenda
I'll head to fish bowl too
From: Leen, Craig - OFCCP <Leen.Craig(a/DOL.gov>
Sent: Monday, November 9, 2020 1:01 PM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G'adol.gov>; Taylor, Timothy J - SOL <Ta)lor.Timoth).J(a,dol.gov>;
Swearingen, Brett A - OSEC <S \\ earingen.bretta(adol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c(adol.gov>
Subject: RE: OFCCP Update - agenda
I'm coming over. See you soon.
Craig E. Leen
OFCCP Director

From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a4ol.gov>
Sent: Monday, November 09, 2020 1:01 PM
To: Leen, Craig - OFCCP <Leen.Craig a;DOL.gov>; Taylor, Timothy J - SOL <Taylor.Timothy.J a;clol.gov>; Swearingen,
Brett A - OSEC <swearingen.brettawdol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>
Subject: RE: OFCCP Update - agenda
Well, we do have the fishbowl now if you want to go over there. Or we can juts proceed by phone so Craig doesn't have to
hike
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Andrew G. I. Kilberg
Counselor to the Secretar
U.S. Department of Labor
202.693 .6018
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Monday, November 9, 2020 1:00 PM
To: Taylor, Timothy J - SOL <Taylor.Timothy.J,aAol.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andre -.G,a;dol.gov>;
Swearingen, Brett A - OSEC <swearingen.bretta,a;dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>
Subject: RE: OFCCP Update - agenda
What is the call-in number Tim? Thanks.
Craig E. Leen
OFCCP Director

From: Taylor, Timothy J - SOL <Taylor.Timothy.Ja;dol.gov>
Sent: Monday, November 09, 2020 12:53 PM
To: Kilberg, Andrew G - OSEC <Kilberg.Andre -.G,a;dol.gov>; Swearingen, Brett A - OSEC
<swearingen.bretta,a;dol.gov>
Cc: Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>; Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Subject: Re: OFCCP Update - agenda
We can use mine. I'll put it up soon.
Timothy Taylor
Deputy Solicitor, USDOL
202.631.5181
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a;dol.gov>
Sent: Monday, November 9, 2020 12:52:05 PM
To: Swearingen, Brett A - OSEC <swearingen.bretta,a;dol.gov>
Cc: Taylor, Timothy J - SOL <Taylor.Timothy.Ia4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a4ol.gov>; Leen,
Craig - OFCCP <Leen.Craig,a;DOL.gov>
Subject: RE: OFCCP Update - agenda
I haven't heard about the fishbowl yet. So perhaps we should just do a call? Anyone have a dial-in handy?
Andrew G. I. Kilberg
Counselor to the Secretar
U.S. Department of Labor
202.693.6018
From: Kilberg, Andrew G - OSEC
Sent: Monday, November 9, 2020 12:23 PM
To: Swearingen, Brett A - OSEC <swearingen.brett.a'a;dol.gov>
Cc: Taylor, Timothy J - SOL <Taylor.Timothy.Ia4ol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a4ol.gov>; Leen,

DOL004026

Craig - OFCCP <Leen Craig a dol
>
Subject: RE: OFCCP Update - agenda
I've emailed to ask if it's available. Otherwise let's just do a call
Andrew G. I. Kilberg
Counselor to the Secretary*
U.S. Department of Labor
202.693 .6018
From: Swearingen, Brett A - OSEC <swearingen.brettaa;doLgov>
Sent: Monday, November 9, 2020 12:18 PM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Godol.gov>
Cc: Taylor, Timothy J - SOL <TavlorTimothvia;dol.gov>; Squitieri, Chad C - OSEC <squitierrchad.c,a;dol.gov>; Leen,
Craig - OFCCP <Leen.Craiga;DOL.gov>
Subject: RE: OFCCP Update - agenda
No one ever answered the Fishbowl question. . . .
From: Swearingen, Brett A - OSEC
Sent: Monday, November 9, 2020 10:18 AM
To: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>
Cc: Taylor, Timothy J - SOL <TavlorTimothvia;dol.gov>; Squitieri, Chad C - OSEC <squitierrchad.c,a;dol.gov>; Leen,
Craig - OFCCP <Leen.Craig a;dol.gov>
Subject: RE: OFCCP Update - agenda
I guess we'll just save it for 1. Are we meeting in the Fishbowl?
From: Kilberg, Andrew G - OSEC <Kilberg.Andrew.Ga;dol.gov>
Sent: Monday, November 9, 2020 10:16 AM
To: Swearingen, Brett A - OSEC <swearingen.brett.aa;dol.gov>
Cc: Taylor, Timothy J - SOL <TavlorTimothvia;dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,(tdol.gov>; Leen,
Craig - OFCCP <Leen.Craiga;DOL.gov>
Subject: Re: OFCCP Update - agenda
Or you can just discuss at 10:30 and then summarize for me and Tim at 1
Sent from my iPhone

On Nov 9, 2020, at 10:15 AM, Kilberg, Andrew G - OSEC <Kilberg.Andrew.G@dolsov wrote:
Sure

Sent from my iPhone

On Nov 9, 2020, at 10:14 AM, Swearingen, Brett A - OSEC <swearingen.brett.a@dol.gov wrote:

Andrew and Tim, we met Friday with black clergy who have started sort of a conservative approach to diversity training.
Craig, Chad, and I are planning to discuss possible follow-up at 10:30. Would you like to be move that discussion until
1:00 so you can be part of it?
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From: Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>
Sent: Monday, November 9, 2020 9:59 AM
To: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>; Swearingen, Brett A - OSEC <SWearingen.brettaaAol.gov>: Kilberg,
Andrew G - OSEC <Kilberg.Andrew.Gadol.gov>; Taylor, Timothy J - SOL <Tavlor.Timothv.Jadol.gov>
Subject: RE: OFCCP Update - agenda
I think it would be helpful to combine the two meetings, to get Andrew's and Tim's input on the topic as well.
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Monday, November 9, 2020 9:56 AM
To: Swearingen, Brett A - OSEC <swearingen.brettaa;dol.gov>: Kilberg, Andrew G - OSEC
<Kilberg.Andrew.G,a4ol.gov>; Taylor, Timothy J - SOL <Tavlor.TimothvIa;dol.gov>; Squitieri, Chad C - OSEC
<squitieri.chad.c,a;dol.gov>
Subject: Re: OFCCP Update - agenda
Should we move the Aubrey Shines follow up to then as well? Otherwise, we can do that one by phone at 10:30
(I've been teleworking this morning and will be in around 11 am). Thanks.
Get Outlook for iOS
From: Swearingen, Brett A - OSEC <swearingen.brettacr;dol.gov>
Sent: Monday, November 9, 2020 9:31:54 AM
To: Leen, Craig - OFCCP <Leen.Craiga;DOL.gov>; Kilberg, Andrew G - OSEC <Kilberg.Andrew.G,a4ol.gov>; Taylor,
Timothy J - SOL <Tavlor.TimothvJa;dol.gov>; Squitieri, Chad C - OSEC <squitieri.chad.c,a;dol.gov>
Subject: RE: OFCCP Update - agenda
Team,
Here's my tentative list of things to discuss at 1:00. Please update if I'm missing an)-thing!
Brett
**********************

1. MS / WF follow-up
2. AAP focused reviews
* compensation guidance / best practices? (i.e. WF concern)
3. D&I training
* processing complaints / RFI responses
* how to handle going forward under EO 11246 (focused reviews?)
4. Implementing MOU with EEOC & DOJ
* complaint retention?
5. Implementing PDN
* removing / updating Directives?
* Updating / removing practical significance FAQs
6. Other revisions to website?
7. Jewish Coalition letter?
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Original Appointment
From: Leen, Craig - OFCCP <Leen.Craig,a;DOL.gov>
Sent: Friday, Nov-ember 6, 2020 8:18 PM
To: Leen, Craig - OFCCP; Kilberg, Andrew G - OSEC; Swearingen, Brett A - OSEC; Taylor, Timothy J - SOL; Squitieri,
Chad C - OSEC
Subject: OFCCP Update
When: Monday, November 9, 2020 1:00 PM-2:00 PM (UTC-05:00) Eastern Time (US & Canada).
Where:

Get Outlook for iOS
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From:

To:
Sent:
Subject:
Attachments:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Kilberg, Andrew G - OSEC; Swearingen, Brett A - OSEC; Squitieri, Chad C - OSEC; Taylor,
Timothy J - SOL; Rose, Sharon A - SOL
11/9/2020 3:23:50 PM
FW: EO 13950 Weekly Report
Executive Order 13950 Summary Report - 2020-9-11_Redacted.pdf

FYI, please see attached and below. This is close hold to OSEC/DSEC, SOL, and OFCCP. Thanks, Craig
Craig E. Leen
OFCCP Director

From: Williams, Tina T - OFCCP
(b) 6
idol.gov>
Sent: Monday, November 09, 202O 1:46 PM
To: Leen, Craig - OFCCP <Leen.CraicaDOLcipv>
(b) 6
Cc: Davidson, Patricia J - OFCCP
Idol.._gpv>.,._Gqglione, Robert J - OFCCP
<Gaglione.Robert.J©dol.gov>; Gean, Lissette - OFCCP
(b) 6
pdol.gov>
Subject: EO 13950 Weekly Report
Craig,
This week (11/2/2020 - 11/6/2020), OFCCP received a total of 15 inquiries;
9 named complaints
3 anonymous complaints
1 requesting compliance assistance
2 Opposed to Executive Order 13950
No training materials were received this week
Examples of inquiries received this week:
Complaint — Required to take what is being called "Diversity, Equity, and Inclusivity" (DEI) training.
Employees who refuse to take the training are threatened with discipline.
Complaint — Employee is complaining that the person in charge of diversity training regularly has
offensive divisive emails.
Complaint — Employee was forced to resign or get terminated because the employee did not want to
meet with the director and a third party without having representation for a meeting to discuss their
part in making comments during diversity training about monuments being taken down, redlining, and
Black Lives Matter.
Compliance Assistance — Requesting assistance if the author of a press release can be sued for
libel if they misinform the public about Executive Order 13950.
Opposes Executive Order 13950 — An individual wrote, "The hotline is ridiculous."
General Bullets of all unique inquiries received as of 4pm ET on 10/30/2020:
OFCCP has received 176 unique inquiries on the EO 13950 Hotline.
Of these 176 inquiries, there are 141 complaints: 94 from named complainants and 47 from
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anonymous sources reporting information about organizations purported to be in violation of
EO 13950.
23 of the inquiries are from individuals seeking compliance assistance. (One request was
removed)
12 of the inquiries are written to oppose EO 13950.
Tina Williams Director
Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-3325 I Washington, DC 20210
Direct;

L._ )

Email::

Fax: 202-693- 1305

ov

DOL004031

All Inquiries for Executive Order 13950
Weekly Report
November 9, 2020

Date/Time
Opened

Inquiry Category

Description

Description
mandated "Anti-Racism" training in
is forcing public school teachers like myself to teach "Anti-Racism" classes during the school day.
I personally find the content offensive and a kind of brain washing!
Is this in violation of the president's order to stop all kinds of "diversity training"? If so, how can I complain
and see to it that it stops?
Please let me know when you have a chance.Thank you.

11/3/2020 3:19 PM

Named Complaints

High School
Lot

11/3/2020 3:26 PM

Opposes EO 13950

None
To whom it may concern,
I'd like to report what I believe to be a violation of Executive Order 13950 at
. AIM employees and students are required to take what is being called "Diversity, Equity, and
Inclusivity" (DEI) training. Employees who refuse to take the training are threatened with discipline and
students who refuse will have their access to register frozen (which effectively prevents them from
registering for new classes, transfering credits, or sending official transcripts to perspective employeers).
Please see the attachment DEIReq.eml for evidence of this. I should also note that I work for the National
).The
is a
SC User
and all employees of
Facility (designated as such by
these laboratories are required
Racist diversity training
Please keep confidential
that teach hate and racism?
Do you investigate
Is there a form to fill out'?
Hello,

MM

Named Complaints
Named Complaints

Academic Institution
None

11/3/2020 3:24 PM

Named Complaints

Federal Agency

11/3/2020 3:29 PM
7 11/3/2020 3:46 PM

Named Complaints
Opposes EO 13950

Academic Institution
None

11/3/2020 3:21 PM
4 11/3/2020 3:35 PM
5

6
I would like to report
This hotline is rediculous.

for a violation of the EO regarding proper diversity training. How may I

Greetings,

8

11/3/2020 6:38 PM

Named Complaints

Academic Institution

11/6/2020 3:1.0 PM

Anonymous Complaints

Academic Institution

9

I work for a large
, that receives Federal funding from grants, and I believe
s have been openly seeking ways to circumvent the EO.
falls under the purview of EO 13950,
My group has now mandated a personal DEI goal that specifically requires action in the form of vocalizing
"compliance", and while they have danced around the language, it is clear, based on the training that was
previously being pushed, that Critical Race theory training is the goal. One of the options for the goal is to
have people have "conversations" with the group about what they have learned. That seems to me to be a
way to host informal Critical Race Theory training sessions. In addition, my supervisor now wants to start
having group conversations about DEI, which will inevitably lead to CRT discussions. This seems to me to be a
way to establish a practice of social pressure, particularly since it is related to performance. I can not say for
sure that a
I would like to report my
for their
subjecting us to critical race theory sessions. This is extremely polarizing and comes the day before the
election. Not a very subtle assault on students who dissent from this way of thinking. I have attached the
readings.
These sessions regularly take a political bent that is stifling to conservative voices. Please help us. This is a
should be welcoming to people of all perspectives. Not just wokies.
The
wish to be anonymous.

Could someone please review the email that I am forwarding for violation of Executive Order 13950 (race
and sex sterotyping) or because this was emailed to everyone
M
in violation
of
training at the college and regularly has offensive divisive emails. Not to
mention using her position at the
influence an election is unethical,
I would like to stay anonymous if possible as to not jeopardize my job.
Thanks so much for reviewing this email,

190

11/6/2020 3:19 PM

Named Complaints

Academic Institution
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All Inquiries for Executive Order 13950
Weekly Report
November 9, 2020

Date/Time
Opened

Inquiry Category

Description

Description
the
be sued for libel or slander? I present the case for their press release being a gross
misrepresentation below. I know it's not in your purview, but maybe it is worth forwarding to someone who
is interested.
Thanks regardless,

11
2F1GjoO 2PI OJG

D a p reserved=0

Date: Sunday, November 01, 2020 16:

11/6/2020 3:25 PM

Compliance Assistance
Request

None

12

11/6/2020 3:28 PM

Named Complaints

School District

Hil You seem to be the author of this press release.You seem to be the author of this press release.
Could you tell me where you got the phrase "Marxist doctrine"? It's certainly not anywhere in the text of the
executive order. As far as I know, it doesn't even make sense, since good Marxists are typically not fans of
critical race theory since they prefer to believe that it's all about class and not about race. Could you give me
the source of this quotation?
Also, I read the executive order and this statement in the press release that describes the press release as
"prohibiting federal employees, contractors, and grant recipients from discussing or considering concepts
such as critical race theory and white privilege and discouraging diversity education and training" is actually
entirely and expressly false. I'll quote the executive order, Sec 10, below:
Sec. 10. General Provisions, (a) This order does not prevent agencies, the United States Uniformed Services,
CC-4 Complaint Form Attached. The
located in
had me
take a "Courageous Conversation" training about isolating race on October 30, 2020 via Zoom. There were
many race stereotypes indoctrinated in this training. During this training, we were asked to isolate race and
examine the role of "whiteness." Trainees were asked to take a "white privilege" "survey" and were placed
on a color line. We were asked to examine our relationship and association to "whiteness." The training
objectives were identified as: to decenter whiteness We were shown a document that showed "common
characteristics of most US white people most of the time." I am afraid to complain to my district because I
do not feel safe going to them about this matter as this initiative is coming from the district.
Hello,
I'd like to report a possible violator of Exec Order 13950 however I'm unsure what constitutes a "federal
contractor". The company in question has a
to various state and federal
agencies. Services related to that software could be provided by internal consulting organizations of the
company or via contracting partners.

13

11/6/2020 3:16 PM

Anonymous Complaints

Information Technology

14

11/6/2020 3:31 PM

Named Complaints

Non-Profit Organization

11/6/2020 3:23 PM

Anonymous Complaints

None

15

1. I was forced to resign or get terminated due to the fact I did not want to want to meet with the director
and a third party without having representation at a meeting I was summoned two times to a meeting on
what they determined was misconduct on my part in a diversity training program that was offered to our
staff and volunteers. 2. I believe it was retaliation for making comments during the training about
monuments being taken down, redlining, and Black Lives Matter. It might have been discrimination because
I am a white male and whiteness was mentioned as a bad thing in the training. So it could also be
discrimination. 3. These actions happened at a Zoom meeting on October 9, Staff and volunteers were
involved along with the presenter of the diversity training, who was from an organization called Promoting
Good LLC. 4. I have felt that my freedom of speech in making comments at the training was taken away
once. Even though comments and interaction was encouraged, once I made comm
I am in need of help clarifying if the contractor that I am working for, who is indeed a federal contractor, is
allowed to have me attend critical race theory classes that they are holding on the job site. Is there
somebody that could answer this question or steer me in the right direction to get my question answered.
Thank you.
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From:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Williams, Tina T - OFCCP
Davidson, Patricia J - OFCCP; Gaglione, Robert J - OFCCP; Gean, Lissette - OFCCP
11/9/2020 3:24:00 PM
RE: EO 13950 Weekly Report

To:
CC:
Sent:
Subject:

Thanks Tina. Much appreciated.
Craig E. Leen
OFCCP Director

From: Williams, Tina T - OFCCP
(b) 6
Sent: Monday, November 09, 202O 1:46 PM
To: Leen, Craig - OFCCP <Leen.Craig@DOL,gpv>
(b) 6
W dol,gpv>.i Gpg_119ne, Robert J - OFCCP
Cc: Davidson, Patricia J - OFCCP <I
<Gaglione.Robert.J@dol.gov>; Gean, Lissette - OFCCP i
©dol.gov>
(b) 6
Subject: EO 13950 Weekly Report
Craig,
This week (11/2/2020 - 11/6/2020), OFCCP received a total of 15 inquiries;
9 named complaints
3 anonymous complaints
1 requesting compliance assistance
2 Opposed to Executive Order 13950
No training materials were received this week
Examples of inquiries received this week:
Complaint — Required to take what is being called "Diversity, Equity, and Inclusivity" (DEI) training.
Employees who refuse to take the training are threatened with discipline.
Complaint — Employee is complaining that the person in charge of diversity training regularly has
offensive divisive emails.
Complaint — Employee was forced to resign or get terminated because the employee did not want to
meet with the director and a third party without having representation for a meeting to discuss their
part in making comments during diversity training about monuments being taken down, redlining, and
Black Lives Matter.
Compliance Assistance — Requesting assistance if the author of a press release can be sued for
libel if they misinform the public about Executive Order 13950.
Opposes Executive Order 13950 — An individual wrote, "The hotline is ridiculous."
General Bullets of all unique inquiries received as of 4pm ET on 10/30/2020:

OFCCP has received 176 unique inquiries on the EO 13950 Hotline.
Of these 176 inquiries, there are 141 complaints: 94 from named complainants and 47 from
anonymous sources reporting information about organizations purported to be in violation of

DOL004034

EO 13950.
23 of the inquiries are from individuals seeking compliance assistance. (One request was
removed)
12 of the inquiries are written to oppose EO 13950.

Tina Williams Director
Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-3325 I Washington, DC 20210
Direct:

Fax:

II
202-693- 1305
Email: j (b) 6 1:4!dol.grov
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From:

Davidson, Patricia J - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE
GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=881AFF8BF6FB4A85AE33921A0CB1596B-DAVIDSON, P>
Leen, Craig - OFCCP
Smith, Kelley - OFCCP
11/9/2020 3:19:15 PM
FW: FranklinCovey, UB Executive Order response
Executive Order Response and detail - 9 30 20.pdf

To:
CC:
Sent:
Subject:
Attachments:

Craig,
Here is the detailed information from Franklin Covey. They address the EO practically line by line.
Best.
Patty
Patricia Davidson
Deputy Director
Office of Federal Contract
Compliance Programs
(O) 202; /
(C) 202i b)

k

6

From: Jim Lewis <J (b) 6 ',FranklinCovey.com>
Sent: Friday, November6;-2020 3:47 PM
To: Smith,._Kpl.lgy_.1OFCCP <1
(b) 6
Idol.gov>; Davidson, Patricia J - OFCCP
(b) 6
_ dol.gov>
_
Subject: FranklinCovey, UB Executive Order response
CAUTION - The sender of this message is external to the DOL network. Please use care when clicking on links and responding with
sensitive information. Send suspicious email to sparn©dolsiov.

Hi Kelley and Patricia,
In preparation for Monday's meeting, please review the attached. It is FranklinCovey's response to the
Executive Order. You also have full access to the Unconscious Bias materials and videos.
Agenda
Unconscious Bias. What further questions do you have on UB? This content can be turned off in the
All Access Pass portal.
Plans to roll out All Access Pass.
"State of the Union" for OFCCP
Have a wonderful weekend. We'll talk Monday.
Warm Regards,

Jim

Ft-anki r Covey
THE IATINATC C0040t/TrWt A,CeVANTAAIE
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Jim Lewis
Client Partner
FranklinCoveyiFederal Government Services

(b) 6
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THE ULTIMATE COMPETITIVE ADVANTAHE

FranklinCovey Response to Executive Order
on Combating Race and Sex Stereotyping
As a global firm specializing in learning and development with more than three decades
of experience supporting the Federal government, FranklinCovey wants to ensure its clients and
the American people that our content and operations are in compliance with the recently released
Executive Order on Combating Race and Sex Stereotyping.
We also understand that our clients across the Federal sector have put their confidence in
our compliance with all executive orders and federal law. As such, what follows is a summative
response as well as a detailed response to the Executive Order (link here) and corresponding
OMB guidance (link here).
If you or the senior political appointee responsible for reviewing and approving Federal
employee diversity and inclusion training and confirming the curriculum meets the standard of
fair and equal treatment of individuals have any questions, please do not hesitate to reach out to
FranklinCovey's designated points of contact below:
Mr. Preston Luke
_Manaaina_Ditector, Government Services
(

b) 6 !,franklincovey.com

Miss. Rylee O'Dowd
Marketing Director, Government Services

(b) 6 afranklincovey.com

FranklinCovey Co
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Memorandum in Response to Executive Order on Combating Race and Sex
Stereotyping (September 22, 2020) and M-20-37: Memorandum for the Heads
of Executive Departments and Agencies (September 28, 2020)
FranklinCovey's mission is to Enable Greatness in People and Organizations
Everywhere.
For more than thirty years, we have been committed to the idea that in every person and
organization there resides the potential for greatness. As such, all of our thought leadership and
training are focused on unleashing that capability. Our goal is that every individual in every
organization can confidently state, "I'm a valued member of a winning team doing meaningful
work, in an environment of trust." Our offerings include competency-based, principle-centered
programs such as The 7 Habits of Highly Effective People and Leading at the Speed of Trust.
Each of these courses provides participants with the mindset, skillset and toolset required to
create lasting change in behavior and help individuals, teams and organizations everywhere
achieve their highest priorities and unleash their full capabilities.
FranklinCovey's recent offering entitled Unconscious Bias: Understanding Bias to Unleash
Potential is no different. Our solution affirms the worth and potential of all individuals and
promotes and supports equal and fair treatment through a three part model — (1) identify bias is
focused on identifying self-limiting beliefs and preferences that might inhibit opportunity for
anyone, (2) cultivate connection is focused on the profound impact of empathy and curiosity in
ensuring fair treatment and building inclusive work environments, and (3) choose courage is
focused on personal accountability to learn and continuously improve. Through this model, we
firmly support the sentiment shared in the latest memorandum released by the OMB "...that all
Federal workers are treated with the individual respect they deserve and that the Federal
government continues to foster a workplace of respect for all."
Our solution also highlights the proven neuroscience of bias and the reality that as humans, our
brains are supercomputers taking in 11 million bits of information and only able to process 40
bits at a time. Our brains use cognitive shortcuts to manage that processing difference and these
shortcuts can hamper innovation, lower engagement and complicate decision making.
Our content makes no assumptions about any groups of people and instead asks learners to think
critically about the lens through which they view the world to promote inclusion and avoid the
misunderstandings that can lead to divisiveness.
A thorough review of our facilitator guide demonstrates that we intentionally do not discuss or
make any assertions about critical race theory, white privilege, intersectionality, systemic
racism, positionality, racial humility or any content that would drive or support divisiveness in
any way.
/O4.4.4

L

Preston Luke
Managing Director, FranklinCovey Government.
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Detailed Response to Executive Order on Combating Race and Sex
Stereotyping (September 22, 2020) and M-20-37: Memorandum for the Heads
of Executive Departments and Agencies (September 28, 2020)
Bulleted items in quotes and bold are direct statements pulledfrom M-20-37.
• "On September 22, 2020, the President issued an Executive Order on Combating
Race and Sex Stereotyping. The Executive Order encourages diversity and inclusion
efforts consistent with principles of fair and equal treatment, and it defines the sort
of divisive trainings the Administration seeks to end."
FranklinCovey's Unconscious Bias: Understanding Bias to Unleash Potential content is fully
committed to the fair and equal treatment of all individuals in the United States. The content is
designed to build organizational cultures where all employees feel respected, included and
valued.
•

"M-20-34 alerted agencies that some Federal worker "training" sessions are being
held - at taxpayer expense - that demonstrably undermine this core American
principle by stereotyping and scapegoating specific groups of people."

In all FranklinCovey content, including but not limited to Unconscious Bias: Understanding
Bias to Unleash Potential, we do not teach or promote the principles of stereotyping or
scapegoating. Specifically, Unconscious Bias: Understanding Bias to Unleash Potential
highlights the proven neuroscience of cognitive bias, conscious and unconscious, and the reality
that as humans, our brains are supercomputers taking in 11 million bits of information and only
able to process 40 bits at any one time. Our brains use cognitive shortcuts to manage the
difference between all the information we receive and what we are able to consciously process
and these shortcuts can hamper innovation, lower engagement and complicate decision making.
In our content delivery, we provide the skills and tools necessary to recognize when these
cognitive shortcuts are in play with an emphasis on asking questions, empathic listening, creating
space between stimulus and response, and thinking skills. This understanding allows participants
to tap into the full talent and potential of their teams, make the best decisions within their
stewardship and for their organization and ensure fair and equal treatment.
•

"These divisive trainings constitute a malign subset of a larger pool of Federal
agency trainings held to promote diversity and inclusiveness. The sort of training at
issue does neither; it sows division among the workforce by attempting to prescribe
and impose upon employees a conformity of belief in ideologies that label entire
groups of Americans as inherently racist or evil (e.g., critical race theory)."

FranklinCovey takes our role as appropriate stewards of taxpayer funds very seriously. Be it our
small and disadvantaged business subcontracting plans and commitments, our annual EEO
reporting to the Federal government, or our procurement processes and GSA schedule, we work
to ensure high trust, high integrity and high value support of the critical work the Federal
government does in support of the American people.
FranklinCovey Co
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It is through that lens that our content is designed and delivered. FranklinCovey's diversity and
inclusion content is designed to promote positive organizational culture and results, as well as
unite individuals in pursuit of the common good for everyone in our country. One of the central
tenants of FranklinCovey's content is to "assume good intent." With that in mind, our content
does not identify or label any group of people as inherently racist or evil and instead works to
build the skills and tools necessary for increased understanding and collaboration across
differences and encourages the expansion of our respective points of view to allow for the full
diversity of thought that exists in this country. FranklinCovey does not promote training that is
divisive or intended to impose conformity on any group, big or small. The core of our content
lies in timeless and universal principles that serve as the foundation for lasting effectiveness.
• "The President and the Administration believe the fair and equal treatment of
individuals is an inviolable principle that must be maintained in the Federal
workplace. Agencies should continue all training that will foster a workplace that is
respectful of all employees. [...] the Federal government is proud that as an
employer we have employees of all races, ethnicities, and religions. Our commitment
and efforts to welcome all individuals who seek to serve the American people
remains, and our commitment to the fair and equal treatment of Federal employees
is enduring. Taking the steps described in this memorandum will help ensure that
all Federal workers are treated with the individual respect they deserve and that the
Federal government continues to foster a workplace of respect for all."
In addition to what is stated above, FranklinCovey believes people are inherently capable, aspire
to greatness, and have the power to treat others in a fair and equal way. Our training fosters a
workplace that is not only respectful of all employees but also allows for every individual to
thrive at work.
•

"Review these trainings to determine whether they teach, advocate, or promote the
divisive concepts specified in the Executive Order on Combating Race and Sex
Stereotyping ( e.g., that the United States is fundamentally racist or sexist or that an
individual, by virtue of his or her race or sex, is inherently racist, sexist, or
oppressive)."

FranklinCovey's Unconscious Bias: Understanding Bias to Unleash Potential training does not
teach, advocate, or promote divisive concepts. Our content does not suggest or support that the
United States is fundamentally racist or sexist or that an individual, by virtue of his or her race or
sex, is inherently racist, sexist, or oppressive. Instead, our content is driven by the words of our
co-founder Steven R. Covey, "We think we see the world as it is, when in fact we see the world
as we are." Each of us is guided by our experiences, education, context, culture and families.
The collection of these things and our personalities form the lens through which we see the
world. This includes preferences like risk aversion or risk tolerance. Even the word risk means
different things to a military veteran or law enforcement officer than it does to a small business
owner. We have preferences around how decisions are made, how conflict is navigated, or how
much a particular role is valued.

FranklinCovey Co
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These perspectives are unique to each individual and not inherently negative. The more we can
understand our own lens, the better we can navigate our colleagues, our teams and organizations,
and the world to achieve profound impact and results.
"Reviews of specific training curriculum materials can be supplemented by a
broader keyword search of agency financial data and procurements for terms
including, but not limited to: "critical race theory," "white privilege,"
"intersectionality," "systemic racism," "positionality," "racial humility," and
"unconscious bias." When used in the context of diversity training, these terms may
help to identify the type of training prohibited by the E.O. Searching for these key
words without additional review does not satisfy the review requirements of the
E.O."

While a key word search for "unconscious bias" will yield results as it is clearly used in the
curriculum name and throughout the content, the concept is not used in a divisive way. The term
"bias" is defined in the first section of the curriculum as a preference in favor of or against a
thing, person, or group compared to another. The word preference is an intentional choice
because we traditionally think of bias as inherently negative, but preference allows for the reality
that bias is a natural part of how the brain works. Our definition continues with the notion that
bias can be held by an individual, a team or institution. For example, some leaders have a bias
for action. Similarly, teams can have a bias in favor of consensus and an institution can have a
bias against change. Each unconscious bias program that exists in the marketplace defines bias
uniquely, and FranklinCovey has been intentional about defining bias in a way that does not
vilify or promote any individual or group.
Bulleted items in quotes and bold are direct statements pulledfrom Executive Order on
Combating Race and Sex Stereotyping
"Instructors and materials teaching that men and members of certain races, as well
as our most venerable institutions, are inherently sexist and racist are appearing in
workplace diversity trainings across the country, even in components of the Federal
Government and among Federal contractors. For example, the Department of the
Treasury recently held a seminar that promoted arguments that "virtually all White
people, regardless of how `woke' they are, contribute to racism," and that instructed
small group leaders to encourage employees to avoid "narratives" that Americans
should "be more color-blind" or "let people's skills and personalities be what
differentiates them."

FranklinCovey instructors are trained and materials are designed to make every person attending
the course feel respected, included, and valued so that they are able to contribute their best in
service of the American people. Our content affirms that to have bias is to be human and that our
biases and preferences are not inherently negative and certainly not inherently sexist and racist.
Instead, the course confirms that the cognitive shortcuts in our brain help us navigate a complex
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world and promote a model aligned to performance. Participants are asked to think critically
about their preferences and, through a leadership lens, ask the questions: does this perspective
support equal and fair treatment and does it support employee engagement and performance?
The introduction of the course also includes participant ground rules that set a foundation of
openness and growth, including (1) having a learner mindset, (2) being open and respectful of
people's experiences when shared, and (3) asking questions as they come up. These ground rules
allow individuals and groups to feel safe and open during the training. No one is made to feel or
think that they are inherently racist or sexist through this content and our instructors and
materials do not promote any of the sentiments identified above.
•

"Executive departments and agencies (agencies), our Uniformed Services, Federal
contractors, and Federal grant recipients should, of course, continue to foster
environments devoid of hostility grounded in race, sex, and other federally
protected characteristics. Training employees to create an inclusive workplace is
appropriate and beneficial. The Federal Government is, and must always be,
committed to the fair and equal treatment of all individuals before the law."

FranklinCovey is the world leader in helping organizations achieve results that require lasting
changes in human behavior often the most difficult challenge any organization faces. As we
think specifically about inclusive leadership and inclusive workplaces, our content is designed to
provide tactical and concrete strategies for fostering inclusion and defusing conflict by building
self-awareness, showing vulnerability, deploying empathy and curiosity and managing
courageous conversations with a balance of tact and consideration.
•

"But training like that discussed above perpetuates racial stereotypes and division
and can use subtle coercive pressure to ensure conformity of viewpoint. Such ideas
may be fashionable in the academy, but they have no place in programs and
activities supported by Federal taxpayer dollars."

FranklinCovey's content is intentionally simple and straightforward. Socrates said the beginning
of wisdom is the definition of terms. From the outset, we are clear to define bias as a preference
and that preference may have benign, positive or negative consequences. We define three zones
of performance — the high-performance zone where people feel respected, valued and included,
the limiting zone where people feel ignored or tolerated and the damaging zone where people
feel slighted, harassed and abused. We also share concrete examples of what it looks and feels
like to be in each of these zones. A person might feel limited if their ideas are constantly
dismissed or might feel like they're in the damaging zone if they're consistently passed over for a
promotion without any follow-up feedback on how to improve. In contrast, they might feel like
they are in the high-performance zone when they have a leader who seeks out their input, gives
them praise in public and critical feedback in private and supports a recent idea or program pitch.
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Unconscious Bias: Understanding Bias to Unleash Potential does not use subtly coercive
pressure to ensure conformity to perpetuate racial stereotypes and division. Instead, we create an
environment that is open to dialogue and discussion and ensures both public and one on one
opportunities to ask questions or seek clarity. By applying the concepts taught in
FranklinCovey's Unconscious Bias course, individuals will increase their ability to notice and
adjust for biases, more fully respect, include and value the people around them, and release
everyone's potential to contribute their best both personally and professionally.
"Research also suggests that blame-focused diversity training reinforces biases and
decreases opportunities for minorities."
When people feel accused of bad behavior or prejudice, they immediately become defensive. As
experts in adult-learning methodology, FranklinCovey knows that moving someone into the
defensive part of their brain is not an effective means for growth and development. It is also
inaccurate. Bias is a natural part of the human condition and helps our brains sort all of the
information coming at us in a given moment and navigate the world. Our goal is to explore our
biases and ensure that we are maintaining the perspectives that enhance our possibilities and the
possibilities of those around us and examine the perspectives that might be limiting to our own
possibilities (like self-limiting beliefs) or those around us.
The program does not single out or focus blame on any individual or group to illustrate or
reinforce learning and instead builds on the natural connectivity of the human experience. There
is more that unites us than what separates us. The principles in the course reinforce the mandate
for - all employees to receive fair and equitable treatment in all aspects of personnel management
without regard to" race or sex "and with proper regard for their . . constitutional rights."
"Therefore, it shall be the policy of the United States not to promote race or sex
stereotyping or scapegoating in the Federal workforce or in the Uniformed Services,
and not to allow grant funds to be used for these purposes. In addition, Federal
contractors will not be permitted to inculcate such views in their employees."
A fair and equal workplace is the responsibility of every federal employee. Scapegoating
specific groups for any unfairness or inequity that might exist is not helpful to enabling
greatness. In addition, ANY comment or perception that applies to a whole group of people is
problematic whether that statement is about race (all white men, for example), veteran status (all
veterans, for example) or generation (all millennials, for example). FranklinCovey's
Unconscious Bias content works to dispel the myth that any statement can be made about an
entire group of people and instead asks learners to build meaningful connections with their peers,
leaders and subordinates in service of team collaboration, results and inclusiveness across their
respective organizations. Learning and development should not make grand assertions or binary
statements. Instead, our goal is to introduce flexible models and frameworks that learners can
apply to the circumstances they face each day at work.
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"Sec. 2. Definitions, Sec. 3. Requirements for the United States Uniformed Services,
and Sec. 4. Requirements for Government Contractors [...] For the purposes of this
order, the phrase:
(a) "Divisive concepts" means the concepts below and the contractor shall
not use any workplace training that inculcates in its employees any form of race or
sex stereotyping or any form of race or sex scapegoating, including the concepts
that"
(1) one race or sex is inherently superior to another race or sex;
(2) the United States is fundamentally racist or sexist;
(3) an individual, by virtue of his or her race or sex, is inherently racist,
sexist, or oppressive, whether consciously or unconsciously;
(4) an individual should be discriminated against or receive adverse
treatment solely or partly because of his or her race or sex;
(5) members of one race or sex cannot and should not attempt to treat others
without respect to race or sex;
(6) an individual's moral character is necessarily determined by his or her
race or sex;
(7) an individual, by virtue of his or her race or sex, bears responsibility for
actions committed in the past by other members of the same race or sex;
(8) any individual should feel discomfort, guilt, anguish, or any other form of
psychological distress on account of his or her race or sex; or
(9) meritocracy or traits such as a hard work ethic are racist or sexist, or
were created by a particular race to oppress another race."
(b) "Race or sex stereotyping" means ascribing character traits, values,
moral and ethical codes, privileges, status, or beliefs to a race or sex, or to an
individual because of his or her race or sex.
(c) "Race or sex scapegoating" means assigning fault, blame, or bias to a race
or sex, or to members of a race or sex because of their race or sex. It similarly
encompasses any claim that, consciously or unconsciously, and by virtue of his or
her race or sex, members of any race are inherently racist or are inherently inclined
to oppress others, or that members of a sex are inherently sexist or inclined to
oppress others.
As outlined in the detailed responses above, FrankinCovey's Unconscious Bias: Understanding
Bias to Unleash Potential content does not promote, mention or even allude to "divisive
concepts," "race or sex stereotyping," or "race or sex scapegoating." Our content is designed to
speak to bias around all facets of American life: veteran status, organization, risk, extroversion
and feelings about remote work. It is designed to align to performance and a fair, equal and
inclusive work environment that allows each individual to contribute their best in service of the
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American people. A review of our materials, thought leadership, marketing and media on the
subject will confirm our intent and perspective.
As a publicly-traded and global company, FranklinCovey has been intentional in our effort to
remain politically neutral and ensure that our content resonates across the wide range of
stakeholders we serve including the Federal government, state and local governments, law
enforcement at all levels, K-12 schools, institutions of higher education, local and global nonprofit organizations and the private sector.
•

(d) "Senior political appointee" means an individual appointed by the President, or
a non-career member of the Senior Executive Service (or agency-equivalent
system)."

FranklinCovey welcomes the opportunity to discuss and engage with any senior political
appointee reviewing our content for compliance and is happy to provide any additional detail
required.
"Sec. 6. Requirements for Agencies. (a) The fair and equal treatment of individuals
is an inviolable principle that must be maintained in the Federal workplace.
Agencies should continue all training that will foster a workplace that is respectful
of all employees."
FranklinCovey agrees wholeheartedly that the fair and equal treatment of individuals is an
inviolable principle that must be maintained in the Federal workplace. We are honored by the
opportunity to serve the American people by serving the Federal government, and our experience
delivering diversity and inclusion and unconscious bias training for the past decade has proven
what a profound impact well developed and competency-based content can have on fostering a
workplace that is respectful of all employees and building an inclusive organizational culture.
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Additional Resources for Response to Executive Order on Combating Race
and Sex Stereotyping (September 22, 2020) and M-20-37: Memorandum for
the Heads of Executive Departments and Agencies (September 28, 2020)
•

Bias: Understanding Bias to Unleash Potential overview video
https://resources.franklincovey.com/unconscious-bias/unconscious-bias-overview

Unconscious

o

FranklinCovey Unconscious Bias resource page
o https://www.franklincovey.com/Solutions/unconscious-bias.html
•

OnLeadership Podcast episode with thought leader, Pamela Fuller
o https://resources.franklincovey.com/home/49-pamela-fuller
Bias: Understanding Bias to Unleash Potential Participant Guide and
Facilitator Guide
o Can be made available upon request.
Unconscious
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From:

To:
CC:
Sent:
Subject:
Attachments:

Williams, Tina T - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS/CN=DE1CA1BB58004746A50104BD40A50623WILLIAMS, T>
Leen, Craig - OFCCP
Davidson, Patricia J - OFCCP; Gaglione, Robert J - OFCCP
11/12/2020 11:15:53 AM
RFI Report
EO 13950 Comment Summary 11.10.2020.xlsx; EO 13950 Comments PDF 11.10.2020.pdf

Tina,
The attachments and summary below reflect the comment count as of 12 PM Tuesday, November 10th:
• As of Noon on November 10, 2020, OFCCP has received 435 comments on the Request for Information:
Race and Sex Stereotyping and Scapegoating. Of the 435 comments received, 29 supported and 400
opposed Executive Order 13950. Of the supportive comments, 21 specifically mentioned Critical Race
Theory while only 2 of the opposing comments did. Only 3 comments have requested an OFCCP
assessment of attached training materials.
• None of the comments have been submitted on behalf of an employer.
• 375 comments were part of a mass mail campaign that opposed the Executive Order.
Also, please note that the PDF of the comments cuts off the full text of some of the longer comments, but the full
text can be accessed in the Excel spreadsheet or by clicking the links to Regulations.gov.
As of November 10th, the total comment count was 539; however, since then we have received an additional
543 comments as a part of the mass mail campaign opposing the Executive Order; totaling 1082 comments.
This will require a significant amount of time to run the report multiple times a week now that we have a mass
mailing campaign and will impact priorities because of limited bandwidth.
Thanks.
Tina Williams Director
Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-3325 I Washington, DC 20210
Direct: 202
Email: I

(b) 6 I Fax: 202-693- 1305
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A
1 Comment Number
2
3

Name

OFCCP-2020-0002-0002
OFCCP-2020-0002-0003

4 OFCCP-2020-0002-0004

5

B
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,i

._i

Anonymous

OFCCP-2020-0002-0005

6 OFCCP-2020-0002-0006

7

OFCCP-2020-0002-0007

8 OFCCP-2020-0002-0008
9 OFCCP-2020-0002-0009
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1 Comment
2 Critical Race Theory (and other grievance studies) are a threat to a free society.
3 CRT is racist and should be banned
4
5

Critical Race Theory is anti-white propaganda. Its racist towards whites, and it needs to be stopped. We can only coexist with other races if everyone is treated the same and no one is demeaned.
Critical race theory should be banned from all government funded institutions

I am 100 percent AGAINST the idea of CRT. This is a hateful indoctrination and should be banned IMMEDIATELY from all public and private schools, Government and Corporations. CRT is anti white and
6 racist and contrary to all the good which America stands for. BAN CRT NOW I 1 1 1
CRT in all of its variations is highly divisive and counter to Americas ideals. It flies in the face of Civil Rights law and will reverse all of the good it has done. To allow CRT to be promoted will only breed
more racism, divisiveness, discrimination, and hate in our country. It is in large part to blame for the current state our nation is in. It should not be allowed anywhere within our federal government or
with those who do business with the federal government, or with those who receive federal funding. We most hold fast to the words of Martin Luther King Jr. and judge others not by the color of their
7 skin, but by the content of their character.
8 Good EO. Critical Race Theory is dangerous. Needs to go further. California is about to legalize discrimination based on race, gender, etc. This must be stopped.
9

Critical Race Theory is modern day segregation and speaks to a perverse view of collectivism versus individualism. I am completely against CRT training in the workplace and schools. Thank you.

Critical race theory is a trojan horse that threatens our future. It is institutionalized racism and is the exact stuff that should be stamped out. We are not a racist country, but this perverted ideology could
10 take us back there
The Critical Race Theories being taught in schools and conducted as trainings in the workplace is nothing but anti White racism. If you substituted the words Jewish, Asian, Black, Hispanic, or any other
racial group with the word White the seminars and teachings would be categorically racist. Whites are not immune from being treated poorly or from being the target of racism. These racial sensitivity
trainings are dressed up racism toward White people. In fact, the very metric of success is measured in negative outcomes for White people. If there are fewer Whites admitted to college or getting jobs
then this is a success according to CRT advocates. If White life expectancies drop, fertility rates drop, incomes drop, then these are considered successful outcomes for CRT advocates. I am personally
11 embarrassed so many people have fallen for this race hustler hoax, and it is a moral outrage that taxpayers are funding this fraud.

12

Critical Race Theory, misrepresented in the main stream media as "racial sensitivity training" is tearing our country apart. We are a country founded on principles of individual human rights and human
equality. We have not always lived up to that, but the sentiments espoused in the Declaration of Independence and enshrined in the limited government structure of the Constitution were true when
written and have been expanded since. The current racial narrative is that America is as deeply racist today as it was during slavery or Jim Crow, and centers everything on group identity and group
responsibility. That is entirely antithetical to our founding. To attribute characteristics to a white person because they are white or a black person because they are black is the definition of racism. All
white people are not racist, and all black people in America do not see themselves as victims of a racist country in 2020. That is not to say we do not have racism, discrimination, or inequality to work on
rooting and solving. I can say that using the tools of Critical Theory which completely reject the principles of individual human equality, logic, reason, the Scientific Method, et cetera are the exact wrong
tools to use in addressing real racial issues today. We are inflaming racial tensions by attributing the Scientific Method, the nuclear family, showing up on time, turning in your work, etc. as aspects of
"Whiteness" as the Smithsonian did this summer is deeply offensive and racist. As an American who cares about racial justice and equality, I urge our taxpayer funded government to reject the divisive
message or Critical Theory and embrace liberal values of equality, human dignity, and human flourishing.

I strongly endorse the President's Executive Order 13950. I concur completely with his analysis and rationale. Our nation cannot realize the dreams and goals of our founders and our current citizens if
13 we are divided; if scapegoat and if don't live up to the Declaration of Independence, "that all men are created equal."
I am very grateful that you are taking action to protect our nation from the poisonous ideology of Critical Race Theory. It is a school of thought that can only lead to hatred and division. I have
experienced first hand the destructive nature of CRT as it has created division within my own family. I never could have imagined that by working to raise my daughters well and sending them to college I
14 was actually destroying our relationship. I hope and pray that we are able to prevent other families being destroyed by the lies perpetuated in CRT.
15 I want this. CRT breeds hatred, victimhood, division, and abusive behavior. I do not want it in our federally funded institutions. It is political and dangerous.
16 You are all insane' 1 0 1 What do you really want? What blacks want besides looting?
Thank you for creating this EO. Critical Race Theory is pseudo-scientific, anti-academic, racist drivel. It rejects objectivity, individualism, and liberalism. It has not place in the public square and should not
17 receive a dollar of funding from my taxes.

DOL004050

D
Submitted on Behalf of
1 Employer?
2
3

E

F
Employer identified as a 'nonEmployer (if Named in Comment) contractor?'

G
H
Request for OFCCP assessment
of training
Attachment?

I
Location of
Commenter
NC
PA

4
5

TN

6

NJ

7
8

WA
CA

9

WI

10

CA

11

CA

12

PA

13

MI

14
15
16

IA
AZ

17

UT

DOL004051

J
1 Oppose/Support EO 13950

K
Mass Mail Campaign?

L
Mass Mail Campaign Code

M
Mention Critical Race Theory

2 Support
3 Support

Y

4 Support

Y

5 Support

Y

6 Support

Y

7 Support

Y

8 Support

Y

9 Support

Y

10 Support

Y

11 Support

Y

12 Support

Y

N
Nonsubstantive

O
Duration

P
Measurement

Y

13 Support

14 Support
15 Support

Y
Y

16
17 Support

Y
Y

DOL004052

Q
1 Frequency
2
3

R
Expense/ Costs

S
Complaints regarding training

T
Who developed the training

U
Mandatory/Voluntary

V
Portion of mandatory training related to
diversity

4
5
6

7
8
9
10

11

12
13

14
15
16
17

DOL004053

W
Portion of voluntary training related to
1 diversity
2
3
4
5
6

7
8
9
10

11

12
13

14
15
16
17

DOL004054

A

B

18 OFCCP-2020-0002-0018

(b) 6

19 OFCCP-2020-0002-0019
20 OFCCP-2020-0002-0020
21 OFCCP-2020-0002-0021

•
Anonymous

22 OFCCP-2020-0002-0022
23 OFCCP-2020-0002-0023
(

b) 6

24 OFCCP-2020-0002-0024
25 OFCCP-2020-0002-0025
26 OFCCP-2020-0002-0026
27 OFCCP-2020-0002-0027

Anonymous

b) 6 :

L
•

28 OFCCP-2020-0002-0028

29 OFCCP-2020-0002-0029

Anonymous

30 OFCCP-2020-0002-0030

Anonymous

DOL004055

C

18
19

I support preventing the teaching of CRT, or at least preventing presenting CRT as the only method for viewing racial disparities/issues. It has some aspects of truth, like all good lies, and so many wellmeaning but ill-informed people agree with it. It pretends to be the heir to MLK and the civil rights movement, but it was founded because its founders interpreted the civil rights movement to be a
failure. They openly question "the very foundations of the liberal order, including equality theory, legal reasoning, Enlightenment rationalism, and neutral principles of constitutional law" (Delgado and
Stefancic (2001), "Critical Race Theory, An Introduction"), which many people think that despite failures have lead to a pretty good system of governance. CRT lacks nuance (everything is, or is caused by,
racism), it defies dissent (CRT uses anecdotes as evidence - of course anecdotes cannot be disagreed with, but anecdotes are a weak form of evidence because they are so limited. Those who dissent are
assumed to do so not due to objective reasoning (which is doubted), but because they want to maintain the racist status quo), and it rejects any methods which can be used to disagree with it. The tips
section for this comment says "Base your justification on sound reasoning, scientific evidence, and/or how you will be impacted". CRT would be happy to use "how you will be impacted" (if "you" is a
person of color, and "impacted" refers to negative effects of living in a white supremacist culture - any other answers are the results of internalized oppression), but "sound reasoning" and "scientific
evidence", when used to disagree with it, are called "The Master's Tools" (Lorde (1984), The Masters Tools Will Never Dismantle the Masters House.). Sound reasoning and scientific evidence are
assumed to be limited to use by white people, which is both racist and untrue. It is a political (power-based) strategy for analyzing racism which goes against the lofty goals of equality and justice
foundational to the civil rights movement and foundational to the US Constitution. Disagreeing with CRT is a matter of choosing a different set of politics - usually, one which is less self-interested and
more moderate. CRT is an aberration, not an elevated and evolved version of the civil rights movement.
https://amgreatness.com/2020/10/05/trumps-anti-critical-race-theory-order-is-necessary-but-insufficient/ I think critical race theory is horrible. It needs to be out of all government and schools.

https://amgreatness.com/2020/10/05/trumps-anti-critical-race-theory-order-is-necessary-but-insufficient/ As comment I submit my article published at American Greatness commenting on the merits
20 and demerits of Trumps order as it stands. I offer what I think is a way forward to builds on the existing order to reach a more robust approach to the issue.
I am a federal employee and I see these trainings frequently. They are divisive, racist and anti-American. White people are not born racist and the large majority simply are not. America is a great country
21 founded on equality. Ideas like equity are dangerous.

22

Scapegoating has no place in any system which intends good outcomes for its inhabitants. It is inevitably a Shirley Jackson Lottery which, in the end, ritualistically chooses victims to bear the burden of its
own sins. The Critical Race Theory which has begun to pervade workplaces in the United States is nothing more than a restated version of the scapegoating that we have seen so many times before, both
here and elsewhere. The process itself is inherently toxic; and while it takes great effort to avoid, the effort is worthwhile. Critical Theory is in direct opposition to American ideals and in particular,
Critical Race Theory is in direct opposition to the Civil Rights Acts enacted federally and in states during the 1960s--laws which were hard-won and profoundly based upon the notion of human dignity.
The President's executive order is wise in targeting the results of these phenomena rather than the specific phenomena by name; such phenomena are adept at masking through language and would
easily sidestep direct naming of Critical Race Theory. This element must be purged from all Federal dealings, and indeed any dealings which claim to involve a democratic process or which claim to
support the Bill of Rights. I am in strong support of the President's executive order on Race Stereotyping and Segregating.

Critical race theory is divisive and goes against the enlightenment values on which this country is founded. It is illiberal and totalitarian and must be resisted. Thank you for taking action against it.
23 Sincerely, A concerned citizen too afraid to speak due to the illiberal mob
Critical Theory is a dangerous ideology that attacks the very foundational principles on which our nation was founded. It hacks away at the bedrock values of our society. There should be ZERO tax dollars
paying for Critical Race Theory or Critical Gender Theory in either federal or state budgets. I urge the government to put an immediate halt to any and all funding supporting this poisonous ideology.

24
25 The Human Resources departments for all federal contractors need to make their employees aware of the hotline.
up to this time, the white race has been discriminated against by employees hired to come to work places and teach all the employees there that whites were racists. i find such teaching to be
26 discriminatory and it shuod not exist anywhere n america. for taxpayers to be paying for this atrocity is outrageous. clearlly we can all work under this dol proposal.
27 See attached pic
segregation in their government training
Plessy vs furgouson is moot?
28 The City of Palmer recently began utilizing this training from Traliant. Would you please review and let me know if it is in compliance with EO 13950? Thank you
White is not a race. Where are you getting your information? Directly from Stephen Miller? Systemic oppression is real. Is this a crime tip hotline for people with hurt feelings? A mild discomfort
complaint box? Anguish, seriously?! If you dont believe in racism or sexism, how can you experience anguish because you have to go to a boring training you dont like? I have had to go to at least 3
trainings in my career to learn about the complexities of Excel spreadsheets. I shopped online - it was fine. WHAT IS THE PUNISHMENT for people/companies who violate this edict? Craig E. Leen, I see
your name at the bottom of this document as director of the OFCCO. This will be part of your legacy, this sneaky, disingenuous, undemocratic drivel. You signed off on it, so either you believe in it or
29 somebody has promised you something. Unbelievable cruelty & trickery.
This Executive Order prevents organizations like Centers for Independent Living from being able to move forward with the anti-racism and intersectionality of race and disability work. We are going
backwards with this EO instead of moving forward in history. This EO will prevent federal funded organizations from being able to do any diversity or cultural awareness trainings. Please DON'T support
30 this Executive Order!
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This EO is incredibly damaging to marginalized communities all over the US and completely undermines the experiences of black Americans specifically. It is a FACT that minorities experience racism,
directly and indirectly, every day by others in this country daily. This racism has been indoctrinated into our daily lives through education and experiences. Pieces like Critical Race Theory force us to
examine the FACTUAL history of this country and the way that we have treated minorities for centuries. We cannot work on creating everyone equal if we as a country continue to ignore the long violent,
racist basis that settlers created this country on. When the constitution was founded, black people were only counted as 3/4ths a person and those who signed that document had the audacity to say that
31 all people were created equal. Please reject this EC). We have suffered enough.
On behalf myself, an Associate Professor at the University of Minnesota Medical School, I appreciate the opportunity to provide comment on the President Donald J. Trump signed Executive Order
13950, titled "Combating Race and Sex Stereotyping". Within the Department of Psychiatry and Behavioral Sciences, I oversee clinical training of students, medical residents and fellows who train at
clinical training sites, including the Minneapolis Veterans Affairs Healthcare Center. Diversity, Equity and Inclusion training is essential to our training mission, as we work to train a health workforce with
the skills needed to serve our diverse community. As a participant in several initiatives at the University of Minnesota and the Minneapolis Veterans Affairs Healthcare Center prior to the Executive
Order, I can attest that Diversity, Equity, and Inclusion training is not designed or intended to stereotype or scapegoat any person or identity. Rather, these initiatives train participants to notice explicit
and implicit biases we may hold, explore and challenge these biases, in order to develop skills to appreciate and celebrate our many differences. When people experience discrimination or bias-related
incidents related to a protected category or classification, in their professional capacity, or as recipients of healthcare, our whole community suffers. I implore the Office of Federal Contract Compliance
32 Programs to not only allow, but promote Diversity, Equity and Inclusion training initiatives throughout the Federal system and Federal Contractors. Thank you for your consideration.

33
34

35

36

37

As a private citizen who has worked with the University of Minnesota Medical School on a contract basis for many years and with Fortune 100 and 500 corporations in the Twin Cities for more than 20
years, I understand the importance of providing Equity, Diversity and Inclusion training. In our country in particular, this training is critical to helping each of us better understand and manage our implicit
and explicit biases when working with each other or when serving the public. That training is even more important in the teaching environment -- both for students and for educators. The President's
belief that such training encourages racial and sexual stereotyping and scapegoating is ludicrous and comes from a position of white privilege. We absolutely must equip generations of Americans with
the ability to understand themselves better when it comes to working/serving/living with those who are different from themselves. It's critical to our democracy, to the pursuit of happiness, and to a
more satisfying way of living in our country. Please DO NOT APPROVE this Executive Order. It flies in the face of our Constitution and denies the reality of living in the United States today.
Please roll this back. It's regressive and counter to what folks in our country have been fighting for for decades.
The presidents Executive Order is incredibly disturbing and goes against our core values as government employees and healthcare workers to provide respectful, inclusive, and culturally competent care
to our nations veterans. This order has had a chilling effect on our ability to learn and grow and acknowledge the ugly truths of racism and other forms of oppression. I am horrified to work somewhere
that is trying to police my language in this way and it makes me question whether this organization aligns with my personal and professional values. This order interferes with my ability to do my job
which is to provide veterans with high quality competent mental health care. I feel like we are moving backwards.
As a participant in a Diversity, Equity, and Inclusion (DEI) initiative at the University of Minnesota, I can attest that DEI training is not designed or intended to stereotype or scapegoat any person or
identity. Rather, these initiatives train participants to notice explicit and implicit biases we may hold, explore and challenge these biases, in order to develop skills to appreciate and celebrate our many
differences. In these training initiatives, the often-marginalized aspects of my identity have been supported and validated, while the majority aspects of my identity have *not* been shamed nor
degraded. I implore the Office of Federal Contract Compliance Programs to not only allow, but promote Diversity, Equity and Inclusion training initiatives throughout the Federal system and Federal
Contractors. These trainings keep our systems and our individuals healthy and well.
When I read this EO, my blood chilled. I have never seen such an infringement on intellectual and critical study and thought. It denies history, and prevents businesses from achieving goals and
strategies. In addition, this is government censorship at its worst. For those who think it's GREAT, know that federal contractor/subcontractor can be ANY business that does business with the federal
government.

38 This is a shocking and science-defying mandate that will have horrible repercussions for decades to come if not reversed IMMEDIATELY. This is censorship of decades of research. This will harm many.
How can we live up to our country's standard of all people being treated equally with an executive order that limits the ability for training and therefore discussion about the times where that is NOT the
39 case? As a taxpayer I expect that government employees are being exposed to the theories and ideas that are banned in this ED.
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I believe this EO demonstrates a lack of understanding of the purpose of the types of diversity training highlighted and diversity training in general. I am a white, male and have been in the Federal
Government for over 30 years I taken numerous kinds of diversity training, including in the topics noted. NONE of those training sessions have painted the United States as "irredeemably racist" or have
been "divisive" or "un-American." The wording of the ED and OMB memos have already had a chilling effect that will not only end the "offensive" training, but most likely many other types of diversity
training that have benefitted the Federal Government workforce. That can only serve to do more harm to the workforce than a few disgruntled diversity training attendees hae experienced. Yes, this
type of training can make people uncomfortable as we are challenged to look more deeply at ourselves, our racist history, and where racism still holds on even today. But I believe Americans are up to
feeling some discomfort if it means the possibility of making life better for ALL Americans. If there is a problem with diversity training that is ineffective or given by unqualified individuals, then address
40 that problem. This EO, as written, will only serve to make the Federal workforce a less diverse and inclusive environment. That would do harm to all the Americans.

41

42

43

44

This order has concerning economic ramifications for government services -- in terms of government agencies ongoing ability to compete for employees, contractors, and users of government services
with the private sector. For example, well-trained providers in the VA have already discussed leaving the agency due to this odd and confusing order, instead to seek a setting where intellectual
censorship is not mandated. Additionally in the VA, the executive order is a message to veterans from marginalized groups (e.g., racial minorities, women) that consideration of their unique needs and
struggles is no longer a topic of importance and will not be taught to staff and providers. The message is clear -- these topics of cultural study and training offend the sensibilities of those in majority and
privileged racial and gender groups who would prefer not to be challenged to consider the perspectives of people other than themselves and how their actions (this order being one of those actions)
may be contributing to these problems for people from marginalized groups. As a result, the private sector will thrive from this order, potentially one of the intended purposes of the order -- to continue
to make irrelevant government agencies that provide useful services for the public. This is an archaic order, steeped in unconventional viewpoints not held by the majority of Americans, that makes
government services appear increasingly irrelevant and out of touch with reality, but much more in touch with un-American beliefs of censorship of thought, exclusion of people, and special protection
for those who insecurely attempt to hold onto their power. Government agencies and indeed the American people deserve better than this.
I'm writing to share my strong disagreement with this Executive Order. As the EO states, the United States has a long history of struggling for racial justice. Limiting organizations' and government
agencies' ability to train their staff on how to continue to fight against racial injustice -- including by referring directly to important racial justice theories and the existence of systematic racism and white
supremacy in the United States -- will limit our ability to ever achieve racial justice in this country, as well ignore the lived experience of millions of Americans. All individuals in the United States are not
yet equal, and without embracing this fundamental understanding, we will be held back as a country.
—(b).t I work as a iL.
1Providence Health Services accept TRICARE as payment for
medical services, therefore I believe they fall into the category of a Federal subcontractor. I received an email from my manager linking an internal web-page with Diversity and Inclusion training
resources. I have attached three of the resources, which included phrases like, "minimizing the potential for harm your whiteness has.." (from Kim Crayton's Being an Antiracist at Work), as well as many
resources on 'White Privilege' and the 'implicit racism of being White'. In addition, there were a long list of training articles available through the Providence's official internal training website (RISE).
Literally dozens of articles popped up when I typed in 'Whiteness'. I believe these resources are unconstitutional.
This executive order is designed to stifle communication and discussion of systemic racism and sexism. The hotline asking employees to report on one another is reminiscent of The McCarthy era. How
can we tackle making change in our systems to reduce racism and sexism if we cannot have open and honest communication. This order suppresses the free speech of federal workers and prevents us
from hiring external experts who could help us make change. This executive order cannot stand!
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EO 13950 is based on a factually incorrect characterization of diversity and inclusion training programs, the vast majority of which do not cast any group as a scapegoat, and do not characterize any
particular group as inherently racist, sexist, or oppressive. Most diversity and inclusion training programs - and every such program that is well-regarded by practitioners - are grounded in a belief that
what we all want is a level playing field for everyone, regardless of their race, sex, and other identities. There is ample evidence that our US federal agencies have not yet fully achieved their promise to
provide equal employment opportunities for all - yes, agencies set out to provide EEO - but the data shows that we have a long way to go. Take annual employee surveys, such as FEVS, for example. Most
agencies have gaps across race and gender, demonstrating clear patterns of fundamentally different and unequal workplace experiences and outcomes by race, gender, and disability status. For example,
Black federal employees consistently have lower FEVS favorability scores, compared to their peers in other race/ethnicity groups, in categories such as personal work experiences and relationship with
supervisors. As another example, annual MD715 reports consistently show that women and people of color are underrepresented in mission-critical occupations (vs. relevant labor force benchmarks)
and in leadership positions (vs. their availability in lower-level jobs). These gaps are evidence that we have not achieved fair, merit-based organizations. And worse, that the ways in which our
organizations are unfair have patterns - the harm being done to people is not random, but is most likely to impact historically underrepresented groups. EO 13950 would have us do what, exactly?
Pretend that these gaps do not exist? Believe that these gaps reflect true differences in pure merit, and it just so happens that White men are more qualified than every other group to hold positions of
power in our government? Or what? I am legitimately baffled by this EO and what it is trying to say about the causes of these very real gaps in outcomes for our fellow citizens. The EO is impractical and
unsustainable. It lacks guidance on what TO DO - what CAN WE DO - to help ensure equal opportunity for all. It merely prohibits a long list of educational activities, shuts down critical thinking, and asks
us to pretend that very real problems do not exist. The EO claims to have taxpayer interests in mind, but creates such an overwhelming burden to enact, enforce, investigate, punish, etc. that taxpayer
money would be grossly misused in its service. Finally, the EO is an outrageous overreach for the federal government. It exposes the business community and American workers across industries to even
more discrimination, prevents American companies from shaping their own company cultures, and constitutes a truly frightening form of government censorship. This EO must be struck down. It is the
very kind of thing that is tearing our great nation apart.
We need more, not less, training on race and sex/gender-based stereotyping and discrimination. We have a duty to better understand the experiences and feelings of all and to recognize that the
minority in this country has always been unfairly discriminated against. It is unbelievable that the president and others might think that training like this is somehow discriminatory for white,
heterosexuals. Surely white heterosexuals have more grit than that and can understand that being sensitive to the experiences of others does not, in any way, detract from one's own experiences. That
argument is without any merit at all. We are so much better than this awful executive order.
The executive order and other memos issued by the White House are dangerous because they demonstrate a fundamental misunderstanding of critical race theory and anti-racism trainings. These
perspectives do NOT propose that "one race or sex is inherently superior to another race or sex." Rather, they point out the way that EVERYONE in US society has internalized biases that favor Whites
and males. They definitely do NOT say "an individual should be discriminated against or receive adverse treatment solely or partly because of his or her race or sex." However, they point out the way that
people of color and women frequently are. They do NOT claim that "members of one race or sex cannot and should not attempt to treat others without respect to race or sex." But rather, they
demonstrate that, due to the discrimination women and people of color still face, it is not truthful to pretend that everyone is equal. Nowhere do they assert that "an individual's moral character is
necessarily determined by his or her race or sex." They also do not claim that "an individual, by virtue of his or her race or sex, bears responsibility for actions committed in the past by other members of
the same race or sex." However, they do assert that our current society is shaped by the sociohistorical context of slavery and it is the responsibility of those with privilege to change these norms going
forward. In no way does CRT or the anti-racism movement propose that "any individual should feel discomfort, guilt, anguish, or any other form of psychological distress on account of his or her race or
sex." This discomfort is often a natural reaction for people as they learn about the inequities that still exist. In fact, the defensiveness of our current president and his followers is a textbook example of
this discomfort/distress. This FO is also a frightening example of the avoidance and denial that is so common when humans are faced with realities that challenge them or threaten to take away their
power. In this case, the president had the power to force his denial onto others.
I am against this order. Diversity related trainings are crucial for workplaces. Increased awareness of diversity and inclusion is essential in our current society. This order makes it increasingly difficult or
nearly impossible for federal employees to include these essential trainings.
This EO is racist and controlling, gaslighting the experience of many Americans. Biden had better reverse it.
I believe that this EO is based on a misunderstanding of diversity training. Such training aims to raise awareness of the hidden and implicit ways in which race- and sex-based stereotypes operate. This EO
would have the damaging effect of restricting access to necessary knowledge and information.
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As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and
Budget (OMB) memos, and the contents of this Request for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training
offers to employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity training shows that it in no way seeks to engage in racial or
sex stereotyping. Rather than seeking to create "divisiveness in the workplace," diversity training seeks to promote a common understanding about implicit and explicit biases that already exist in the
workplace. I have seen the benefits of such training to my patients and colleagues, and this RFI strikes me not as a true fact-finding effort, but as a means of confirming pre-existing assumptions
underlying the EO. Research on diversity trainings points to positive benefits of evidence-based diversity training programs. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism marginalize disadvantaged groups while unfairly benefiting others. These hierarchies minimize the value of marginalized populations and their contributions to their communities. The nation as a whole
suffers when disadvantaged groups are unfairly prevented from reaching their full potential. Research on diversity training is clear - high-quality, evidence-based trainings increase individuals' awareness
of their own biases, and the ways in which inequities can be reinforced within institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions,
increase opportunities for understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health care
settings, and improve educational opportunities for all. In so doing, diversity trainings have improved the functioning of public and private organizations, including government agencies. The evidence of
widespread promotion of race or sex stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience bears little resemblance to
real-world evidence-based diversity training. Federal regulations must permit all executive departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our
nation's federal workforce, contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more research on and
application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the
use of evidence-based methods to continue improving the diversity and inclusiveness of the public and private workforce. For additional information, please see the following resources: - Adam, E. K.,
Heissel, J. A., Zeiders, K. H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of perceived racial discrimination and diurnal cortisol profiles in adulthood: A 20-year
prospective study. Psychoneuroendocrinology, 62, 279-291. - Carter, E. R., Onyeador, I. N., & Lewis Jr, N. A. (2020). Developing & delivering effective anti-bias training: Challenges & recommendations.
Behavioral Science & Policy, 6(1), 57-70. - Zenger, J., & Folkman, J. (2019). Research: Women score higher than men in most leadership skills. Harvard Business Review. Sincerely, Allan Ribbler, Ph.D.
Licensed Psychologist
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As a social psychologist and expert on the psychology of prejudice and discrimination, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race
and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information (RFI). This RFI and the EO are premised on flawed assumptions
and ignore the real benefits that evidence-based diversity training offers to employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with
diversity training shows that it in no way seeks to engage in racial or sex stereotyping. Rather than seeking to create "divisiveness in the workplace," diversity training seeks to promote a common
understanding about implicit and explicit biases that already exist in the workplace. I regularly conduct bias and diversity trainings with legal professionals and court personnel, and I have personally seen
the benefits of such training. Contrary to the text of the EO, bias and diversity training does NOT claim that some individuals are inherently biased because of their membership in certain majority
groups. In my experience, judges, court administrators, clerks, attorneys, and other court personnel want more training on bias and diversity, and providers are in high demand. As a result of this type of
training, these individuals better understand important concepts like implicit bias and systemic racism, are more comfortable talking about important equity-related topics with their colleagues, have
more empathy and understanding for their colleagues who come from different backgrounds than they do, and feel more equipped to advocate for policies that would meaningfully promote equity in
their workplaces. This RFI strikes me not as a true fact-finding effort, but as a means of confirming pre-existing assumptions underlying the EO. Research on diversity trainings points to positive benefits
of evidence-based diversity training programs. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - marginalize disadvantaged groups while unfairly benefiting others. These
hierarchies minimize the value of marginalized populations and their contributions to their communities. The nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching
their full potential. Research on diversity training is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in which inequities can be reinforced
within institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions, increase opportunities for understanding diverse viewpoints, and
improve conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health care settings, and improve educational opportunities for all. In so doing,
diversity trainings have improved the functioning of public and private organizations, including government agencies. The evidence of widespread promotion of race or sex stereotyping or scapegoating
during diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations
must permit all executive departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce, contractors, grantees, and the military.
Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more research on and application of proven training strategies to promote equity, diversity, and
inclusion, particularly in public-sector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue improving the diversity and
.
inclusiveness of the public and private workforce. Sincerely,1
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As a psychotherapist, I write to express my strong objections to President Trump's Executive Order (ED) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management
and Budget (OMB) memos, and the contents of this Request for Information (RFI). This RFI and the EO seemed to have adopted unsound assumptions while ignoring the proven benefits of evidencebased diversity training for employers and employees. Rather than seeking to create "divisiveness in the workplace," diversity training promotes a common understanding about implicit and explicit
biases that already exist in the workplace. I work in the area of sports and am involved in two quite diverse sports - fencing and swimming. Close to 70% of the children I work with at the Illinois Fencers
Club are first generation Americans or immigrants. Growing up in this diverse environment and my work with the athletes and their families, coaches and club administrators allows our students to
understand and adopt the values of empathy, courage, inclusion, social and personal responsibility, growth, cooperation and leadership. Knowing our roots and history, becoming aware of our own
biases, listening to others' experiences and understanding their background are processes that help form multidimensional identity, foster team spirit and make progress possible. As a result, I am proud
to report that many of our graduates successfully navigate professional relationships in the workforce, respectfully find common ground with colleagues at work and form positive partnerships in our
diverse society. Therefore, this RFI strikes me not as a true fact-finding effort, but as a means of confirming pre-existing flawed assumptions underlying the EO. Research on diversity trainings
demonstrate the positive benefits of evidence-based diversity training programs. Social constructs - such as racism, sexism, heterosexism, ableism, classism and ageism - marginalize disadvantaged groups
while unfairly benefiting others. As a result, the value of marginalized populations and their contributions to their communities are minimized. The nation as a whole suffers when disadvantaged groups
are unfairly prevented from reaching their full potential. Research on diversity training is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in
which inequities can be reinforced within institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions, increase opportunities for
understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health care settings, and improve educational
opportunities for all. While diversity trainings have improved public and private organizations, including government agencies, the work needs to continue. The evidence of widespread promotion of race
or sex stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience bears little resemblance to real-world evidence-based
diversity training. Federal regulations must permit all executive departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce,
contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more research on and application of proven training
strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based
methods to continue improving the diversity and inclusiveness of the public and private workforce. For additional information, please see the following resources: - Adam, E. K., Heissel, J. A., Zeiders, K.
H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of perceived racial discrimination and diurnal cortisol profiles in adulthood: A 20-year prospective study.
Psychoneuroendocrinology, 62, 279-291. - Burke-Harris, D. (2018). The deepest well: Healing the long-tern effects of childhood adversity. Houghton Mifflin Harcourt. - Carter, E. R., Onyeador, I. N., &
Lewis Jr, N. A. (2020). Developing & delivering effective anti-bias training: Challenges & recommendations. Behavioral Science & Policy, 6(1), 57-70. - Diangelo, R. (2018). White fragility: Why it's so hard
for white people to talk about racism. Beacon Press. - Pinderhughes, E. (1989). Understanding race, ethnicity, and power. Free Press. - Zenger, J., & Folkman, J. (2019). Research: Women score higher
,
..
than men in most leadership skills. Harvard Business Review. Sincerely,i,
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As a psychologist, I write to express my strong support to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and
Budget (OMB) memos, and the contents of this Request for Information (RFI). This RFI and the EO are reducing the inappropriate forced work place propaganda that is part of political correctness and
cancel culture. The APA does not speak for the majority of psychologists. Their supposisions are premised on flawed non evidence-based diversity training and on flawed, skewed research. My
experience with diversity training is that the majority of my colleges and clients are not racially biased but that the current developers of the diversity training are. The attempt to force racially biased
diversity training actually promotes and creates "divisiveness in the workplace," for alleged implicit and explicit biases that don't exist in the majority of the workplace. I have seen the detriment of such
training to my patients and colleagues. Much of the research on diversity training is biased and treats opinion as fact such as with the unsupported conclusions concerning social hierarchies - such as
racism, sexism, heterosexism, ableism, and ageism - and that these isms marginalize disadvantaged groups while unfairly benefiting others. This is nothing but unsupported emotionally based
suppositions. It is particularly detrimental to marginalized populations to teach them that the current hierarchy is minimizing their contributions to their communities instead of reinforcing the progress
made through their personal responsibility and action. The nation as a whole suffers when disadvantaged groups are unfairly lied to by psychologists that others are preventing them from reaching their
full potential. Research on diversity training is not high-quality, or evidence-based. The current APA is clearly supporting their own biases, by submitting their opinion that inequities are being reinforced
within institutions and systems. What is evident is that these promoters have a biased agenda against conservative individuals. These psychologist do not present diverse viewpoints or improve
conditions for learning. In fact, they stifle learning and do not want to hear any diverse viewpoint that does not support their agenda and preconceived notions of racial bias. Federal regulations must not
mandate to executive departments and federal agencies to continue the inappropriate diversity training efforts that are biased and actually create a hostile environment. Rather than silencing diverse
perspectives particularly by any one with traditional Judeo Christian values, we should focus on unbiased, fact based research on application of proven training strategies to promote equity, diversity, and
inclusion, versus the current biased emotion based pseudo research created to support the notion that we live in a racially biased society. Training should instead reinforce how our noble nation has
done more to reduce discrimination than any other country in history. I respectfully support this administration's EO 13950 and encourage the use of evidence-based methods to continue improving the
diversity and inclusiveness of the public and private sector, not the current biased efforts to undermine the current administration. Sincerely,[
i
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404 See Row 133 for comment text
405 See Row 133 for comment text
406 See Row 133 for comment text
407 See Row 133 for comment text
408 See Row 133 for comment text
409 See Row 133 for comment text
410 See Row 133 for comment text
411 See Row 133 for comment text
412 See Row 133 for comment text
413 See Row 133 for comment text
414 See Row 133 for comment text
415 See Row 133 for comment text
416 See Row 133 for comment text
417 See Row 133 for comment text
418 See Row 133 for comment text
419 See Row 133 for comment text
420 See Row 133 for comment text
421 See Row 133 for comment text
422 See Row 133 for comment text
423 See Row 133 for comment text
424 See Row 133 for comment text
425 See Row 133 for comment text
426 See Row 133 for comment text
I strongly support this Executive Order. Divisive coercion under the guise of "Diversity Training" is contrary to our most basic American values. In particular "Critical Race Theory", and its basis in the
presumption that all people with Caucasian skin color are unconsciously racist is in itself extremely racist. It subjects non-racist Caucasian Americans to degrading and offense extreme coercion. It is also
contrary to all scientific data which questions the construct of race, and requires any theory be capable of being shown to be false. This Executive Order is in the highest spirit of the 14th Amendment to
427 the Constitution of the United States requiring equal treatment under the law. That is precisely what this Executive Order accomplishes.
President Trump, THANK YOU FOR YOUR EXCELLENT WORK in attempting to stop my colleagues from spreading their hateful racial and sexual biases like a cancer across the educational landscape. They
428 are wolves in sheeps clothing.
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As a psychologist, I am writing to express my concerns regarding the President's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and
Budget (OMB) memos, and the contents of this Request for Information (RFI). [NOTE THIS IS A UNIQUE PRESENTATION AND NOT A FORM LETTER] This RFI and the EO appears to be premised on flawed
assumptions and ignore the real benefits that evidence-based diversity training offers to employers and employees alike. When it is done well diversity trainings points to positive benefits of evidencebased diversity training programs. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - marginalize disadvantaged groups while unfairly benefiting others. These hierarchies
minimize the value of marginalized populations and their contributions to their communities. The nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching their full
potential. Research on diversity training is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in which inequities can be reinforced within
institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions, increase opportunities for understanding diverse viewpoints, and improve
conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health care settings, and improve educational opportunities for all. In so doing, diversity
trainings have improved the functioning of public and private organizations, including government agencies. I do not completely agree with my colleagues in my professional associations that diversity
training is always been a wonderful thing. I am aware of situations where it's been used as a bully pulpit and has been used to browbeat people who have diverse points of view. However, quality
diversity training does involve helping people to see, hear and understand other people's life experiences and does have the positive consequences of helping people be more tolerant of each other. And
I think there are ways to help incorporate this in government-based employment that does not lead to fear of being "brainwashed" or "browbeat" and does have protections for employees who might
feel that the providers of such training have misbehaved in any way. That may be the case already. I don't know how government agencies have implemented training for their employees. I would hope
that it would be part of standard orientation and annual or biannual training on "maintaining a healthy work environment" which understandably would involve effective training on how to get along
with those of diverse opinions and experiential backgrounds. If it's something that all employees are required to be part of and it doesn't require them to espouse their beliefs one way or another about
anything that should pass constitutional muster. As one who frequently works with resolving conflict between those of diverse perspectives, I really do believe that the way such training is implemented
could resolve the concerns of all parties. But I am an optimist by nature. Sincerely,
(b) 6
_.i
429

031 -6—
As a psychologist, I write to express my strong support for President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping", Thank you for showing common sense in this
(b). s_
Y
i
430 crazy PC environment.__________
As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and
Budget (OMB) memos, and the contents of this Request for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training
offers to employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity training shows that it in no way seeks to engage in racial or
sex stereotyping. In fact, the purpose of such training is to get past stereotypes and misconceptions. Rather than seeking to create "divisiveness in the workplace," diversity training seeks to promote
harmony among people through increased understanding and awareness. The evidence of widespread promotion of race or sex stereotyping or scapegoating during diversity trainings, as described in
the EO, is vague, lacks context and citation, and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive departments and
federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce, contractors, grantees, and the military. Rather than silencing diverse perspectives
on race, gender, and inclusion in society, we should focus on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector
settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue improving the diversity and inclusiveness of the public and private
i
(b) 6
431 workforce. Sincerely,:.
i
As a psychologist, I write to express MY STRONG SUPPORT for President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping." The EO is premised on common sense,
and I believe correct (based on my education, training, and experience), assumptions and highlights the damage that the present types of diversity training cause in the workplace and in society. My work
with tens of thousands of persons over my career, in settings of great diversity such as courts and prisons, and my writings on the subject of diversity lead me to conclude that the research on diversity
training that will be touted against the EO is flawed, skewed, misleading, and politicized. In fact, it has been my experience that the diversity of values and opinions within various "groups" (defined by
age, race, ethnicity, sex, genera, religion, creed, etc.) are as diverse as values and opinions between the various groups (and many persons are members of several of these artificial groups
simultaneously). At a very basic level, most everyone regardless of group membership wants a good life, and wants better for their progeny. This knowledge unites us, while emphasizing average
differences between groups (the essence of diversity training) divides us. I believe that President Trump has good instincts in the matter, and am pleased that he has went with these instincts in crafting
the EO. I could cite my own peer reviewed research and writings in the matter, but will spare you. Please do not be deceived by those who will undoubtedly deluge you with false and misleading
research on the matter. In fact, I have had to re-write this letter repeatedly as my parent organization, the American Psychological Association, suggested a form letter to the contrary, against the EO and
432 apparently used software to root out dissidents such as me. Respectfully, I
(b) 6
i
433 See Row 133 for comment text
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C
I am a clinical psychologist in private practice in Idaho. I am appalled that the president intends to ban evidence-based federal diversity trainings (EO-13950). I agreed with everything stated in the
prepared comment by the APA. However, I fail to understand how this is even happening, when issues of racial discrimination, and gender stereotyping are rampant in this country and throughout the
434 world. Diversity training programs are desperately needed in every school, place of work, and every office of government local and federal. Sincerely, 1._._._._._.p3). t_._._.11
435 WITHDRAWN -This comment was an exact duplicate of OFCCP-2020-0002-0434 and was submitted by the same person.
As a student psychologist, I write to express my strong SUPORT for President Trump's Executive Order ([O) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of
Management and Budget (OMB) memos, and the contents of this Request for Information (RFI). The current training and overall assumptions made in critical race theory (underlining principals of the
current diversity training) has little if any objectively scientific research validating it. The underlying theory relies on the assumptions made by the authors and trainers of this pseudoscience. Who I may
add have made a highly lucrative career of continuing to defend and expand such programs. Any questioning of the theory its training principals or conducing scientifically accepted measures that show
the negative effects this training has had on organizations and race relations is routinely shouted down by the "Authorities," of political correctness with in the social sciences. End this devises training
and return the science to social sciences. Critical race theory and current diversity training will one day be viewed in the same light as conversion therapy and penology. Dobbin, Frank, and Alexandra
Kalev. 2018. "Why Diversity Training Doesn't Work: The Challenge for Industry and Academia". Anthropology Now 10 (2):48-55. Prejudice Reduction: What Works? A Review and Assessment of Research
and Practice Elizabeth Levy Paluck and Donald P. Green Annual Review of Psychology 2009 60:1, 339-367 Kalev, A., Dobbin, F., & Kelly, E. (2006). Best Practices or Best Guesses? Assessing the Efficacy of
436 Corporate Affirmative Action and Diversity Policies. American Sociological Review, 71(4), 589-617. https://doi.org/10.1177/000312240607100404
Evidence-based education programs for learners across the lifespan are critical to promoting equitable treatment of individuals regardless of race, gender, sexual orientation, or disability. Countless
studies have demonstrated that exposing individuals to their own biases, increasing awareness about the treatment of others and how it may be perceived, and the value of diversity in the workplace
and society alters how marginalized populations are treated and disrupts cycles of discrimination, micro-aggressions, and mistreatment among children and adults. In childhood, compulsory education
(e.g., pre-K to grade 12 public education) provides a forum to address social issues and educate about history, bias, the strength of diversity, and equity in treatment of all individuals. However, after
grade 12, the only environment in which the majority of adults of all races, ethnicities, and social statuses engage is the workforce. Therefore, evidence-based programs to dismantle racism and bias
against marginalized populations must be delivered through workplaces in order to successfully reach adults. The implications of failing to address bias in the workplace are profound, as failure to do so
perpetuates discrimination, minimizes opportunities for marginalized communities to engage with, be promoted into, and successfully retain employment. Further, shifts in thinking and the treatment of
others in the workplace carries over into our communities, ensuring that equitable treatment also occurs in the neighborhoods where employees reside. By preventing opportunities to distribute
evidence-based programs in the workforce to dismantle racism and discrimination, the executive branch is simultaneously ensuring that our communities will continue to be divided and that the social
437 issues we are confronting today will remain a problem.
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Comment Number
Name
OFCCP-2020-0002-0002
FCCP-2020-0002-0003

OFCCP-2020-0002-0005

OFCCP-2020-0002-0006

OFCCP-2020-0002-0007

OFCCP-2020-0002-0009

OFCCP-2020-0002-00 0

OFCCP-202

0 02-0011

Critical Race Theory (and other grievance studies) are a threat to a free society.
CR is racist and should be banned
Critical Race Theory is anti-white propaganda. Its racist towards whites, and it needs to be stopped. We can
only coexist with other races if everyone is treated the same and no one is demeaned.

OFCCP-2020-0002-0004

OFCCP-2020-0002-0008

Comment

b 6

Critical race theory should be banned from al government funded institutions
I am 100 percent AGAINST the idea of CRT. This is a hateful indoctrination and should be banned
IMMEDIATELY from all public and private schools, Government and Corporations. CRT is anti white and racist
and contrary to all the good which America stands for. BAN CRT NOW'
CRT in all of its variations is highly divisive and counter to Americas ideals. It flies in the face of Civil Rights
law and will reverse all of the good it has done. To allow CRT to be promoted will only breed more racism,
divisiveness, discrimination, and hate in our country. It is in large part to blame for the current state our
nation is in It should not be allowed anywhere within our federal government or with those who do
business with the federal government, or with those who receive federal funding. We most hold fast to the
words of Martin Luther King Jr. and judge others not by the color of their skin, but by the content of their
character.
Good Ea Critical Race Theory is dangerous. Needs to go further. California is about to legalize discrimination
based on race, gender, etc. This must be stopped.
Critical Race Theory is modern day segregation and speaks to a perverse view of collectivism versus
individualism. I am completely against CRT training in the workplace and schools Thank you.
Critical race theory is a trojan horse that threatens our future. It is institutionalized racism and is the exact
stuff that should be stamped out. We are not a racist country, but this perverted ideology could take us back
there
The Critical Race Theories being taught in schools and conducted as trainings in the workplace is nothing but
anti White racism. If you substituted the words Jewish, Asian, Black, Hispanic, or any other racial group with
the word White the seminars and teachings would be categorically racist Whites are not immune from
being treated poorly or from being the target of racism. These racial sensitivity trainings are dressed up
racism toward White people. In fact, the very metric of success is measured in negative outcomes for White
people. If there are fewer Whites admitted to college or getting jobs then this is a success according to CRT
advocates. if White life expectancies drop, fertility rates drop, incomes drop, then these are considered
successful outcomes for CRT advocates. I am personally embarrassed so many people have fallen for this
race hustler hoax, and it is a moral outrage that taxpayers are funding this fraud.

DOL004157

Critical Race Theory, misrepresented in the main stream media as "racial sensitivity training" is tearing our
country apart. We are a country founded on principles of individual human rights and human equality. We
have not always lived up to that, but the sentiments espoused in the Declaration of Independence and
enshrined in the limited government structure of the Constitution were true when written and have been
expanded since. The current racial narrative is that America is as deeply racist today as it was during slavery
or Jim Crow, and centers everything on group identity and group responsibility. That is entirely antithetical
to our founding. To attribute characteristics to a white person because they are white or a black person
because they are black is the definition of racism. All white people are not racist, and all black people in
America do not see themselves as victims of a racist country in 2020. That is not to say we do not have
racism, discrimination, or inequality to work on rooting and solving. I can say that using the tools of Critical
Theory which completely reject the principles of individual human equality, logic, reason, the Scientific
Method, et cetera are the exact wrong tools to use in addressing real racial issues today. We are inflaming
racial tensions by attributing the Scientific Method, the nuclear family, showing up on time, turning in your
work, etc. as aspects of "Whiteness" as the Smithsonian did this summer is deeply offensive and racist. As an
American who cares about racial justice and equality, I urge our taxpayer funded government to reject the
divisive message or Critical Theory and embrace liberal values of equality, human dignity, and human
;flourishing.
OFCCP-2020-0002-0012
strongly endorse the President's Executive Order 13950 I concur completely with his analysis and rationale.
:Our nation cannot realize the dreams and goals of our founders and our current citizens if we are divided; if
:scapegoat and if don't live up to the Declaration of Independence, "that all men are created equal."

O FCCP-2020-0002-00

)6
OFCCP-2020-0002-0014
OFCCP 2020-0002 0015
OFCCP 2020-0002 0016 Anonymous

OFCCP-2020-0002-0017

b) 6

:1 am very grateful that you are taking action to protect our nation from the poisonous ideology of Critical
Race Theory. It is a school of thought that can only lead to hatred and division. I have experienced first hand
;the destructive nature of CRT as it has created division within my own family. I never could have imagined
:that by working to raise my daughters well and sending them to college I was actually destroying our
:relationship. I hope and pray that we are able to prevent other families being destroyed by the lies
!perpetuated in CRT.
want this. CRT breeds hatred, victimhood, division, and busive beh vior. I do n0 an
ou federally
funded institutions. It is political and dangerous.
You are all insane' '' ' ' What do you really want? What blacks want besides looting?
iThank you for creating this EO. Critical Race Theory is pseudo scientific, anti-academic, racist drivel. rejects
iobjectivity, individualism, and liberalism. It has not place in the public square and should not receiv a dollar
:of funding from my taxes.
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I support preventing the teaching of CRT, or at least preventing presenting CRT as the only method for
viewing racial disparities/issues. It has some aspects of truth, like all good lies, and so many well-meaning
but ill-informed people agree with it. It pretends to be the heir to MLK and the civil rights movement, but it
was founded because its founders interpreted the civil rights movement to be a failure. They openly
question "the very foundations of the liberal order, including equality theory, legal reasoning, Enlightenment
rationalism, and neutral principles of constitutional law" (Delgado and Stefancic (2001), "Critical Race
Theory, An Introduction"), which many people think that despite failures have lead to a pretty good system
of governance. CRT lacks nuance (everything is, or is caused by, racism), it defies dissent (CRT uses anecdotes
as evidence - of course anecdotes cannot be disagreed with, but anecdotes are a weak form of evidence
because they are so limited. Those who dissent are assumed to do so not due to objective reasoning (which
is doubted), but because they want to maintain the racist status quo), and it rejects any methods which can
be used to disagree with it. The tips section for this comment says "Base your justification on sound
reasoning, scientific evidence, and/or how you will be impacted". CRT would be happy to use "how you will
be impacted" (if "you" is a person of color, and "impacted" refers to negative effects of living in a white
supremacist culture - any other answers are the results of internalized oppression), but "sound reasoning"
and "scientific evidence", when used to disagree with it, are called "The Master's Tools" (Lorde (1984), The
Masters Tools Will Never Dismantle the Masters House.). Sound reasoning and scientific evidence are
assumed to be limited to use by white people, which is both racist and untrue. It is a political (power-based)
strategy for analyzing racism which goes against the lofty goals of equality and justice foundational to the
civil rights movement and foundational to the US Constitution. Disagreeing with CRT is a matter of choosing
a different set of politics - usually, one which is less self-interested and more moderate. CRT is an aberration,
not an elevated and evolved version of the civil rights movement.
OFCCP-2020-0002-0018 I

OFCCP 2020-0002 0019 I

( b

)

OFCCP-2020-0002-0020 i

OFCCP-2020-0002-0021 Anonymous

6i

https://amgreatness.com/2020/10/05/trumps-anti-critic I-race-theory-order-is- ecessary-but-insufficient/ I
thnk
i critical race theory is horrible. It needs to be out of all government and schools.

https://amgreatness.com/2020/10/05/trumps-anti-critical-race-theory-order-is-necessary-but-insufficient/
As comment I submit my article published at American Greatness commenting on the merits and demerits of
Trumps order as it stands. I offer what I think is a way forward to builds on the existing order to reach a more
i
i robust approach to the issue.
am a federal employee and I see these trainings frequently. They are divisive, racist and anti-American.
White people are not born racist and the large majority simply are not. America is a great country founded
on equality. Ideas like equity are dangerous.
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OFCCP-2020-0002-0022

O FCCP 2020-0002 0023

OFCCP-2020-0002-0024

(b) 6
ohn Doe

(b) 6

OFCCP 2020-0002 0025 Anonymous

OFCCP-2020-0002-0026
OFCCP-2020-0002-0027
OFCCP-2020-0002-0028

(b) 6

Scapegoating has no place in any system which intends good outcomes for its inhabitants. It is inevitably a
Shirley Jackson Lottery which, in the end, ritualistically chooses victims to bear the burden of its own sins.
The Critical Race Theory which has begun to pervade workplaces in the United States is nothing more than a
restated version of the scapegoating that we have seen so many times before, both here and elsewhere. The
process itself is inherently toxic; and while it takes great effort to avoid, the effort is worthwhile. Critical
Theory is in direct opposition to American ideals and in particular, Critical Race Theory is in direct opposition
to the Civil Rights Acts enacted federally and in states during the 1960s--laws which were hard-won and
profoundly based upon the notion of human dignity. The President's executive order is wise in targeting the
results of these phenomena rather than the specific phenomena by name; such phenomena are adept at
masking through language and would easily sidestep direct naming of Critical Race Theory. This element
must be purged from all Federal dealings, and indeed any dealings which claim to involve a democratic
process or which claim to support the Bill of Rights. I am in strong support of the President's executive order
on Race Stereotyping and Segregating.
Critical race theory is divisive and goes against the enlightenment values on which this country is founded. It
is illiberal and totalitarian and must be resisted. Thank you for taking action against it. Sincerely, A concerned
citizen too afraid to speak due to the illiberal mob
Critical Theory is a dangerous ideology that attacks the very foundational principles on which our nation was
founded. It hacks away at the bedrock values of our society. There should be ZERO tax dollars paying for
Critical Race Theory or Critical Gender Theory in either federal or state budgets. I urge the government to
put an immediate halt to any and all funding supporting this poisonous ideology.
The Human Resources departments for all federal contractors need to make he e ployees a are of the
hotline.
up to this time, the white race has been discriminated against by employees hired to come to work places
and teach all the employees there that whites were racists. i find such teaching to be discriminatory and it
shuod not exist anywhere n america. for taxpayers to be paying for this atrocity is outrageous. clearlly we
can all work under this dol proposal.
See attached plc..... segregation in their governmen aining..... Plessy vs furgouson is moot?
The City of Palmer recently began utilizing this training from Traliant. Would you please review and let me
know if it is in compliance with EO 13950? Thank you

DOL004160

Wh to is not a race Where are you getting your information? Directly from Stephen Miller? Systemic

O FCCP 2020-0002 0029 Anonymous

oppression is real. Is this a crime tip hotline for people with hurt feelings? A mild discomfort complaint box?
Anguish, seriously?! If you dont believe in racism or sexism, how can you experience anguish because you
have to go to a boring training you dont like? I have had to go to at least 3 trainings in my career to learn
about the complexities of Excel sp eadsheets. I shopped online - it was fine. WHAT IS THE PUNISHMENT for
people/companies who violate this edict? Craig E. Leen, I see your name at the bottom of this document as
director of the OFCCO. This will be part of your legacy, this sneaky, disingenuous, undemocratic drivel. You
signed off on it, so either you believe in it or somebody has promised you something. Unbelievable cruelty &
trickery.

OFCCP-2020-0002-0030 Anonymous

This Executive Order prevents organizations like Centers for Independent Living from being able to move
forward with the anti-racism and intersectionality of race and disability work. We are going backwards with
this EO instead of moving forward in history. This EO will prevent federal funded organizations from being
able to do any diversity or cultural awareness trainings. Please DON'T support this Executive Order!

O FCCP 2020-0002 003

b

This EO is incredibly damagingto marginalized communities all over the US and completely undermines the
experiences of black Americans specifically. It is a FACT that minorities experience racism, directly and
indirectly, every day by others in this country daily. This racism has been indoctrinated into our daily lives
through education and experiences. Pieces like Critical Race Theory force us to examine the FACTUAL history
of this country and the way that we have treated minorities for centuries. We cannot work on creating
everyone equal if we as a country continue to ignore the long violent, racist basis that settlers created this
country on When the constitution was founded, black people were only counted as 3/4ths a person and
those who signed that document had the audacity to say that all people were created equal. Please reject
this EO. We have suffered enough.
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On behalf myself, an Associate Professor at the University of Minnesota Medical School, I appreciate the
opportunity to provide comment on the President Donald J. Trump signed Executive Order 13950, titled
"Combating Race and Sex Stereotyping". Within the Department of Psychiatry and Behavioral Sciences, I
oversee clinical training of students, medical residents and fellows who train at clinical training sites,
including the Minneapolis Veterans Affairs Healthcare Center. Diversity, Equity and Inclusion training is
essential to our training mission, as we work to train a health workforce with the skills needed to serve our
diverse community. As a participant in several initiatives at the University of Minnesota and the Minneapolis
Veterans Affairs Healthcare Center prior to the Executive Order, I can attest that Diversity, Equity, and
Inclusion training is not designed or intended to stereotype or scapegoat any person or identity. Rather,
these initiatives train participants to notice explicit and implicit biases we may hold, explore and challenge
these biases, in order to develop skills to appreciate and celebrate our many differences. When people
experience discrimination or bias-related incidents related to a protected category or classification, in their
professional capacity, or as recipients of healthcare, our whole community suffers. I implore the Office of
Federal Contract Compliance Programs to not only allow, but promote Diversity, Equity and Inclusion
;training initiatives throughout the Federal system and Federal Contractors. Thank you for your
;consideration.

OFCCP-2020-0002-0032
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OFCCP-2020-0002-0034 Anonymous

As a private citizen who has worked with the University of Minnesota Medical School on a contract basis for
:many years and with Fortune 100 and 500 corporations in the Twin Cities for more than 20 years, I
:understand the importance of providing Equity, Diversity and Inclusion training. In our country in particular,
:this training is critical to helping each of us better understand and manage our implicit and explicit biases
when working with each other or when serving the public. That training is even more important in the
:teaching environment -- both for students and for educators. The President's belief that such training
:encourages racial and sexual stereotyping and scapegoating is ludicrous and comes from a position of white
privilege. We absolutely must equip generations of Americans with the ability to understand themselves
:better when it comes to working/serving/living with those who are different from themselves. It's critical to
:our democracy to the pursuit of happiness, and to a more satisfying way of living in our country. Please DO
:NOT APPROVE this Executive Order. It flies in the face of our Constitution and denies the reality of living in
;the United .States today.
Please roll this back. It's regressive and counter to what folks in our country have been fighting for for
decades.
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The presidents Executive Order is incredibly disturbing and goes against our core values as government
employees and healthcare workers to provide respectful, inclusive, and culturally competent care to our
nations veterans. This order has had a chilling effect on our ability to learn and grow and acknowledge the
ugly truths of racism and other forms of oppression. I am horrified to work somewhere that is trying to police
my language in this way and it makes me question whether this organization aligns with my personal and
professional values. This order interferes with my ability to do my job which is to provide veterans with high
quality competent mental health care. I feel like we are moving backwards.

OFCCP-2020-0002-0036

As a participant in a Diversity, Equity, and Inclusion (DEI) initiative at the University of Minnesota, I can attest
that DEI training is not designed or intended to stereotype or scapegoat any person or identity. Rather, these
initiatives train participants to notice explicit and implicit biases we may hold, explore and challenge these
biases, in order to develop skills to appreciate and celebrate our many differences. In these training
initiatives, the often-marginalized aspects of my identity have been supported and validated, while the
majority aspects of my identity have *not* been shamed nor degraded. I implore the Office of Federal
Contract Compliance Programs to not only allow, but promote Diversity, Equity and Inclusion training
initiatives throughout the Federal system and Federal Contractors. These trainings keep our systems and our
individuals healthy and well.

O FCCP-2020-0002 00 7 Anonymous

When I read this EO, my blood chilled. I have never seen such an infringement on intellectual and critical
study and thought. It denies history, and prevents businesses from achieving goals and strategies. In
addition, this is government censorship at its worst. For those who think it's GREAT, know that federal
contractor/subcontractor can be ANY business that does business with the federal government.

(b) 6

OFCCP-2020-0002-0038 Anonymous

FCCP-2020-0002-003

(b) 6

This is a shocking and science-defying mandate that will have horrible repercussions for decades to come if
not reversed IMMEDIATELY. This is censorship of decades of research. This will harm many.
How can we live up to our country's standard of all people being treated equally with an executive order that
limits the ability for training and therefore discussion about the times where that is NOT the case? As a
pxpayer I expect that government employees are being exposed to the theories and ideas that are banned
this EO
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I believe this EO demonstrates a lack of understanding of the purpose of the types of diversity training
highlighted and diversity training in general. I am a white, male and have been in the Federal Government
for over 30 years I taken numerous kinds of diversity training, including in the topics noted. NONE of those
training sessions have painted the United States as "irredeemably racist" or have been "divisive" or "unAmerican." The wording of the EO and OMB memos have already had a chilling effect that will not only end
the "offensive" training, but most likely many other types of diversity training that have benefitted the
Federal Government workforce. That can only serve to do more harm to the workforce than a few
disgruntled diversity training attendees hae experienced. Yes, this type of training can make people
uncomfortable as we are challenged to look more deeply at ourselves, our racist history, and where racism
still holds on even today. But I believe Americans are up to feeling some discomfort if it means the possibility
of making life better for ALL Americans. If there is a problem with diversity training that is ineffective or
given by unqualified individuals, then address that problem. This EO, as written, will only serve to make the
Federal workforce a less diverse and inclusive environment. That would do harm to all the Americans.

O FCCP-2020-0002 0041 Anony

This order has concerning economic ramifications for government services -- in terms of government
agencies ongoing ability to compete for employees, contractors, and users of government services with the
private sector. For example, well-trained providers in the VA have already discussed leaving the agency due
to this odd and confusing order, instead to seek a setting where intellectual censorship is not mandated.
Additionally in the VA, the executive order is a message to veterans from marginalized groups (e.g., racial
minorities, women) that consideration of their unique needs and struggles is no longer a topic of importance
and will not be taught to staff and providers. The message is clear -- these topics of cultural study and
training offend the sensibilities of those in majority and privileged racial and gender groups who would
prefer not to be challenged to consider the perspectives of people other than themselves and how thei
actions (this order being one of those actions) may be contributing to these problems for people from
marginalized groups. As a result, the private sector will thrive from this order, potentially one of the
intended purposes of the order --to continue to make irrelevant government agencies that provide useful
services for the public. This is an archaic order, steeped in unconventional viewpoints not held by the
majority of Americans, that makes government services appear increasingly irrelevant and out of touch with
reality, but much more in touch with un-American beliefs of censorship of thought, exclusion of people, and
special protectionfor those who insecurely attempt to hold onto their power. Government agencies and
indeed the American people deserve better than this.

ous
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I'm writing to share my strong disagreement with this Executive Order. As the EO states, the United States
has a long history of struggling for racial justice. Limiting organizations' and government agencies' ability to
train their staff on how to continue to fight against racial injustice -- including by referring directly to
important racial justice theories and the existence of systematic racism and white supremacy in the United
States -- will limit our ability to ever achieve racial justice in this country, as well ignore the lived experience
of millions of Americans. All individuals in the United States are not yet equal, and without embracing this
fundamental understanding, we will be held back as a country.

OFCCP 2020-0002 0043

(b) 6
I work as a I
(b) 6
Providence Health Services accept TRICARE as payment for medical services,
therefore I believe they fall into the category of a Federal subcontractor. I received an email from my
manager linking an internal web-page with Diversity and Inclusion training resources. I have attached three
of the resources, which included phra es like, "minimizing the potential for harm your whiteness has.." (fro
Kim Crayton's Being an Antiracist at Work), as well as many resources on White Privilege' and the 'implicit
racism of being White' In addition, there were a long list of training articles available through the
Providence's official internal training website (RISE). Literally dozens of articles popped up when I typed in
'Whiteness'. I believe these resources are unconstitutional.

OFCCP-2020-0002-0044

This executive order is designed to stifle communication and discussion of systemic racism and sexism. The
hotline asking employees to report on one another is reminiscent of The McCarthy era. How can we tackle
making change in our systems to reduce racism and sexism if we cannot have open and honest
communication. This order suppresses the free speech of federal workers and prevents us from hiring
external experts who could help us make change. This executive order cannot stand!

)6
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vast majority of which do not cast any group as a scapegoat, and do not characterize any particular group as
inherently racist, sexist, or oppressive. Most diversity and inclusion training programs - and every such
program that is well-regarded by practitioners - are grounded in a belief that what we all want is a level
playing field for everyone, regardless of their race, sex, and other identities. There is ample evidence that
our US federal agencies have not yet fully achieved their promise to provide equal employment
opportunities for all - yes, agencies set out to provide EEO - but the data shows that we have a long way to
go. Take annual employee surveys, such as FEVS, for example. Most agencies have gaps across race and
gender, demonstrating clear patterns of fundamentally different and unequal workplace experiences and
outcomes by race, gender, and disability status. For example, Black federal employees consistently have
lower FEVS favorability scores, compared to their peers in other race/ethnicity groups, in categories such as
personal work experiences and relationship with supervisors. As another example, annual MD715 reports
consistently show that women and people of color are underrepresented in mission-critical occupations (vs
relevant labor force benchmarks) and in leadership positions (vs. their availability in lower-level jobs). These
gaps are evidence that we have not achieved fair, merit-based organizations. And worse, that the ways in
which our organizations are unfair have patterns - the harm being done to people is not random, but is most
likely to impact historically underrepresented groups. EO 13950 would have us do what, exactly? Pretend
that these gaps do not exist? Believe that these gaps reflect true differences in pure merit, and it just so
happens that White men are more qualified than every other group to hold positions of power in our
government? Or what? I am legitimately baffled by this EO and what it is trying to say about the causes of
these very real gaps in outcomes for our fellow citizens. The EO is impractical and unsustainable. It lacks
guidance on what TO DO -what CAN WE DO -to help ensure equal opportunity for all. It merely prohibits a
long list of educational activities, shuts down critical thinking, and asks us to pretend that very real problems
do not exist. The EO claims to have taxpayer interests in mind, but creates such an overwhelming burden to
enact, enforce, investigate, punish, etc. that taxpayer money would be grossly misused in its service_ Finally,
the EO is an outrageous overreach for the federal government. It exposes the business community and
American workers across industries to even more discrimination, prevents American companies from
shaping their own company cultures, and constitutes a truly frightening form of government censorship. This
EO must be struck down. It is the very kind of thing that is tearing our great nation apart.

DOL004166

OFCCP-2020-0002-0046 Anonymous

We need more, not less, training on race and sex/gender-based stereotyping and discrimination. We have a
duty to better understand the experiences and feelings of all and to recognize that the minority in this
country has always been unfairly discriminated against. It is unbelievable that the president and others
might think that training like this is somehow discriminatory for white, heterosexuals. Surely white
heterosexuals have more grit than that and can understand that being sensitive to the experiences of others
does not, in any way, detract from one's own experiences. That argument is without any merit at all. We are
so much better than this awful executive order.

OFCCP-2020-0 02 0047 Anonymous

The executive order and other memos issued by the White House are dangerous because they demonstrate
a fundamental misunderstanding of critical race theory and anti-racism trainings These perspectives do NOT
propose that "one race or sex is inherently superior to another race or sex." Rather, they point out the way
that EVERYONE in US society has internalized biases that favor Whites and males. They definitely do NOT say
"an individual should be discriminated against or receive adverse treatment solely or partly because of his or
her race or sex." However, they point out the way that people of color and women frequently are. They do
NOT claim that "members of one race or sex cannot and should not attempt to treat others without respect
to race or sex." But rather, they demonstrate that due to the discrimination women and people of color still
face, it is not truthful to pretend that everyone is equal. Nowhere dothey assert that "an individual's moral
character is necessarily determined by his or her race or sex.' They also do not claim that "an individual by
virtue of his or her race or sex, bears responsibility for actions committed in the past by other members of
the same race or sex." However, they do assert that our current society is shaped by the sociohistorical
context of slavery and it is the responsibility of those with privilege to change these norms going forward. In
no way does CRT or the anti-racism movement propose that "any individual should feel discomfort, guilt,
anguish, or any other form of psychological distress on account of his or her race or sex." This discomfort is
often a natural reaction for people as they learn about the inequities that still exist. In fact, the
defensiveness of our current president and his followers is a textbook example of this discomfort/distress.
This EO is also a frightening example of the avoidance and denial that is so common when humans are faced
with realities that challenge them or threaten to take away their power. In this case, the president had the
power to force his denial onto others.

OFCCP-2020-0002-0048
L._

b) 6

I am against this order. Diversity related trainings are crucial for workplaces. Increased awareness of
diversity and inclusion is essential in our current society. This order makes it increasingly difficult or nearly
impossible for federal employees to include these essential trainings.
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This EO is racist and co trolling, gaslighting the experience of many Americans. Biden had bette reverse it.

OFCCP-2020-0002-0050

I believe that this EO is based on a misunderstanding of diversity training. Such training aims to raise
awareness of the hidden and implicit ways in which race- and sex-based stereotypes operate. This EO would
have the damaging effect of restricting access to necessary knowledge and information.

OFCCP 2020-0002 0084

13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget
(OMB) memos, and the contents of this Request for Information (RFI). This RFI and the EO are premised on
flawed assumptions and ignore the real benefits that evidence-based diversity training offers to employers
and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience
with diversity training shows that it in no way seeks to engage in racial or sex stereotyping. Rather than
seeking to create "divisiveness in the workplace," diversity training seeks to promote a common
understanding about implicit and explicit biases that already exist in the workplace. I have seen the benefits
of such training to my patients and colleagues, and this RFI strikes me not as a true fact-finding effort, but as
a means of confirming pre-existing assumptions underlying the EO. Research on diversity trainings points to
positive-benefits of evidence-based diversity training programs. Social hierarchies - such as racism, sexism,
heterosexism, ableism, and ageism - marginalize disadvantaged groups while unfairly benefiting others.
These hierarch'es minimize the value of marginalized populations and their contributions to their
communities. The nation as a whole suffers when disadvantaged groups are unfairly prevented from
reaching their full potential. Research on diversity training is clear - high-quality, evidence-based trainings
increase individuals' awareness of their own biases, and the ways in which inequities can be reinforced
within institutions and systems. These trainings increase competitive advantages for businesses, improve
intergroup interactions, increase opportunities for understanding diverse viewpoints, and improve
conditions for learning. They also improve the quality of services delivered to diverse populations, such as in
health care settings, and improve educational opportunities for all. In so doing, diversity trainings have
improved the functioning of public and private organizations, including government agencies. The evidence
of widespread promotion of race or sex stereotyping or scapegoating during diversity trainings, as described
in the EO, is vague, lacks context and citation, and in my experience bears little resemblance to real-world
evidence-based diversity training. Federal regulations must permit all executive departments and federal
agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal
workforce, contractors, grantees, and the military. Rather than silencing diverse perspectives on race,
gender, and inclusion in society, we should focus on more research on and application of proven training
strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I respectfully ask
that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue

(b) 6
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strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex
Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this
Request for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real
benefits that evidence-based diversity training offers to employers and employees alike. Contrary to the
assumptions made by this RFI and the underlying EO, my experience with diversity training shows that it in
no way seeks to engage in racial or sex stereotyping. Rather than seeking to create "divisiveness in the
workplace," diversity training seeks to promote a common understanding about implicit and explicit biases
that already exist in the workplace. I regularly conduct bias and diversity trainings with legal professionals
and court personnel, and I have personally seen the benefits of such training. Contrary to the text of the EO,
bias and diversity training does NOT claim that some individuals are inherently biased because of their
membership in certain majority groups. In my experience, judges, court administrators, clerks, attorneys,
and other court personnel want more training on bias and diversity, and providers are in high demand. As a
result of this type of training, these individuals better understand important concepts like implicit bias and
systemic racism, are more comfortable talking about important equity-related topics with their colleagues,
have more empathy and understanding for their colleagues who come from different backgrounds than they
do, and feel more equipped to advocate for policies that would meaningfully promote equity in their
workplaces. This RFI strikes me not as a true fact-finding effort, but as a means of confirming pre-existing
assumptions underlying the EO. Research on diversity trainings points to positive benefits of evidence-based
diversity training programs. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism marginalize disadvantaged groups while unfairly benefiting others. These hierarchies minimize the value of
marginalized populations and their contributions to their communities. The nation as a whole suffers when
disadvantaged groups are unfairly prevented from reaching their full potential. Research on diversity training
is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the
ways in which inequities can be reinforced within institutions and systems. These trainings increase
competitive advantages for businesses, improve intergroup interactions, increase opportunities for
understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of
services delivered to diverse populations, such as in health care settings, and improve educational
opportunities for all. In so doing, diversity trainings have improved the functioning of public and private
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13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget
(OMB) memos, and the contents of this Request for Information (RFI). This RFI and the Ed seemed to have
adopted unsound assumptions while ignoring the proven benefits of evidence-based diversity training for
employers and employees. Rather than seeking to create "divisiveness in the workplace," diversity training
promotes a common understanding about implicit and explicit biases that already exist in the workplace. I
work in the area of sports and am involved in two quite diverse sports - fencing and swimming. Close to 70%
of the children I work with at the Illinois Fencers Club are first generation Americans or immigrants. Growing
up in this diverse environment and my work with the athletes and their families, coaches and club
administrators allows our students to understand and adopt the values of empathy, courage, inclusion social
and personal responsibility, growth, cooperation and leadership. Knowing our roots and history, becoming
aware of our own biases, listening to others' experiences and understanding their background are processes
that help form multidimensional identity, foster team spirit and make progress possible. As a result, I am
proud to report that many of our graduates successfully navigate professional relationships in the workforce,
respectfully find commonground with colleagues at work and form positive partnerships in our diverse
society. Therefore, this RFI strikes me not as a true fact-finding effort, but as a means of confirming preexisting flawed assumptions underlying the Ed. Research on diversity trainings demonstrate the positive
benefits of evidence-based diversity training programs. Social constructs - such as racism, sexism,
heterosexism, ableism, classism and ageism - marginalize disadvantaged groups while unfairly benefiting
others. As a result, the value of marginalized populations and their contributions to their communities are
minimized. The nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching
their full potential. Research ondiversity training is clear- high-quality, evidence-based trainings increase
individuals' awareness of their own biases, and the ways in which inequities can be reinforced within
institutions and systems. These trainings increase competitive advantages for businesses, improve
intergroup interactions, increase opportunities for understanding diverse viewpoints, and improve
conditions for learning. They also improve the quality of services delivered to diverse populations, such as in
health care settings, and improve educational opportunities for all. While diversity trainings have improved
public and private organizations, including government agencies, the work needs to continue. The evidence
of widespread promotion of race or sex stereotyping or s a pegoating during diversity trainings, as described
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titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget (OMB)
memos, and the contents of this Request for Information (RFI). This RFI and the EO are reducing the
inappropriate forced work place propaganda that is part of political correctness and cancel culture. The APA
does not speak for the majority of psychologists. Their supposisions are premised on flawed non evidencebased diversity training and on flawed, skewed research. My experience with diversity training is that the
majority of my colleges and clients are not racially biased but that the current developers of the diversity
training are. The attempt to force racially biased diversity training actually promotes and creates
"divisiveness in the workplace," for alleged implicit and explicit biases that don't exist in the majority of the
workplace. I have seen the detriment of such training to my patients and colleagues. Much of the research
on diversity training is biased and treats opinion as fact such as with the unsupported conclusions concerning
social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - and that these isms
marginalize disadvantaged groups while unfairly benefiting others. This is nothing but unsupported
emotionally based suppositions. It is particularly detrimental to marginalized populations to teach them that
the current hierarchy is minimizing their contributions to their communities instead of reinforcing the
progress made through their personal responsibility and action. The nation as a whole suffers when
disadvantaged groups are unfairly lied to by psychologists that others are preventing them from reaching
their full potential. Research on diversity training is not high-quality, or evidence-based. The current APA is
clearly supporting their own biases, by submitting their opinion that inequities are being reinforced within
institutions and systems. What is evident is that these promoters have a biased agenda against conservative
individuals. These psychologist do not present diverse viewpoints or improve conditions for learning. In fact,
they stifle learning and do not want to hear any diverse viewpoint that does not support their agenda and
preconceived notions of racial bias. Federal regulations must not mandate to executive departments and
federal agencies to continue the inappropriate diversity training efforts that are biased and actually create a
hostile environment. Rather than silencing diverse perspectives particularly by any one with traditional
Judeo Christian values, we should focus on unbiased, fact based research on application of proven training
strategies to promote equity, diversity, and inclusion, versus the current biased emotion based pseudo
research created to support the notion that we live in a racially biased society. Training should instead
reinforce how our noble nation has done more to reduce discrimination than any other country in history. I
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I strongly support this Executive Order. Divisive coercion under the guise of "Diversity Training" is contrary to
our most basic American values. In particular "Critical Race Theory", and its basis in the presumption that all
people with Caucasian skin color are unconsciously racist is in itself extremely racist. It subjects non-racist
Caucasian Americans to degrading and offense extreme coercion. It is also contrary to all scientific data
which questions the construct of race, and requires any theory be capable of being shown to be false. This
Executive Order is in the highest spirit of the 14th Amendment to the Constitution of the United. States
equiring equal treatment under the law. That is precisely what this Executive Order accomplishes.
residdent Tth
rumph, THANK
K YOIU FOR YOUIRbiases
EXCELII kEeNT WORK in attem
thptindg to ts.t opam
l ly colleagues
scape.
sprea
a cancer across
They are
wolves in sheeps clothing.

DOL004172

O FCCP 2020-0002 0429

(b) 6
OFCCP-2020-0002-0430

13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget
(OMB) memos, and the contents of this Request for Information (RFI). [NOTE THIS IS A UNIQUE
PRESENTATION AND NOT A FORM LETTER] This RFI and the EO appears to be premised on flawed
assumptions and ignore the real benefits that evidence-based diversity training offers to employers and
employees alike. When it is done well diversity trainings points to positive benefits of evidence-based
diversity training programs. Social hierarchies-such as racism, sexism, heterosexism ableism, and ageism marginalize disadvantaged groups while unfairly benefiting others. These hierarchies minimize the value of
marginalized populations and their contributions to their communities. The nation as a whole suffers when
disadvantaged groups are unfairly prevented from reaching their full potential. Research on diversity training
is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the
ways in which inequities can be reinforced within institutions and systems. These trainings increase
competitive advantages for businesses, improve intergroup interactions, increase opportunities for
understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of
services delivered to diverse populations, such as in health care settings, and improve educational
opportunities for all. In so doing, diversity trainings have improved the functioning of public and private
organizations, including government agencies I do not completely agree with my colleagues in my
professional associations that diversity training is always been a wonderful thing I am aware of situations
where it's been used as a bully pulpit and has been used to browbeat people who have diverse points of
view. However, quality diversity training does involve helping people to see, hear and understand other
people's life experiences and does have the positive consequences of helping people be more tolerant of
each other And I think there are ways to help incorporate this in government-based employment that does
not lead to fear of being "brainwashed" or "browbeat" and does have protections for employees who might
feel that the providers of such training have misbehaved in any way. That may be the case already. I don't
know how government agencies have implemented training for their employees I would hope that it would
be part of standard orientation and annual or biannual training on "maintaining a healthy work
environment" which understandably would involve effective training on how to get along with those of
diverse opinions and experiential backgrounds. If it's something that all employees are required to be part of
and it doesn't require them to espouse their beliefs one way or another about anything that should pass
As a psychologist, I write to express my strong support for President Trump's Executive Order (EO) No. 13950
titled "Combating Race and Sex Stereotyping", Thank you for showing common sense in this crazy PC
environment.'
(b) 6
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Asa psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No.
13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget
(OMB) memos, and the contents of this Request for Information (RFI). This RFI and the ED are premised on
flawed assumptions and ignore the real benefits that evidence-based diversity training offers to employers
and employees alike. Contraryto the assumptions made by this RFI and the underlying EO, my experience
with diversity training shows that it in no way seeks to engage in racial or sex stereotyping. In fact, the
purpose of such training is to get past stereotypes and misconceptions. Rather than seeking to create
"divisiveness in the workplace," diversity training seeks to promote harmony among people through
increased understanding and awareness. The evidence of widespread promotion of race or sex stereotyping
or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation, and in
my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations
must permit all executive departments and federal agencies to continue diversity training efforts to ensure
the ongoing strength of our nation's federal workforce, contractors, grantees, and the military. Rather than
silencing diverse perspectives on race, gender and inclusion in society, we should focus on more research on
and application of proven training strategies to promote equity, diversity, and inclusion, particularly in publicsector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of
evidence-based methods to continue improving the diversity and inclusiveness of the public and private
workforce. Sincerely),
(b) 6
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As a psychologist, I write to express MY STRONG SUPPORT for President Trump's Executive Order (EO) No.
13950 titled "Combating Race and Sex Stereotyping." The EO is premised on common sense, and I believe
correct (based on my education, training, and experience), assumptions and highlights the damage that the
present types of diversity training cause in the workplace and in society. My work with tens of thousands of
persons over my career, in settings of great diversity such as courts and prisons, and my writings on the
subject of diversity lead me to conclude that the research on diversity training that will be touted against the
EO is flawed, skewed, misleading, and politicized. In fact, it has been my experience that the diversity of
values and opinions within various "groups" (defined by age, race, ethnicity, sex, genera, religion, creed, etc.)
are as diverse as values and opinions between the various groups (and many persons are members of
several of these artificial groups simultaneously). At a very basic level, most everyone regardless of group
membership wants a good life, and wants better for their progeny. This knowledge unites us, while
emphasizing average differences between groups (the essence of diversity training) divides us. I believe that
President Trump has good instincts in the matter, and am pleased that he has went with these instincts in
crafting the EO. I could cite my own peer reviewed research and writings in the matter, but will spare you.
Please do not be deceived by those who will undoubtedly deluge you with false and misleading research on
the matter. In fact, I have had to re-write this letter repeatedly as my parent organization, the American
Psychological Association, suggested a form letter to the contrary, against the EO and apparently used
!software to root out dissidents such as me. Respectfully,;
(b) 6
(b) 6
I am a clinical psychologist in private practice in Idaho. I am appalled that the president intends to ban
evidence-based federal diversity t ainings (EO 13950). I agreed with everything stated in the prepared
comment by the APA. However, I fail to understand how this is even happening, when issues of racial
discrimination, and gender stereotyping are rampant in this country and throughout the world. Diversity
training programs are desperately needed in every school, place of work, and every office of government
local and federal. Sincerely,r
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As a student psychologist, I write to express my strong SUPORT for President Trump's Executive Order (EO)
No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget
(OMB) memos, and the contents of this Request for Information (RFI). The current training and overall
assumptions made in critical race theory (underlining principals of the current diversity training) has little if
any objectively scientific research validating it. The underlying theory relies on the assumptions made by the
authors and trainers of this pseudoscience. Who I may add have made a highly lucrative career of continuing
to defend and expand such programs. Any questioning of the theory its training principals or conducing
scientifically accepted measures that show the negative effects this training has had on organizations and
race relations is routinely shouted down by the "Authorities," of political correctness with in the social
sciences. End this devises training and return the science to social sciences. Critical race theory and current
diversity training will one day be viewed in the same light as conversion therapy and penology. Dobbin,
Frank, and Alexandra Kalev. 2018. "Why Diversity Training Doesn't Work: The Challenge for Industry and
Academia". Anthropology Now 10 (2):48-55. Prejudice Reduction: What Works? A Review and Assessment of
Research and Practice Elizabeth Levy Paluck and Donald P. Green Annual Review of Psychology 2009 60:1,
339-367 Kalev, A., Dobbin, F., & Kelly, E. (2006). Best Practices or Best Guesses? Assessing the Efficacy of
Corporate Affirmative Action and Diversity Policies. American Sociological Review, 71(4), 589-617.
https://doi.org/10.1177/000312240607100404
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b)

Evidence-based education programs for learners across the lifespan are critical to promoting equitable
treatment of individuals regardless of race, gender, sexual orientation, or disability. Countless studies have
demonstrated that exposing individuals to their own biases increasing awareness about the treatment of
others and how it may be perceived, and the value of diversity in the workplace and society alters how
marginalized populations are treated and disrupts cycles of discrimination, micro-aggressions, and
mistreatment among children and adults. In childhood, compulsory education (e.g., pre-K to grade 12 public
education) provides a forum to address social issues and educate about history, bias, the strength of
diversity, and equity in treatment of all individuals. However, after grade 12, the only environment in which
the majority of adults of all races, ethnicities, and social statuses engage is the workforce. Therefore,
evidence-based programs to dismantle racism and bias against marginalized populations must be delivered
through workplaces in order to successfully reach adults. The implications of failing to address bias in the
workplace are profound, as failure to do so perpetuates discrimination, minimizes opportunities for
marginalized communities to engage with, be promoted into, and successfully retain employment. Further,
shifts in thinking and the treatment of others in the workplace carries over into our communities, ensuring
that equitable treatment also occurs inthe neighborhoods where employees reside. By preventing
opportunities to distribute evidence-based programs in the workforce to dismantle racism and
discriminations the executive branch is simultaneously ensuring that our communities will continue to be
divided and that the social issues we are confronting today will remain a problem♦
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From:

To:
CC:
Sent:
Subject:
Attachments:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Kilmartin, Alison M - OASP
Kilberg, Andrew G - OSEC; Swearingen, Brett A - OSEC; Taylor, Timothy J - SOL; Wolfson,
Jonathan A - ASP; Squitieri, Chad C - OSEC
11/12/2020 4:32:08 PM
FW: RFI Report
EO 13950 Comment Summary 11.10.2020.xlsx; EO 13950 Comments PDF 11.10.2020.pdf

Please see the weekly RFI Report, attached and below. This is close hold to OSEC/DSEC, SOL, ASP, and
OFCCP. Thanks.
Craig E. Leen
OFCCP Director

bdol.gov>

From: Williams, Tina T - OFCCP
(b) 6
Sent: Thursday, November 12, 2cio-TfluAivr----To: Leen, Craig - OFCCP <Leen.Craig©DOL.gov>
Cc: Davidson, Patricia J - OFCCP
(b) 6
<Gaglione.Robert.J@dol.gov>
Subject: RFI Report

_Odol.gov>; Gaglione, Robert J - OFCCP

Tina,
The attachments and summary below reflect the comment count as of 12 PM Tuesday, November 10th:
• As of Noon on November 10, 2020, OFCCP has received 435 comments on the Request for Information:
Race and Sex Stereotyping and Scapegoating. Of the 435 comments received, 29 supported and 400
opposed Executive Order 13950. Of the supportive comments, 21 specifically mentioned Critical Race
Theory while only 2 of the opposing comments did. Only 3 comments have requested an OFCCP
assessment of attached training materials.
• None of the comments have been submitted on behalf of an employer.
• 375 comments were part of a mass mail campaign that opposed the Executive Order.
Also, please note that the PDF of the comments cuts off the full text of some of the longer comments, but the full
text can be accessed in the Excel spreadsheet or by clicking the links to Regulations.gov.
As of November 10th, the total comment count was 539; however, since then we have received an additional
543 comments as a part of the mass mail campaign opposing the Executive Order; totaling 1082 comments.
This will require a significant amount of time to run the report multiple times a week now that we have a mass
mailing campaign and will impact priorities because of limited bandwidth.
Thanks.
Tina Williams I Director

DOL004178

Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-3325 I Washington, DC 20210

Email

) 6 iLidoi.gov

Fax: 202-693- 1305

Direct
(
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From:

To:
CC:
Sent:
Subject:
Attachments:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Kilberg, Andrew G - OSEC; Swearingen, Brett A - OSEC; Squitieri, Chad C - OSEC
Taylor, Timothy J - SOL
11/13/2020 7:29:27 PM
FW: Secretary's Remarks
EO 13950 Comment Summary 11-13-2020.pdf

FYI.
Craig E. Leen
OFCCP Director

From: Leen, Craig - OFCCP
Sent: Friday, November 13, 2020 7:29 PM
To: 'Sherk, James B. EOP/WHO'
(b) 6
Owho.eop.gov>
Cc: Taylor, Timothy J - SOL <Taylor.Timothy.J©dol.gov>
Subject: RE: Secretary's Remarks
James,
Good evening. Per your request, please see the attached summaries of public responses OFCCP has received
to the RFI. Also, here are the stats for what OFCCP received thus far for the RFI and hotline:
RFI
As of 2:00 PM on November 13, 2020, OFCCP has received 1,146 comments on the Request for
Information: Race and Sex Stereotyping and Scapegoating.
The following summarizes the 1,085 comments received as of 7:30 AM on November 13, 2020:
o 859 comments (79%) are part of a mass mail campaign that opposes the Executive Order
o 223 comments (21%) are unique comments
§ 3 commenters have requested an assessment of training materials
§ 53 commenters explicitly support the EO
§ 117 commenters oppose Critical Race Theory
§ 43 commenters explicitly oppose the EO
§ No comments submitted on behalf of employers that included training materials
•
1 comment has been submitted on behalf of an employer that opposes the EO
Hotline
OFCCP has received 181 unique inquiries on the EO 13950 Hotline.
o Of these 181 inquiries, there are 145 complaints: 97 from named complainants and 48 from
anonymous sources reporting information about organizations purported to be in violation of EO
13950.
o 23 of the inquiries are from individuals seeking compliance assistance. (One request was

DOL004180

removed)
o 13 of the inquiries are written to oppose BO 13950.
Best regards,
Craig
Craig E. Leen
OFCCP Director

From: Leen, Craig - OFCCP
Sent: Friday, November 13, 2020 12:37 PM
To: 'Sherk, James B. EOP/WHO'
who eop gov>
Cc: Taylor, Timothy J - SOL <TayllorImnothvJadoll coy>
Subject: Secretary's Remarks
James,
It was good speaking with you. Please see pp. 9-10 of the attached speech by the Secretary, which was given
yesterday at the Federalist Society National Lawyers Convention. It has three examples from what we've been
receiving starting in the final paragraph on p. 9.
I'm discussing with Tim your request and will get back with you soon.
Best,
Craig
Craig E. Leen
Director, Office of Federal Contract Compliance Programs
U.S. Department of Labor
200 Constitution Avenue, NW
Room C3325
Washington, DC 20210
(202) 69L.JI?).! ._]Phone)
(202) 693-1304 (Fax)
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EO 13950 RFI Comments

Comment Number
OFCCP-2020-00132 0002
OFCCP-2020-0002-0003
OFCCP-2020-0002-0004
OFCCP-2020-0002-0005

OFCCP-2020-0002-0006

OFCCP-2020-0002-0007
OFCCP-202

002-0008

OFCCP-2020-0002-0009
OFCCP-2020-0002-00 0

Comment
Critical Race Theory and other grievance studies) are a threat to a free society.
CRT is racist and should be banned
Critical Race Theory is anti-white propaganda. Its racist towards whites, and it needs to be stopped. We can only coexist with other races if.
everyone is treated the same and no one is demeaned.
Critical race theory should be banned from all government funded institutions
I am 100 percent AGAINST the idea of CRT. This is a hateful indoctrination and should be banned IMMEDIATELY from all public and private
schools, Government and Corporations. CRT is anti white and racist and contrary to all the good which America stands for. BAN CRT
NOVVIIIII
CRT in all of its variations is highly divisive and counter to Americas ideals. It flies in the face of Civil Rights law and will reverse all of the
good it has done. To allow CRT to be promoted will only breed more racism, divisiveness, discrimination, and hate in our country. It is in
large part to blame for the current state our nation is in. It should not be allowed anywhere within our federal government or with those
who do business with the federal government, or with those who receive federal funding. We most hold fast to the words of Martin Luther
King Jr. and judge others not by the color of their skin, but by the content of their character.
Good EO. Critical Race Theory is dangerous. Needs to go further. Californiais about to legalize discrimination based on race, gender etc.
This must be stopped.
Critical Race Theory is modern day segregation and speaks to a perverse view of collectivism versus individualism. I am completely against
CRT training in the workplace and schools. Thank you.
Critical race theory is a trojan horse that threatens our future. It is institutionalized racism and i the exact stuff that should be stamped out.
We are not a racist country, but this perverted ideology could take us back there
The Critical Race Theories being taught in schools and conducted as trainings in the workplace is nothing but anti White racism. If you
substituted the words Jewish, Asian, Black, Hispanic, or any other racial group with the word White the seminars and teachings would be
categorically racist. Whites are not immune from being treated poorly or from being the target of racism. These racial sensitivity trainings
are dressed up racism toward White people. In fact, the very metric of success is measured in negative outcomes for White people. If there
are fewer Whites admitted to college or getting jobs then this is a success according to CRT advocates. If White life expectancies drop,
fertility rates drop, incomes drop, then these are considered successful outcomes for CRT advocates. I am personally embarrassed so many
people have fallen for this race hustler hoax, and it is a moral outrage that taxpayers are funding this fraud.

OFCCP-2020-0002-0011

DOL004182

EO 13950 RFI Comments

Critical Race Theory, misrepresented in the main stream media as "racial sensitivity training" is tearing our country apart. We area country
founded on principles of individual human rights and human equality. We have not always lived up to that, but the sentiments espoused in
the Declaration of Independence and enshrined in the limited government structure of the Constitution were true when written and have
been expanded since. The current racial narrative is that America is as deeply racist today as it was during slavery orJim Crow, and centers
everything on group identity and group responsibility. That is entirely antithetical to our founding. To attribute characteristics to a white
person because they are white or a black person because they are black is the definition of racism. All white people are not racist, and all
black people in America do not see themselves as victims of a racist country in 2020. That is not to say we do not have racism,
discrimination or inequality to work on rooting and solving. I can say that using the tools of Critical Theory which completely reject the
principles of individual human equality, logic, reason, the Scientific Method, et cetera are the exact wrong tools to use in addressing real
racial issues today. We are inflaming racial tensions by attributing the Scientific Method, the nuclear family showing up on time, turning in
your work, etc. as aspects of "Whiteness" as the Smithsonian did this summer is deeply offensive and racist. As an American who cares
about racial justice and equality, I urge our taxpayer funded government to reject the divisive message or Critical Theory and embrace
liberal values of equality, human dignity, and humanflourishing.
OFCCP-2020 002-00 2

OFCCP-2020-0002-0013

OFCCP-2020-0002-00 4
OFCCP-2020-0002-0015
OFCCP-2 20-0002- 016

OFCCP-2020-0002-0017

I strongly endorse the President's Executive Order 13950. I concur completely with his analysis and rationale. Our nation cannot realize the
dreams and goals of our founders and our current citizens if we are divided; if scapegoat and if don't live up to the Declaration of
Independence, "that all men are created equal."
I am very grateful that you are taking action to protect our nation from the poisonous ideology of Critical Race Theory. It is a school of
thought that can only lead to hatred and division. I have experienced first hand the destructive nature of CRT as it has created division
within my own family. I never could have imagined that by working to raise my daughters well and sending them to college I was actually
destroying our relationship. I hope and pray that we are able to prevent other families being destroyed by the lies perpetuated in CRT.
I want this. CRT breeds hatred, victimhood, division, and abusive behavior. I do not want it in our federally funded institutions. It is political
and dangerous.
You are all ins nellIll What do you really want? What blacks want besides looting?
Thank you for creating this EO. Critical Race Theory is pseudo-scientific, anti-academic, racist drivel. It rejects objectivity, individualism, and
liberalism. It has not place in the public square and should not receive a dollar of funding from my taxes.

DOL004183

EO 13950 RFI Comments

I support preventing the teaching of CRT, or at least preventing p ese ting CRT-as the-only method for viewing acia disparities/issues. It has
some aspects of truth, like all good lies, and so many well-m aning but ill-informed people agree with it. It pretends to be the heir to MLK
and the civil rights movement, but it was founded because its founders interpreted the civil rights movement to be a failure. They openly
question the very foundations of the liberal order, including equality theory, legal reasoning, Enlightenment rationalism, and neutral
Principles of constitutional law" (Delgado and Stefancic (20O1), "Critical Race Theory, An Introduction"), which many people think that
despite failures have lead to a pretty good system of governance. CRT lacks nuance (everything is, or is caused by, racism), it defies dissent
(CRT uses anecdotes as evidence - of course anecdotes cannot be disagreed with, but anecdotes are a weak form of evidence because they
are so limited. Those who dissen are assumed to do so not due to objective reasoning (which is doubted), but because-they want to
maintain the racist status quo), and it rejects any methods which can be used to disagree with it. The tips section for this comment says
"Base your justification on sound reasoning, scientific evidence, and/or how you will be impacted". CRT would be happy to use "how you
will be impacted" (if "you" is a person of color, and "impacted" refers to negative effects of living in a white supremacist culture - any other
answers are the results of internalized oppression), but "sound reasoning" and "scientific evidence", when used to disagree with it, are
called "The Master's Tools" (Lorde (1984), The Masters Tools Will Never Dismantle the Masters House.). Sound reasoning and scientific
evidence are assumed to be limited to use by white people, which is both racistand untrue. It is a political (power-based) strategy for
analyzing racism which goes against the lofty goals of equality and justice foundational to the civil rights movement and foundational to the
US Constitution. Disagreeing with CRT is a matter of choosing a different set of politics - usually, one which is less self-interested and more
moderate. CRT is an aberration, not an elevated and evolved version of the civil rights movement
OFCCP-2020-0002-00 8
OFCCP-2020-0002-0019

OFCCP-2

0

O

O20

OFCCP-2020-0002-0021

https://amgreatness.com/2020/10/05/trumps-anti-critical-race-theory-order-is-necessary-but-insufficient/ I think critical race theory is
horrible. It needs to be out of all government and schools.
https //amgreatness.com/2020/10/05/trumps anti critical-race-theory-order-is-necessary-b t-in uffic ent As comment I submit my article
published at American Greatness commenting on the merits and demerits of Trumps order a it stands. I offer what I think is a way forward
to builds on the existing order to reach a more robust approach to the issue.
I am a federal employee and I see these trainings frequently. They are divisive, racist and anti-American. White people are not born racist
and the large majority simply are not. America is a great country founded on equality. Ideas like equity are dangerous.

Scapegoating has no place in any system which intends good outcomes for its inhabitants. It is inevitably a ShirleyJackson Lottery which, in
the end, ritualistically chooses victims to bear the burden of its own sins. The Critical Race Theory which has begun to pervade workplaces in
the United States is nothing more than a restated version of the scapegoating that we have seen so many times before, both here and
elsewhere. The process itself is inherently toxic; and while it takes great effort to avoid, the effort is worthwhile. Critical Theory is in direct
opposition to American ideals and in particular, Critical Race Theory is in direct opposition to the Civil Rights Acts enacted federally and in
states during the 1960s--laws which were hard-won and profoundly based upon the notion of human dignity. The President's executive
orderis wise in targeting the results of these phenomena rather than the specific phenomena byname;; such phenomena are adept at
masking through language and would easily sidestep direct naming of Critical Race Theory. This element must be purged from all Federal
dealings, and indeed any dealings which claim to involve a democratic process or w ich claim to support the Bill of Rights. I am in strong
upport of the President's executive order on Race Stereotyping and Segregating.
OFCCP-
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OFCCP-2020-0002-0023

OFCCP-202

002-0024

OFCCP-2020-0002-0025

OFCCP-2020-0002-0026
OFCCP-2020-0002-0027

Critical race theory is divisive and goes against the enlightenment values on which this country is founded. It is illiberal and totalitarian and
must be resisted. Thank you for taking action against it. Sincerely, A concerned citizen too afraid to speak due to the illiberal mob
Critical Theory is a dangerous ideology that attacks the very foundational principles on which our nation was founded. It hacks away at the
bedrock values of our society. There should be ZERO tax dollars paying for Critical Race.Theory or.Critical Gender Theory in either federal or
state budgets. i urge the government to put an immediate halt to any and all funding supporting this poisonous ideology.
The Human Resources departments for all federal contractors need to make their employees aware of the hotline.
up to this time, the white race has been discriminated against by employees hired to come to work places and teach all the employees there
that whites were racists. i find such teaching to be discriminatory and it shuod not exist anywhere n america. for taxpayers to be paying for
this atrocity is outrageous. cleanly we can all work under this dol proposal.

OFCCP-2020-0002-002

See attached pic
segregation in their government training
Plessy vs furgouson is moot?
The City of Palmer recently began utilizing this training from Traliant. Would you please review and let me know if it s in compliance with
EO 1395O? Thank you

OFCCP-2020-0002-0029

White is not a race. Where are you getting your information? Directly from Stephen Miller? Systemic oppression is real. Is this a crime tip
hotline for people with hurt feelings? A mild discomfort complaint box? Anguish, seriously?! If you dont believe in racism or sexism, how can
you experience anguish because you have to go to a boring training you dont like? I have had to go to at least 3 trainings in my career to
learn about the complexities of Excel spreadsheets. I shopped online - it was fine. WHAT IS THE PUNISHMENT for people/companies who
violate this edict? Craig E. Leen, I see your name at the bottom of this document as director of the OFCCO. This will be part of your legacy,
this sneaky, disingenuous, undemocratic drivel. You signed off on it, so either you believe in it or somebody has promised you something.
Unbelievable cruelty & trickery.

OFCCP-2020-0002-0030

This Executive. Order prevents organizations like Centers for Independent Living from being able to move forward with the anti-racism and
intersectionality of race and disability work. We are going backwards with this EO instead of moving forward in history. This EO will prevent
federal funded organizations from being able to do any diversity or cultural awareness trainings. Please DON'T support this Executive Order!

OFCCP-2020-0002-0031

This EO is incredibly damaging to marginalized communities all over the US and completely undermines the experiences of black Americans
specifically. It is a FACT that minorities experience racism, directly and indirectly, every day by others in this country daily. This racism has
been indoctrinated into our daily lives through education and experiences. Pieces like Critical Race Theory force us to examine the FACTUAL
history of this country and the way that we have treated minorities for centuries. We cannot work on creating everyone equal if we as a
country continue to ignore the long violent, racist basis that settlers created this country on. When the constitution was founded, black
people were only counted as 3/4ths a person and those who signed that document had the audacity to say that all people were created
equal. Please reject this EO. We have suffered enough.

DOL004185
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OFCCP-2020-0002-0032

On behalf myself, an Associate Professor at the University of Minnesota Medical School, I appreciate the opportunity to provide comment
on the President Donald J. Trump signed Executive Order 13950, titled "Combating Race and Sex Stereotyping". Within the Department of
Psychiatry and Behavioral Sciences, I oversee clinical training of students, medical residents and fellows who train at clinical training sites,
including the Minneapolis Veterans Affairs Healthcare Center. Diversity, Equity and Inclusion training is essential to our training mission, as
we work to train a health workforce with the skills needed to serve our diverse community. As a participant in several initiatives at the
Universityof Minnesota and the Minneapolis Veterans Affairs Healthcare Center prior to the Executive Order, I can attest that Diversity,
Equity, and Inclusion training is not designed or intended to stereotype or scapegoat any person or identity. Rather, these initiatives train
participants to notice explicit and implicit biases we may hold, explore and challenge these biases in order to develop skills to appreciate
and celebrate our many differences. When people experience discrimination or bias-related incidents related to a protected category or
classification, in their professional capacity, or as recipients of healthcare, our whole community suffers. I implore the Office of Federal
Contract Compliance Programs to not only allow, but promote Diversity, Equity and Inclusion training initiatives throughout the Federal
system and Federal Contractors. Thank you for your consideration.

OFCCP-2020-0002-0033
OFCCP-2020.0002-01334

As a private citizen who has worked with the University of Minnesota Medical School on a contract basis for many years and with Fortune
100 and 500 corporations in the Twin Cities for more than 20 years, I understand the importance of providing Equity, Diversity and Inclusion
training. In our country in particular, this training is critical to helping each of us better understand and manage our implicit and explicit
biases when working with each other or when serving the public. That training is even more important in the teaching environment -- both
for students and for educators. The President's belief that such training encourages racial and sexual stereotyping and scapegoating is
ludicrous and comes from a position of white privilege. We absolutely must equip generations of Americans with the ability to understand
themselves better when it comes to working/serving/living with those who are different from themselves. It's critical to our democracy, to
the pursuit of happiness, and to a more satisfying way of living in our country. Please DO NOT APPROVE this Executive Order. It flies in the
face of our Constitution and denies the reality of living in the United States today.
Please roll this back. It's regressive and counter to what folks in our country have been fighting for for decades.

OFCCP-2020-0002-0035

The presidents Executive Order is incredibly disturbing and goes against our core values as government employees and healthcare workers
to provide respectful, inclusive, and culturally competent care to our nations veterans. This order has had a chilling effect on our ability to
learn and grow and acknowledge the ugly truths of racism and other forms of oppression. I am horrified to work somewhere that is trying to
police my language in this way and it makes me question whether this organization aligns with my personal and professional values. This
order interferes with my ability to do my job which is to provide veterans with high quality competent mental health care. I feel like we are
moving backwards.

OFCCP-2020-0002-0036

As a participant in a Diversity, Equity, and Inclusion(DEI) initiative at the University of Minnesota, I can attest that DEI training is not
designed or intended to stereotype or scapegoat any person or identity. Rather, these initiatives train participants to notice explicit and
mplicit biases we may hold, explore and challenge these biases, in order to develop skills to appreciate and celebrate our many differences.
Inthese training initiatives, the often marginalized aspects of my identity have been supported and validated, while the majority aspects of
my identity have *not* been shamed nor degraded. I implore the Office of federal Contract Compliance Programs to not only allow, but
promote Diversity, Equity and Inclusion training initiatives throughout the Federal system and Federal Contractors. These trainings keep our
systems and our individuals healthy and well.

DOL004186
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P-2020-0002-0038

When I read this E0, my blood chilled. I have never seen such an infringement on intellectual and critical study and thought. It denies
history, and prevents businesses from achieving goals and strategies. In addition, this is government censorship at its worst. For those who
think it's GREAT, know that federal contractor/subcontractor can be ANY business that does business with the federal government.
This is a shocking and science-defying mandate that will have horrible repercussions for decades to come if not eversed IMMEDIATELY. This
is censorship of decades of research. This will harm many.

OFCCP-2020-0002-0039

How can we live up to our country's standard of all people being treated equally with an executive order that limits the ability for training
and therefore discussion about the times where that is NOT the case? As a taxpayer I expect that government employees are being exposed
to the theories and ideas that are banned in this EO.

OFCCP-2020-0002-0040

I believe this EO demonstrates a lack of understanding of the purpose of the types of diversity training highlighted and diversity training in
general. I am a white, male and have been in the Federal Government for over 30 years I taken numerous kinds of diversity training,
including in the topics noted. NONE of those training sessions have painted the United States as "irredeemably racist" or have been
"divisive" or "un-American." The wording of the EO and OMB memos have already had a chilling effect that will not only end the "offensive'
training, but most likely many other types of diversity training that have benefitted the Federal Government workforce. That can only serve
to do more harm to the workforce than a few disgruntled diversity training attendees hae experienced. Yes, this type of training can make
people uncomfortable as we are challenged to look more deeply at ourselves, our racist history, and where racism still holds on even today
But I believe Americans are up to feeling some discomfort if it means the possibility of making life better for ALL Americans. If there is a
problem with diversity training that is ineffective or given by unqualified individuals, then address that problem This EO, as written, will only
serve to make the Federal workforce a less diverse and inclusive environment. That would do harm to all the Americans.

OFCCP-2020-0002-0041

This order has concerning economic ramifications for government services -- in terms of government agencies ongoing ability to compete
for employees, contractors, and users of government services with the private sector. For example, well-trained providers in the VA have
already discussed leaving the agency due to this odd and confusing order, instead to seek a setting where intellectual censorship is not
mandated. Additionally in the VA, the executive order is a message to veterans from marginalized groups (e.g., racial minorities, women)
that consideration of their unique needs and struggles is no longer a topic of importance and will not be taught to staff and providers. The
message is clear -- these topics of cultural study and training offend the sensibilities of those in majority and privileged racial and gender
groups who would prefer not to be challenged to consider the perspectives of people other than themselves and how their actions (this
order being one of those actions) may be contributing to these problems for people from marginalized groups. As a result, the private sector
will thrive from this order, potentially one of the intended purposes of the order -- to continue to make irrelevant government agencies that
provide useful services for the public. This is an archaic order, steeped in unconventional viewpoints not held by the majority of Americans,
that makes government services appear increasingly irrelevant and out of touch with reality, but much more in touch with un-American
beliefs of censorship of thought, exclusion of people, and special protection for those who insecurely attempt to hold onto their power.
Government agencies and indeed the American people deserve better than this.

OFCCP-2020-0002-0037
OF
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002-0042

I'm writing to share my strong disagreement with this Executive Order. As the EO states, the United States has a long history of struggling for
racial justice. Limiting organizations' and government agencies' ability to train their staff on how to continue to fight against racial injustice -including by referring directly to important racial justice theories and the existence of systematic racism and white supremacy in the United
States -- will limit our ability to ever achieve racial justice in this country, as well ignore the lived experience of millions of Americans. All
individuals in the United States are not yet equal, and without embracing this fundamental understanding, we will be held back as a country.

0FCCP-2020-0002-0043

(b) 6
I work as a ,
_.,,
Providence Health Services accept TRICARE as payment for medical services, therefore I believe they fall into the category of a Federal
subcontractor. I received an email from my manager linking an internal web-page with Diversity and Inclusion training resources. I have
attached three of the resources, which included phrases like, "minimizing the potential for harm your whiteness has.." (from Kim Crayton's
Being an Antiracist at Work), as well as many resources on 'White Privilege' and the 'implicit racism of being White'. In addition, there were
a long list of training articles available through the Providence's official internal training website (RISE). Literally dozens of articles popped up
when I typed in 'Whiteness'. I believe these resources are unconstitutional.

OFCCP-2020-0002-0044

This executive order is designed to stifle communication and discussion of systemic racism and sexism. The hotline asking employees to
report on one another is reminiscent of The McCarthy era. How can we tackle making change in our systems to reduce racism and sexism if
we cannot have open and honest communication. This order suppresses the free speech of federal workers and prevents us from hiring
external experts who could help us make change. This executive order cannot stand!

OFCCP-202
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E0 13950 is based on a factually incorrect characterization of diversity and inclusion training programs, the vast majority of which do not
cast any group as a scapegoat, and do not characterize any particular group as inherently racist, sexist, or oppressive. Most diversity and
inclusion training programs - and every such program that is well-regarded by practitioners - are grounded in a belief that what we all want
is a level playing field for everyone, regardless of their race, sex, and other identities. There is ample evidence that our US federal agencies
have not yet fully achieved their promise to provide equal employment opportunities for all - yes, agencies set out to provide EEO - but the
data shows that we have a long way to go. Take annual employee surveys, such as FEVS, for example. Most agencies have gaps across race
and gender, demonstrating clear patterns of fundamentally different and unequal workplace experiences and outcomes by race, gender,
and disability status. For example, Black federal employees consistently have lower FEVS favorability scores, compared to their peers in
other race/ethnicity groups, in categories such as personal work experiences and relationship with supervisors. As another example, annual
MD715 reports consistently show that women and people of color are underrepresented in mission-critical occupations (vs. relevant labor
force benchmarks) and in leadership positions (vs. their availability in lower-level jobs). These gaps are evidence that we have not achieved
fair, merit-based organizations. And worse, that the ways in which our organizations are unfair have patterns - the harm being done to
people is not random, but is most likely to impact historically underrepresented groups. E0 13950 would have us do what, exactly? Pretend
that these gaps do not exist? Believe that these gaps reflect true differences in pure merit, and it just so happens that White men are more
qualified than every other group to hold positions of power in our government? Or what? I am legitimately baffled by this E0 and what it is
trying to say about the causes of these very real gaps in outcomes for our fellow citizens. The E0 is impractical and unsustainable. It lacks
guidance on what TO DO - what CAN WE DO - to help ensure equal opportunity for all. It merely prohibits a long list of educational activities,
shuts down critical thinking, and asks us to pretend that very real problems do not exist. The E0 claims to have taxpayer interests in mind,
but creates such an overwhelming burden to enact, enforce, investigate, punish, etc. that taxpayer money would be grossly misused in its
service. Finally, the E0 is an outrageous overreach for the federal government. It exposes the business community and American workers
across industries to even more discrimination, prevents American companies from shaping their own company cultures, and constitutes a
truly frightening form of government censorship. This E0 must be struck down. It is the very kind of thing that is tearing our great nation
apart.

OFCCP-2020-0002-004

We need more, not less, training on race and sex/gender-based stereotyping and discrimination. We have a duty to better understand the
experiences and feelings of all and to recognize that the minority in this country has always been unfairly discriminated against. It is
unbelievable that the president and others might think that training like this is somehow discriminatory for white, heterosexuals. Surely
white heterosexuals have more grit than that and can understand that being sensitive to the experiences of others does not, in any way,
detract from one's own experiences. That argument is without any merit at all. We are so much better than this awful executive order.
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The executive order and other memos issued by the White House are dangerous because they demonstrate a fundamental
misunderstanding of critical race theory and anti-racism trainings. These perspectives do NOT propose that "one race or sex is inherently
superior to another race or sex." Rather, they point out the way that EVERYONE in US society has internalized biases that favor Whites and
males. They definitely do NOT say "an individual should be discriminated against or receive adverse treatment solely or partly because of his
or her race or sex." However, they point out the way that people of color and women frequently are. They do NOT claim that "members of
one race or sex cannot and should not attempt to treat others without respect to race or sex." But rather, they demonstrate that, due to the
discrimination women and people of color still face, it is not truthful to pretend that everyone is equal. Nowhere do they assert that "an
individual's moral character is necessarily determined by his or her race or sex." They also do not claim that "an individual, by virtue of his or
her race or sex, bears responsibility for actions committed in the past by other members of the same race or sex." However, they do assert
that our current society is shaped by the sociohistorical context of slavery and it is the responsibility of those with privilege to change these
norms going forward. In no way does CRT or the anti-racism movement propose that "any individual should feel discomfort, guilt, anguish,
or any other form of psychological distress on account of his or her race or sex." This discomfort is often a natural reaction for people as
they learn about the inequities that still exist. In fact, the defensiveness of our current president and his followers is a textbook example of
this discomfort/distress. This EO is also a frightening example of the avoidance and denial that is so common when humans are faced with
realities that challenge them or threaten to take away their power. In this case, the president had the power to force his denial onto others.
I am against this order. Diversity related trainings are crucial for workplaces. Increased awareness of diversity and inclusion is essential in
our current society. This order makes it increasingly difficult or nearly impossible for federal employees to include these essential trainings.
This EO is racist and controlling, gaslighting the experience of many Americans. Biden had better reverse it.
I believe that this EO is based on a misunderstanding of diversity training. Such training aims to raise awareness of the hidden and implicit
ways in which race- and sex-based stereotypes operate. This EO would have the damaging effect of restricting access to necessary
knowledge and information.
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As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information (RFI).
This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training offers to
employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity training
shows that it in no way seeks to engage in racial or sex stereotyping. Rather than seeking to create "divisiveness in the workplace," diversity
training seeks to promote a common understanding about implicit and explicit biases that already exist in the workplace. I have seen the
benefits of such training to my patients and colleagues, and this RFI strikes me not as a true fact-finding effort, but as a means of confirming
pre-existing assumptions underlying the EO. Research on diversity trainings points to positive benefits of evidence-based diversity training
programs. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - marginalize disadvantaged groups while unfairly
benefiting others. These hierarchies minimize the value of marginalized populations and their contributions to their communities. The
nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching their full potential. Research on diversity training
is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in which inequities can be
reinforced within institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions,
increase opportunities for understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of services
delivered to diverse populations, such as in health care settings, and improve educational opportunities for all. In so doing, diversity
trainings have improved the functioning of public and private organizations, including government agencies. The evidence of widespread
promotion of race or sex stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation,
and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive
departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce,
contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus
on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector
settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue
improving the diversity and inclusiveness of the public and private workforce. For additional information, please see the following resources:
- Adam, E. K., Heissel, J. A., Zeiders, K. H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of
perceived racial discrimination and diurnal cortisol profiles in adulthood: A 20-year prospective study. Psychoneuroendocrinology, 62, 279291. - Carter, E. R., Onyeador, I. N., & Lewis Jr, N. A. (2020). Developing & delivering effective anti-bias training: Challenges &
recommendations. Behavioral Science & Policy, 6(1), 57-70. - Zenger, J., & Folkman, J._(_2.0.1.9_). Research: Women score higher than men in
most leadership skills. Harvard Business Review. SincerelyA

L._
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As a social psychologist and expert on the psychology of prejudice and discrimination, I write to express my strong objections to President
Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget
(OMB) memos, and the contents of this Request for Information (RFI) This RFI and the Ed are premised on flawed assumptions and ignore
the real benefits that evidence-based diversity training offers to employers and employees alike. Contrary to the assumptions made by this
RFI and the underlying EO, my experience with diversity training shows that it in no wayseeks to engage in racial or sex stereotyping. Rather
than seeking to create "divisiveness in the workplace," diversity training seeks to promote a common understanding about implicit and
explicit biases that already exist in the workplace. I regularly conduct bias and diversity trainings with legal professionals and court
personnel, and I have personally seen the benefits of such training. Contrary to the text of the EO, bias and diversity training does NOT claim
that some individuals are inherently biased because of their membership in certain majority groups. In my experience, judges, court
administrators, clerks, attorneys, and other court personnel want more training on bias and diversity, and providers are in high demand, As
a result of this type of training, these individuals better understand important concepts like implicit bias and systemic racism, are more
comfortable talking about important equity-related topics with their colleagues, have more empathy and understanding for their colleagues
who come from different backgrounds than they do, and feel more equipped to advocate for policies that would meaningfully promote
equity in their workplaces. This RFI strikes me not as a true fact-finding effort, but as a means of confirming pre-existing assumptions
underlying the EO. Research on diversity trainings points to positive benefits of evidence-based diversity training programs. Social
hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - marginalize disadvantaged groups while unfairly benefiting others.
These hierarchies minimize the value of marginalized populations and their contributions to their communities. The nation as a whole
suffers when disadvantaged groups are unfairly prevented from reaching their full potential. Research on diversity training is clear - highquality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in which inequities can be reinforced
ithin institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions, increase
opportunities for understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of services delivered
to diverse populations, such as in health care settings, and improve educational opportunities for all. In so doing, diversity trainings have
improved the functioning of public and private organizations, including government agencies. The evidence of widespread promotion of
race or sex stereotyping or scapegoat ng during diversity trainings, as described in the Ed, is vague, lacks context and citation, and in my
experience bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive
departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation s federal workforce,
contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus
on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector
settings. I respectfully ask that this administration withdraw Ed 13950 and encourage the use _o_f_evidence:lase_d. methods_to continue_
improving the diversity and inclusiveness of the public and private workforce. SincerehA.
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•
and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information
(RFI). This RFI and the EO seemed to have adopted unsound assumptions while ignoring the proven benefits of evidence-based diversity
training for employers and employees. Rather than seeking to create "divisiveness in the workplace," diversity training promotes a common
understanding about implicit and explicit biases that already exist in the workplace. I work in the area of sports and am involved in two quite
diverse sports - fencing and swimming. Close to 70% of the children I work with at the Illinois Fencers Club are first generation Americans or
immigrants. Growing up in this diverse environment and my work with the athletes and their families, coaches and club administrators
allows our students to understand and adopt the values of empathy, courage, inclusion, social and personal responsibility, growth,
cooperation and leadership. Knowing our roots and history, becoming aware of our own biases, listening to others' experiences and
understanding their background are processes that help form multidimensional identity, foster team spirit and make progress possible. As a
result, I am proud to report that many of our graduates successfully navigate professional relationships in the workforce, respectfully find
common ground with colleagues at work and form positive partnerships in our diverse society. Therefore, this RFI strikes me not as a true
fact-finding effort, but as a means of confirming pre-existing flawed assumptions underlying the EO. Research on diversity trainings
demonstrate the positive benefits of evidence-based diversity training programs. Social constructs - such as racism, sexism, heterosexism,
ableism, classism and ageism - marginalize disadvantaged groups while unfairly benefiting others. As a result, the value of marginalized
populations and their contributions to their communities are minimized. The nation as a whole suffers when disadvantaged groups are
unfairly prevented from reaching their full potential. Research on diversity training is clear - high-quality, evidence-based trainings increase
individuals' awareness of their own biases, and the ways in which inequities can be reinforced within institutions and systems. These
trainings increase competitive advantages for businesses, improve intergroup interactions, increase opportunities for understanding diverse
viewpoints, and improve conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health
care settings, and improve educational opportunities for all. While diversity trainings have improved public and private organizations,
including government agencies, the work needs to continue. The evidence of widespread promotion of race or sex stereotyping or
scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience bears little
resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive departments and federal
agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce, contractors, grantees, and
the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more research on and
application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I respectfully ask
that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue improving the diversity and
inclusiveness of the public and private workforce. For additional information, please see the following resources: - Adam, E. K., Heissel, J. A.,
Zeiders, K. H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of perceived racial discrimination and
diurnal cortisol profiles in adulthood: A 20-year prospective study. Psychoneuroendocrinology, 62, 279-291. - Burke-Harris, D. (2018). The
deepest well: Healing the long-tern effects of childhood adversity. Houghton Mifflin Harcourt. - Carter, E. R., Onyeador, I. N., & Lewis Jr, N.
A. (2020). Developing & delivering effective anti-bias training: Challenges & recommendations. Behavioral Science & Policy, 6(1), 57-70. Diangelo, R. (2018). White fragility: Why it's so hard for white people to talk about racism. Beacon Press. - Pinderhughes, E. (1989).
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As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 1395O titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request forInformation RFI).
This RFI and the EC are premised on flawed assumptions and ignore the-realbenefits that evidence-based-diversity training offers to
employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity training
shows that it in no way seeks to engage in racial or sex stereotyping. Rather than seeking to create "divisiveness in the workplace," diversity
training seeks to promote a common understanding of implicit and explicit biases that already exist in the workplace. I have seen the
benefits of such training to the service providers I train, and this RFI strikes me not as a true fact-finding effort, but as a means of confirming
pre-existing assumptions underlying the EO. Research on diversity training points to the positive benefits of evidence-based diversity
training programs. Social hierarchies - such as racism, sexism, heterosexism, ableisrn, and ageism - marginalize disadvantaged groups while
unfairly benefiting others. These hierarchies minimize the value of marginalized populations and their contributions to their communities.
The nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching their full potential. Research on diversity
training is clear - high-quality, evidence-based training increase individuals awareness of their own biases, and the ways in which inequities
can be reinforced within institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup
interactions, increase opportunities for understanding diverse viewpoints, and improve conditions for learning. They also improve the
quality of services delivered to diverse populations, such as in health care settings, and improve educational opportunities for all. In so
doing, diversity trainings have improved the functioning of public and private organizations, including government agencies. The evidence of
widespread promotion of race or sex-stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context
and citation, and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit
all executive departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal
workforce contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we
should focus on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in
public-sector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to
continue improving the diversity and inclusiveness of the public and private workforce. Sincerely,:
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As a psychologist, I write to express my strong support to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and Sex
Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information (RFI). This
RFI and the EO are reducing the inappropriate forced work place propaganda that is part of political correctness and cancel culture. The APA
does not speak for the majority of psychologists. Their supposisions are premised on flawed non evidence-based diversity training and on
flawed, skewed research. My experience with diversity training is that the majority of my colleges and clients are not racially biased but that
the current developers of the diversity training are. The attempt to force racially biased diversity training actually promotes and creates
"divisiveness in the workplace," for alleged implicit and explicit biases that don't exist in the majority of the workplace. I have seen the
detriment of such training to my patients and colleagues. Much of the research on diversity training is biased and treats opinion as fact such
as with the unsupported conclusions concerning social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - and that
these isms marginalize disadvantaged groups while unfairly benefiting others. This is nothing but unsupported emotionally based
suppositions. It is particularly detrimental to marginalized populations to teach them that the current hierarchy is minimizing their
contributions to their communities instead of reinforcing the progress made through their personal responsibility and action. The nation as a
whole suffers when disadvantaged groups are unfairly lied to by psychologists that others are preventing them from reaching their full
potential. Research on diversity training is not high-quality, or evidence-based. The current APA is clearly supporting their own biases, by
submitting their opinion that inequities are being reinforced within institutions and systems. What is evident is that these promoters have a
biased agenda against conservative individuals. These psychologist do not present diverse viewpoints or improve conditions for learning. In
fact, they stifle learning and do not want to hear any diverse viewpoint that does not support their agenda and preconceived notions of
racial bias. Federal regulations must not mandate to executive departments and federal agencies to continue the inappropriate diversity
training efforts that are biased and actually create a hostile environment. Rather than silencing diverse perspectives particularly by any one
with traditional Judeo Christian values, we should focus on unbiased, fact based research on application of proven training strategies to
promote equity, diversity, and inclusion, versus the current biased emotion based pseudo research created to support the notion that we
live in a racially biased society. Training should instead reinforce how our noble nation has done more to reduce discrimination than any
other country in history. I respectfully support this administration's EO 13950 and encourage the use of evidence-based methods to
continue improving the diversity and inclusiveness of the public and private sector, not the current biased efforts to undermine the current
administration. Sincerely,

OFCCP-2020-0002-0427

I strongly support this Executive Order. Divisive coercion under the guise of "Diversity Training" is contrary to our most basic American
values. In particular "Critical Race Theory", and its basis in the presumption that all people with Caucasian skin color are unconsciously racist
is in itself extremely racist. It subjects non-racist Caucasian Americans to degrading and offense extreme coercion. It is also contrary to all
scientific data which questions the construct of race, and requires any theory be capable of being shown to be false. This Executive Order is
in the highest spirit of the 14th Amendment to the Constitution of the United States requiring equal treatment under the law. That is
precisely what this Executive Order accomplishes.

OFCCP-2020-0002-0428

President Trump, THANK YOU FOR YOUR EXCELLENT WORK in attempting to stop my colleagues from spreading their hateful racial and
sexual biases like a cancer across the educational landscape. They are wolves in sheeps clothing.
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As a psychologist, I am writing to express my concerns regarding the President's Executive Order (EO) No. 3950 titled "Combating Race and
Sex Stereotyping", the associated.Office of Management and Budget (OMB) memos, and the contents of this Request for Information RFI).
[NOTE THIS IS A UNIQUE PRESENTATION AND NOT A FORM LETTER] This RFI and the EO appears to be premised on flawed assumptions and
ignore the real benefits that evidence-based diversity training offers to employers and employees alike. When it is done well diversity
trainings points to positive benefits of evidence-based diversity training programs. Social hierarchies - such as racism, sexism, heterosexism
ableism, and ageism - marginalize disadvantaged groups while unfairly benefiting others. These hierarchies minimize the value of
marginalized populations and their contributions to their communities. The nation as a whole suffers when disadvantaged groups are
unfairly prevented from reaching their full potential. Research on diversity training is clear - high-quality, evidence-based trainings increase
individuals' awareness of their own biases, and the ways in which inequities can be reinforced within institutions and systems These
trainings increase competitive advantages for businesses, improve intergroup interactions, increase opportunities for understanding diverse
viewpoints, and improve conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health
care settings, and improve educational opportunities for all. In so doing, diversity trainings have improved the functioning of public and
private organizations, including government agencies. I do not completely agree with my colleagues in my professional associations that
diversity training is always been a wonderful thing. I am aware of situations where it's been used as a bully pulpit and has been used to
browbeat people who have diverse points of view. However, quality diversity training does involve helping people to see, hear and
understand other people's life experiences and does have the positive consequences of helping people be more tolerant of each other And I
think there are ways to help incorporate this in government-based employment that does not lead to fear of being "brainwashed" or
browbeat" and does have protections for employees who might feel that the providers of such training have misbehaved in any way. That
may be the case already. I don't know how government agencies have implemented training fortheir employees. I would hope that it would
be part of standard orientation and annual or biannual training on "maintaining a healthy work environment" which understandably would
involve effective training on how to get along with those of diverse opinions and experiential backgrounds. If it's something that all
employees are required to be part of and it doesn't require them to espouse their beliefs one way or another about anything that should
pass constitutional muster. As one who frequently works with resolving conflict between those of diverse perspectives, I really do believe
(b) 6
that the way such training is implemented could resolve the concerns of all parties. But I am an optimist by nature. Sincerely,
OFCC 202 0002-0429
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As a psychologist, I write to express my strong support for President Trump's Executive Order LEO) No. 13950 titled "CombatingRace and
Sex Stereotyping", Thank you for showing common sense in this crazy PC environment.:
(b) 6
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As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information RFI).
This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training offers to
employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity training
shows that it in no way seeks to engage in racial or sex stereotyping. In fact, the purpose of such training is to get past stereotypes and
misconceptions. Rather than seeking to create "divisiveness in the workplace," diversity training seeks to promote harmony among people
through increased understanding and awareness. The evidence of widespread promotion of race or sex stereotyping or scapegoating during
diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience bears little resemblance to real-world
evidence-based diversity training. Federal regulations must permit all executive departments and federal agencies to continue diversit
training efforts to ensure the ongoing strength of our nation's federal workforce, contractors, grantees, and the military. Rather than
silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more research on and application of proven
training strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I respectfully ask that this administration
ithdraw EO 13950 and encourage the use of evidence-based methods to continue improving the diversity and inclusiveness of the public
(b) 6
and private workforce. Sincerely,.

OFCCP-2020-0002-04 2

As a psychologist, I write to express MY STRONG SUPPORT for President Trump's Executive Order (EO) No. 13950 titled "Combating Race
and Sex Stereotyping." The EO is premised on common sense, and I believe correct (based on my education, training, and experience),
assumptions and highlights the damage that the present types of diversity training cause in the workplace and in society. My work with tens
of thousands of persons over my career, in settings of great diversity such as courts and prisons, and my writings on the subject of diversity
lead me to conclude that the research on diversity training that will be touted against the EO is flawed, skewed, misleading, and politicized.
In fact, it has been my experience that the diversity of values and opinions within various "groups" (defined by age, race, ethnicity, sex,
genera, religion, creed, etc.) are as diverse as values and opinions between the various groups (and many persons are members of several of
these artificial groups simultaneously). At a very basic level, most everyone regardless of group membership wants a good life, and wants
better for their progeny. This knowledge unites us, while emphasizing average differences between groups (the essence of diversity training)
divides us. I believe that President Trump has good instincts in the matter, and am pleased that he has went with these instincts in crafting
the EO. I could cite my own peer reviewed research and writings in the matter, but will spare you. Please do not be deceived by those who
will undoubtedly deluge you with false and misleading research on the matter. In fact, I have had to re-write this letter repeatedly as my
parent organization, the American Psychological Association, suggested a form letter to the contrary, against the EO and apparently used
software to root out dissidents such as me. Respectfully,;
am a clinical psychologist in private practice in Idaho. I am appalled that the president intends to ban evidence-based federal diversity
trainings (EO-13950). I agreed with everything stated in the prepared comment by the APA. However, I fail to understand how this is even
happening, when issues of racial discrimination, and gender stereotyping are rampant in this country and throughout the world. Diversity
train programs are desperately needed in every school, place of work, and every office of government local and federal. Sincerely, Dr.

OFCCP-2020- 002-04 4
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As a student psychologist, I write to express my strong SUPORT for President Trump's Executive Order (EO) No. 13950 titled "Combating
Race and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for
Information (RFI). The current training and overall assumptions made in critical race theory (underlining principals of the current diversity
training) has little if any objectively scientific research validating it. The underlying theory relies on the assumptions made by the authors
and trainers of this pseudoscience. Who I may add have made a highly lucrative career of continuing to defend and expand such programs.
Any questioning of the theory its training principals or conducing scientifically accepted measures that show the negative effects this
training has had on organizations and race relations is routinely shouted down by the "Authorities," of political correctness with in the social
sciences. End this devises training and return the science to social sciences. Critical race theory and current diversity training will one day be
viewed in the same light as conversion therapy and penology. Dobbin, Frank, and Alexandra Kalev. 2018. "Why Diversity Training Doesn't
Work: The Challenge for Industry and Academia". Anthropology Now 10 (2):48-55. Prejudice Reduction: What Works? A Review and
Assessment of Research and Practice Elizabeth Levy Paluck and Donald P. Green Annual Review of Psychology 2009 60:1, 339-367 Kalev, A.,
Dobbin, F., & Kelly, E. (2006). Best Practices or Best Guesses? Assessing the Efficacy of Corporate Affirmative Action and Diversity Policies.
American Sociological Review, 71(4), 589-617. https://doi.org/10.1177/000312240607100404

OFCCP-2020-0002-0437

Evidence-based education programs for learners across the lifesp n are critical to promoting equitable treatment of individuals regardless of
race, gender, sexual orientation, or disability. Countless studies have demonstrated that exposing individuals to their own biases, increasing
awareness about the treatment of others and how it may be perceived, and the value of diversity in the workplace and society alters how
marginalized populations are treated and disrupts cycles of discrimination, micro-aggressions, and mistreatment among children and adults.
In childhood, compulsory education (e.g., pre-K to grade 12 public education) provides a forum to address social issues and educate about
history, bias, the strength of diversity and equity in treatment of all individuals. However, after grade 12 the only environment in which the
majority of adults of all races, ethnicities, and social statuses engage is the workforce. Therefore, evidence-based Programs to dismantle
racism and bias against marginalized populations must be delivered through workplaces in order to successfully reach adults. The
implications of failing to address bias in the workplace are profound, as failure to do so perpetuates discrimination, minimizes opportunities
for marginalized communities to engage with, be promoted into, and successfully retain employment. Further, shifts in thinking and the
treatment of others in the workplace carries over into our communities, ensuring that equitable treatment also occurs in the neighborhoods
where employees reside. By preventing opportunities to distribute evidence-based programs in the workforce to dismantle racism and
discrimination, the executive branch is simultaneously ensuring that our communities will continue to be divided and that the social issues
we are confronting today will remain a problem.

DOL004198

EO 13950 RFI Comments

0FCCP-2020-0002-0491

Not discriminating during the hiring process is important, but promoting affirmative action to promote equity in a workplace based on traits
that cannot be changed by an individual is itself discriminatory. This practice promotes resentment in the workplace, as employees
(regardless of their ability) are suspected of being "token" or "diversity" hires. This foments the very racism and sexism this practice claims
to be fighting against and can also lead to a less productive workforce with lower morale and disunity. My state of California roundly denied
Prop 16 from passing, which would have allowed positive profiling of new hires based on race and gender. The people of one of the most
"progressive" states have spoken out against identity politics like this. Please take heed. Hiring based on merit and individual performance is
the most fair practice for employers. Please do not make judgements of a person based solely on their skin color or their sex, even if it is
done in their favor. It will be the undoing on our American workforce and our society.

OFCCP-2020-0002-0535

As an individual. As-a parent. As a behavioral science researcher. As-a-former student of Dr Jordan Peterson, James Lindsay, and many
others, No left turn in education will be publishing every single step this group takes to promote this "word salad". Call it what you want. K
thru 12. Academia institutions will be defunded of this grift. Sell it in your private sector office. Otherwise, put it through Congress reps for
the entire American population of us, all affiliations before you fund yourselves without congressional approval Not one tax dollar was
legitimately approved by the entire house of representatives. Nice grift but, it's over.
Sincerely, Those of us who work for a living in our community every day.
Systemic corruption due to your hubris. You are invited to my district to fix that with policy and unaccountable funding for decades of lazy
people who don't know where their funding even comes from. Democratic and Republican.

DOL004199

EO 13950 RFI Comments

I am a pediatric psychologist at
I specialize in working with children, adolescents and young
(b) 6
adults with chronic pain. Additionally, I serve as a clinical supervisor for our psychology internship program, training the next generation of
pediatric psychologists. As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled
"Combating Race and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request
for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity
training offers to employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with
diversity training shows them to promote open listening, learning, and understanding the worldview of a variety of individuals. Research on
diversity trainings points to positive benefits of evidence-based diversity training programs. Social hierarchies - such as racism, sexism,
heterosexism, ableism, and ageism - marginalize disadvantaged groups while unfairly benefiting others, which in turn leads to mental health
problems such as anxiety and depression. Research on diversity training is clear - high-quality, evidence-based trainings increase individuals'
awareness of their own biases, and the ways in which inequities can be reinforced within institutions and systems. These trainings increase
competitive advantages for businesses, improve intergroup interactions, increase opportunities for understanding diverse viewpoints, and
improve conditions for learning. They also improve the quality of services delivered to diverse populations, such as in health care settings,
and improve educational opportunities for all. In so doing, diversity trainings have improved the functioning of public and private
organizations, including government agencies. The evidence of widespread promotion of race or sex stereotyping or scapegoating during
diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience bears little resemblance to real-world
evidence-based diversity training. Federal regulations must permit all executive departments and federal agencies to continue diversity
training efforts to ensure the ongoing strength of our nation's federal workforce, contractors, grantees, and the military. Thus, we should
focus on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in publicsector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue
improving the diversity and inclusiveness of the public and private workforce.
For additional information, please see the following resources:
- Adam, E. K., Heissel, J. A., Zeiders, K. H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of
perceived racial discrimination and diurnal cortisol profiles in adulthood: A 20-year prospective study. Psychoneuroendocrinology, 62, 279291.
- Carter, E. R., Onyeador, I. N., & Lewis Jr, N. A. (2020). Developing & delivering effective anti-bias training: Challenges & recommendations.
Behavioral Science & Policy, 6(1), 57-70.
- Zenger, J., & Folkman, J. (2019). Research: Women score higher than men in most leadership skills. Harvard Business Review.
Sincerely,

OFCCP-2020-0002-0548

(b)

DOL004200

EO 13950 RFI Comments

Dear Office of Federal Contract Compliance Programs, As a psychologist, I am writing to express my strong objections to President Trump's
Executive Order (EC•) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget {OMB)
memos, and the contents of this Request for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real
benefits that evidence-based-diversity training offers-to employers and employees alike. Contrary to the assumptions made by this RFI and
the underlying EO, my experience with diversity training shows that it in no way seeks to engage in racial or sex stereotyping. The statement
that is creates "divisiveness in the workplace," is wrong and based on no evidence. I have participated in diversity training throughout my
work as a psychologist in many institutions and have found it to be beneficial for all employees and to create a more harmonious work
place. At this time of ethnic and racial tensions and rising awareness of the need for gender equality, federal employees would greatly
benefit from diversity training. There is considerable scientific research on diversity training. The social science demonstrates positive
benefits of evidence-based diversity training programs. Racism, sexism, heterosexisrn, ableism, and ageism marginalize disadvantaged
groups while promoting power advantages of white males in particular. This creates inequality that reduces the contributions and
advancement of worthy people. It damages society and governance for all people. High-quality, evidence-based trainings increase
individuals' awareness of their own biases, and the ways in which inequities can be reinforced within institutions and systems. Diversity
trainings have improved the functioning of public and private organizations, including government agencies. The evidence of widespread
promotion of race or sex stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation,
and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive
departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce,
contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus
on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector
settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue
improving the diversity and inclusiveness of the public and private workforce.

OFCCP-2020-0002-06 7

OFCCP-2020-0002-0636

(b) 6
am a professor at a research-intensive university in California. These trainings are divisive, racist and anti-American. White people are not
born racist and the large majority simply are not. America is a great country founded on equality. Ideas like equity are dangerous.

DOL004201

EO 13950 RFI Comments

OFCCP-2020-0002-0716

As a psychologist, I want to express my strong objection to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request forInformation (RFI
This RFI and the EC are premised on flawed assumptions about racism and ignore the real benefits that evidence-based diversity training
offers to employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity
training shows that it in no way seeks to engage in racial or sex stereotyping. Diversity training does not create "divisiveness in the
orkplace"; rather it promotes a common understanding about implicit and explicit biases that already exist in the workplace. I have seen
the benefits of such training to my Patients, clients and colleagues. Research on diversity trainings Points to Positive benefits of evidencebased diversity training programs. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - marginalize
disadvantaged groups while unfairly benefiting others. These hierarchies minimize the value of marginalized populations and their
contributions to their workp aces and communities. We as a nation suffer when disadvantaged groups are unfairly prevented from reaching
their full potential. Research on diversity training is clear - high-quality, evidence-based trainings increase individuals' awareness of their
own biases, and the ways in which inequities can be reinforced within institutions and systems. There is strong evidence demonstrating the
value of diversity training, which is associated with many positive outcomes, including increasing competitiveness in the global economy,
increasing employee retention, and jump-starting innovation. Such trainings also improve the quality of services delivered to diverse
populations, such as in health care settings, and improve educational opportunities for all. In so doing, diversity trainings have improved the
functioning of public and private organizations, including government agencies. The evidence of widespread promotion of race or sex
stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation, and in my experience
bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive departments and
federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation's federal workforce, contractors,
grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more
research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I
respectfully ask that this administration withdraw EO 13950 and encourage_the.use afavidetace-ha,sO methods to continue improving the
diversity and inclusiveness of the public and private workforce. Sincerely,i
(b) 6

DOL004202

EO 13950 RFI Comments

0FCCP-2020-0002-0726

As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information (RFI).
This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training offers to
employers and employees alike. Workplaces run best when all employees are valued and everyone feels free to make contributions.
Contrary to discussions around this RFI, diversity training at my workplace (a large hospital system with sites around the gulf south) has
ensured a more harmonious environment where each employee feels safe and able to work at their highest level. Diversity training has also
allowed us, as healthcare providers, to truly serve our diverse patient population with greater insight into their life and healthcare barriers.
Research on diversity training is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the
ways in which inequities can be reinforced within institutions and systems. These trainings increase competitive advantages for businesses,
improve intergroup interactions, increase opportunities for understanding diverse viewpoints, and improve conditions for learning. They
also improve the quality of services delivered to diverse populations, such as in health care settings, and improve educational opportunities
for all. In so doing, diversity trainings have improved the functioning of public and private organizations, including government agencies. The
evidence of widespread promotion of race or sex stereotyping or scapegoating during diversity trainings, as described in the EO, is vague,
lacks context and citation, and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations
must permit all executive departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our
nation's federal workforce, contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion
in society, we should focus on more research on and application of proven training strategies to promote equity, diversity, and inclusion,
particularly in public-sector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based
methods to continue improving the diversity and inclusiveness of the public and private workforce. For additional information, please see
the following resources:
- Adam, E. K., Heissel, J. A., Zeiders, K. H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of
perceived racial discrimination and diurnal cortisol profiles in adulthood: A 20-year prospective study. Psychoneuroendocrinology, 62, 279291.
- Carter, E. R., Onyeador, I. N., & Lewis Jr, N. A. (2020). Developing & delivering effective anti-bias training: Challenges & recommendations.
Behavioral Science & Policy, 6(1), 57-70.
- Zenger, J., & Folkman, J. (2019). Research: Women score higher than men in most leadership skills. Harvard Business Review. Sincerely,
Michele Larzelere, PhD

OFCCP-2020-0002-0799

President Trump's EO offers a flawed critique of federal workforce diversity training, and has resulted in misguided policymak ng. There is a
strong evidence base demonstrating the value of diversity training, which is associated with many positive outcomes, including increasing
competitiveness in the global economy, increasing employee retention, and jump-starting innovation. The claims made in the EO and
subsequent memoranda misrepresent the value of diversity training, and ending such training may lead to real harm against federal
employees - particularly people of color. As the Department of Labor continues to implement the recent EO, it is imperative that the voices
of psychologists and psychological science are at the forefront of their decision-making.

DOL004203

EO 13950 RFI Comments

OFCCP-2020-0002-0841

Training for a doctoral degree in psychology requires that one understand the importance of data. A careful eye to evidence is important
when assigning treatment strategies, evaluating programs, and/or deciphering outcome. While I currently treat patients with evidencebased psychotherapies, I have created and administered multiple programs in my career. As is required by our professional ethics, I have
always done so with awareness of multicultural, diverse populations. Specific to President Trump's ill-advised EO, research on diversity
training is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in which inequities
can be reinforced within institutions and systems. These trainings increase competitive advantages for businesses, improve inter-group
interactions, increase opportunities for understanding diverse viewpoints, and improve conditions for learning. They also improve the
quality of services delivered to diverse populations, such as in health care settings, and improve educational opportunities for all. In so
doing, diversity trainings have improved the functioning of public and private organizations, including government agencies. The importance
of diversity training in America has been highlighted this year, in part by the public's clear interest in understanding the law enforcement
issues faced by Black Americans. The country has been increasingly committed to understanding the experiences of all of our citizens.
Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focus on more research on and application of
proven training strategies to promote equity, diversity, and inclusion, particularly in public-sector settings. I respectfully ask that this
administration withdraw EO 13950 and encourage the use of evidence-based methods to continueimproving the diversity and inclusiveness
of the public and private workforce. Sincerely,
(b) 6

DOL004204

EO 13950 RFI Comments

OFCCP-2020- 02-0846

As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information RFI).
This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training offers to
employers and employees alike. Contrary to the assumptions made by this RFI and the underlying EO, my experience with diversity training
shows that it in no way seeks to engage in racial or sex stereotyping. Rather than seeking to create "divisiveness in the workplace, ' diversity
training seeks to promote a common understanding about implicit and explicit biases that already exist in the workplace. I have seen the
benefits of such training to my patients and colleagues, and this RFI strikes me not as a true fact-finding effort, but as a means of confirming
pre-existing assumptions underlying the EO. Research on diversity trainings points to positive benefits of evidence-based diversity training
programs. Social hierarchies- such as racism, sexism, heterosexisrn, ableism, and ageism - marginalize disadvantaged groups while unfairly
benefiting others. These hierarchies minimize the value of marginalized populations and their contributions to their communities. The
nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching their full potential.Research ondiversity training
is clear - high-quality, evidence-based trainings increase individuals' awareness of their own biases, and the ways in which inequities can be
reinforced within institutions and systems. These trainings increase competitive advantages for businesses, improve intergroup interactions,
increase opportunities for understanding diverse viewpoints, and improve conditions for learning. They also improve the quality of services
delivered to d'verse populations, such as in health care settings, and improve educational opportunities for all. In so doing, diversity
trainings have improved the functioning of public and private organizations, including government agencies. The evidence of widespread
promotion of race or sex stereotyping or scapegoating during diversity trainings, as described in the EO, is vague, lacks context and citation,
and in my experience bears little resemblance to real-world evidence-based diversity training. Federal regulations must permit all executive
departments and federal agencies to continue diversity training efforts to ensure the ongoing strength of our nation s federal workforce,
contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and inclusion in society, we should focu
on more research on and application of proven training strategies to promote equity, diversity, and inclusion, particularly in public sector
settings. i respectfully ask that this administration withdraw EO 13950 and encourage the use of evidence-based methods to continue
improving the diversity and inclusiveness of the public and private workforce. For additional 'nformation, please see the following resources:
Adam, E. K., Heissel, J. A., Zeiders, K. H., Richeson, J. A., Ross, E. C., Ehrlich, K. B., & Eccles, J. S. (2015). Developmental histories of
perceived racial discrimination and diurnal cortisol profiles in adulthood: A20-year prospective study. Psychoneuroendocrino ogy, 62, 279291.
- Carter, E. R., Onyeador, I. N., & Lewis Jr, N. A. (2020). Developing & delivering effective anti-bias training: Challenges & recommendations.
Behavioral Science & Policy, 6(1), 57-70.
Zenger, J., & Folkrnan, J. (2019). Research` Women score higher thanmen in most leadership skills. Harvard Business Revie
Sincerely

OFCCP-2020-0002-0937

As a mental health assistant to many psychologists, I write to express my strong objections to President Trump's Executive Order (EO) No.
13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of
this Request for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based
diversity training offers to employers and employees alike. Sincerely, C.M.

OFCCP-2020-0002-0938

Do not allow critical theories such as critical race theory or any other derivative into our government. These ideas are unamerican and they
believe that science, democracy, evidence and reason are tools of white males to keep people of color in their place. Please keep his stuff
out of our government, our schools, and out of our lives. Thank you.

DOL004205

EO 13950 RFI Comments

OFCCP-2020-0002-0939

As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex S tereotyping".Sincerely, :
(b) 6

OFCCP-202

Stereotyping in the workforce is beyond unacceptable. People of different races are more than capable of working in the same space and
being taught the same way in training. We learn in grade school that race does not change your ability to think or maneuver in the same
space as people of other races and race does not change a persons ability to do a task. It is extremely unacceptable to discredit a person
that is equally qualified for a job due to race. There is a phrase for this, systematic racism!

002-0940

OFCCP-2020-0002-0941

Title VII of the Civil Rights Act of 1964 holds that discrimination based on race and sex could not be permitted in the United States.
Discrimination is defined as "n. Treatment or consideration based on class or category, such as race or gender, rather than individual merit;
partiality or prejudice." That was the standard that Martin Luther King was looking for and allowed the nation to begin racial healing by
putting all races on an equal footing. However, despite the prohibition, the federal government and federal contractors are offering training
that serves not purpose but to divide people based on their immutable characteristics. The government should get back focusing our the US
Motto: E pluribus unum, "Out of many, one"

OFCCP-2020-0002-0942

CRT is a divisive and subversive pseudoscience created by self interested, partisan activists. A theory that singles out and targets one group
of people for opprobrium and pins blame on them for things over which they have no control should not be sponsored by a government
that is supposed to represent all citizens equally. This is a cottage industry that enriches people for pushing civilizational poison, and no tax
documents should go towards enriching them. There is no way that something as incoherent and hateful as CRT and its related theories can
bring about any kind of positive results in the workplace or anywhere else.

OFCCP-2020-0002-0943

The issue here is that the traditional way these topics are presented is in fact racist/sexist/stereotyping against towards others. In truth, if
any training should be provided it should just be about removing our own biases towards others. Focusing upon facts, not assumptions.
Striving to hear and listen, in order to actually communicate.

OFCCP-2020-0002-0944

This executive order is absolutely critical to keep and a crucial tool to enforce the Civil Rights Act within Federal agencies and contractors
that serve us the American people. While making sure people respecting diversity is important, the critical race theory based trainings teach
that white people are racist and that black people cannot be racist. Both of these statements are themselves racist as they assign pejorative
(or a lack thereof) to people on the basis of their race. This is entirely immoral, against our values, and because it puts the focus on race is
utterly ignorant of the progress to improve since the Civil Rights Act was passed and subsequent legislation followed. We should not be
teaching anyone, let alone Federal agency staff and contractors to hate themselves or others on the basis of race or sex, or treat anyone
differently on the basis of race or sex. This executive order is critical to keep the hateful and divisive ideology of critical race theory out of
the federal government and contractors. This order should be left in place, lest we continue to teach federal employees and contractors that
America is systemically racist (which is fundamentally false) and teach employees and contractors to view people of different races as an
"other" to themselves rather than as American citizens. This order also protects the conscience rights and freedom of speech by preventing
these trainings from coercing employees and contractors into saying things they do not believe to be true. I, as an American citizen and
taxpayer, demand that this order remains in place to protect federal employees, contractors, and citizens from the hateful and divisive
ideology of critical race theory. https://lawliberty.org/the-duty-to-monitor-diversity-training/

DOL004206

EO 13950 RFI Comments

OFCCP-2020-0002-0945

OFCCP-202

02-0946

In supporting this document, we contribute to the ongoing oppression that has been systematically disadvantaging people of color and
marginalized groups since the foundation of this country. In order to change for the better, and indeed we have to change things, we need
to understand the truth of our own history, what really happened, and a history that includes everyone and not just the few. Suppressing
discourse and education about our own history will continue to keep this nation from healing, and only feed the mistrust, division and
hatred that has been growing steadily.

As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex. Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information RFI).
This RFI and the EO are premised on flawed assumptions and ignore the real benefits that evidence-based diversity training offers to
employers and employees alike. Social hierarchies - such as racism, sexism, heterosexism, ableism, and ageism - marginalize disadvantaged
groups while unfairly benefiting others. These hierarchies minimize the value of marginalized populations and their contributions to their
communities. The nation as a whole suffers when disadvantaged groups are unfairly prevented from reaching their full potential. Federal
regulations must permit all executive departments and federal agencies to continue diversity training efforts to ensure the ongoing strength
of our nation's federal workforce, contractors, grantees, and the military. Rather than silencing diverse perspectives on race, gender, and
inclusion in society, we should focus more research on and application of evidence-based training strategies to promote equity, diversity,
and inclusion, particularly in public-sector settings. I respectfully ask that this administration withdraw EO 13950 and encourage the, use of
evidence-based
to continue improving the diversity and inclusiveness of the public and private workforce. Sincerely,'
(b) 6
!
.

(b) 6

OFCCP-2020-0002-0947

I am an ordinary citizen who is deeply in opposition to critical race theory informed discourse. It is a dishonest ideology that uses terms with
redefined meanings to create more power for activists using the theory and silence dissent. Most centrally, racism is redefined arbitrarily as
being an amorphous system that can be found in any interaction. Anyone who stands up to this redefinition is instantly branded a racist in
the old sense, and silenced via shaming. If CRT is to be permitted it should be done with a requirement that disagreement not be punished
via shaming tactics.

OFCCP=2020-0002-0948

Training that focuses on race, sex, gender groups or stereotypes is harmful to team building and to personal well-being. I am opposed to
types of training that categorizes people into groups with one or another "group" being implicated as requiring training or education about
the other "group". As DNA sequencing proceeds, we are learning more about similarities and less about differences, even outward
characteristics can be affected by altered nutrition (height variations for example); skin color varies with UVB exposure and latitudinal
placement with the Southern Hemisphere receiving abundant UVB rays, Northern Hemisphere has little to none, this is reflected in skin
pigmentation. Any training or mandatory education serves only to sidestep biology and cannot serve any Purpose other than to divide our
workforce and nation, or to enrich the vendors who sell this specious "education". Utopia does not exist. You cannot force dissimilar people
to act and treat each other with total equity. The better option is to allow each to use their own common sense and dignity.

OFCCP-2020-0002-0950
OFCCP-2020-0002-0953,

End all training that segregates people and that claims any race inherently x. This makes everyone more of what it is trying to prevent.
Although I think that there are people trying to flip the tables of oppression. End all of this now please.
CRT and it's surrogates are implicitly racist, and those who spread its evil should be condemned to death

OFCCP-2020-0002-0952

Critical Race Theory is a disgusting, anti-American and revisionist history lesson that should be banned in all government funded institutions.
It does not help nor foster positive race relations. Neither does critical gender theory accomplish anything beneficial for women.

DOL004207
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OFCCP-2020-0002-0953
OFCCP-2020-0002-0954

I believe this executive order is well-worded, does not s op racial bias training (though-I-don't know in which situations that training has
been found to be useful anyway), and that it is self-evidently a good thing. Scapegoating any race for the purpose of training would require
extraordinary evidence that every member of that entire race is in some way actively attempting to hurt other races. Given the civil rights
legislation in Federal and most state laws, discrimination based on race in this country is downright illegal, most instances of ' institutional"
racism are based on either anecdotal evidence or can be better explained by alternative means (usually income disparities or households
which do or don't have two parents in them), and this racial scapegoating often hurts minority Asians more than any other racial category.
We ought follow Martin Luther King, Jr's dream; the most effective way to get rid of racism is to not make it a factor in how we deal with
one another. Trainings which specifically call out people by their race for things they as an individual may not have even done does exactly
the opposite.
This EO is necessary to push back against a racist mindset which ignores all other factors of an individual. It is definitely not anything to be
promoted by the state

OFCCP-2020-0002-09 7

Critical Race Theory and the Critical Theories do teach and promote race and sex stereotyping and scapegoating and should NOT be
promoted in gov institutions. People should NOT be taught and encouraged to perceive and judge others based on their immutable
characteristics such as race, gender, sexual orientation, etc. People should be seen as individuals and treated as such. These teachings have
a divisive, toxic effect and should NOT be paid for and taught with tax payer dollars.
Critical Race Theory and other postmodernist Critical Theories have no place in our institutions. They advocate for the discrimination of
people based on immutable characteristics. No race is evil or complicit in the pursuits of evil based solely on their race. I welcome diversity. I
do not welcome discrimination in pursuit of diversity.
Critical Race theory is Marxist theory applied to race. It has no place in the US and directly leads to racism and racial tension, as its designed
to do. Its not "sensitivity" training, its not about helping people understand each other and get along, its about oppression, power and
revolution.

OFCCP-2020-0002-0958

A nation who hates its own history, its own founding fathers, and indeed its own people cannot stand. Critical Race theory has the affect,
and intention, of developing such hatred. Critical Race Theory and all related idealogies must be rejected by our nation's government.
Otherwise they will cause self-hatred and division to grow like a cancer and our nation will fall.

OFCCP-2020-0002-09 5

OFCCP-2020-0002-0956

OFCCP-2020-0002-0960

Thank you for creating this EO. Critical Race Theory is racism It rejects objectivity, individualism, and liberalism. It has no place in the public
square and should not receive a dollar of funding from taxpayers. CRT should be rejected by all Americans, regardless of political ideology.
CRT/Anti-Racism is a terrible ideology. Our President did the right thing by issuing this executive order. We must judge people by there
character and not by race or the color of there skin. We want equality not equity.

OFCCP 202

As an employer, I feel training based around the ideals of critical race theory, and queer theory are off base and do more harm than good.
Critical Race Theory as it stands, is racist and is demeaning to all people. While I believe that racism is a problem that should be addressed,
do not believe that racism is systemic and present in all institutions as Critical Race Theory posits

OFCCP-2020-0002-0959

02-0961

OFCCP-2020-0002-0962

This EO is against the teaching of only a certain brand of theory known as Critical Race Theory (CRT), and furthermore, teaching these
theories as undisputed facts. To the contrary, the teaching of CRT is not evidence based and is highly disputed. This EO should no be
overturned as CRT is in direct conflict with liberal values i.e. judging people by the content of their character and equality of opportunity.
These teachings are ultimately divisive.

DOL004208
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OFCCP-2020-0002-0964
OFCCP-2020-0002-0965

OFCCP-2020-0002-0966

You wrote the executive order wisely. Work toward a society that treats others as individuals and not as parts of a group. There can be
diversity training that helps us learn from one another without demonizing people for the color of their skin or our nations history. For the
sake of "healing the nation" please do not rescind this order.
The cumulative effect of trainings based on Critical Race Theory is to force individuals to sort themselves into ideological categories based
on immutable characteristics like skin color or gender, which is antithetical to the enlightenment principles that underpin the U.S.
Constitution, i.e. that each person is sovereign and unique. To force these trainings on federal employees is to force an ideological test for
office, or to demand public confessions of loyalty to ideas designed to demoralize, shame, divide, and control those of whom confession is
demanded.
I-support removal.-Teaching that any race is in io is immoral.
The Executive Order to abolish the ridiculous waste of time, money, and resources in perpetuating critical race theory initiatives should be
upheld. Critical race theory is veiled racism and historical misinformation. Please do not integrate any part of it into the government
workplace.

OFCCP-2020-0002-0968

This executive order is incredibly important. Racism is being smuggled into organizations under the guise of "antiracism." The underlying
principles used to do it are from a school of thought with no basis in fact or objective reality. To get around this problem they simply reject
facts and objective reality. "Diversity training" and implicit bias training have been demonstrated to have no (positive) effects on workplace
race relations. No relationship whatsoever to how people actually behave. Inconsistency in results. Often can't be replicated. The entire
premise of the arguments eliminates the individual in favor of group characteristics. The net result being good groups and evil groups as
people are persecuted for the sins of others. Often others who are unrelated and long dead. Victirnhood is seen a virtue and success is seen
as a vice. The mind virus of critical race theory and more broadly, intersectional feminism) cannot be allowed to spread and absolutely
should not receive a dime of public money. It is anti science, anti American, and ultimately: anti human. Additionally, the prejudice it sews
will ultimately be a legal and financial liability for the institutions that embrace it.
Critical Race Theory is NOT diversity training. It is part of the LIE that systemic racism exists. While this EO will have an impact, if we don't
address the Dept. Of Education and government employee unions we are doomed.

OFCCP-2020-0002-0969

I attended a CRT workshop mandated for the student leadership of Hartne I College in2001. In ft, we were told that certain races were
inherently and unchangeably evil. Members of the lesser races should sit quietly in their shame, only opening their mouths to apologize of
transfer wealth and power to the superior races. It was a clear and obvious violation of Title 7, but members who appeared similar in
appearance to the inferior races were insulted and shunned by school-appointed authority figures if that was pointed out. The E.O. is
needed because racists have exploited culturally-driven ambiguities in Title 7 interpretations. These racists must lose their access to and
influence over popular institutions for the 1964 Civil Rights Act is to be properly executed as written.

OFCCP-2020-0002-0970

Research has shown that these 'diversity trainings' are actually harmful to people's biases, conservatives see no impact while white liberals
see no impact in their attitudes towards minorities while increasing their hatred towards white people. It is clear that the executive order is
needed as grifters like Robin DeAngelo, Michigan State University, and the King County Library System (Washington) continue to espouse
racism and segregation to gain even further public funding.

OFCCP-2020-0002-0967

DOL004209
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OFCCP-2020-0002-0971
OFCCP-2020-0002-0972

Keep CRT out of schools. It ascribes character traits based on skin color (all white people are oppressors, everyone else below them) which
essentially makes it white supremacy. I have seen how the spread of this ideology poisons minds. It prevents any discussion from taking
place. You must agree with what they say or you're automatically a bad person The very fact that they say it isnt good enough to be "not
racist" should be a dead giveaway that this is a load of manure.
I support the ban on CRT by EO from the President.

OFCCP-2020 002-0973

The idea that CRT or anything similar would not only be allowed, but preferred due to a fake woke pandemic leaves me breathless. This is
the exact inverse of equality or equity, your literally creating division for financial and economical gain Almost all respected intellects feel
this way how is this even a conversation. Your teaching young white men and women that there oppressors (they are not), and
simultaneously teaching young black men and women that they are oppressed(they are not) its massive brainwashing and most of the social
media companies seem to be complicit. Horneschooling levels have never been higher and although I fear the movement will come for
homeschooling parents, at the moment I can only project that the amount of non school affiliated schooling will sky rocket. I urge all those
following this movement out of fear of losing there lively hoods to reconsider. I will die on this hill, but I'm just a man we need unity now
more than ever forthe sakes of our communities, cur selves, and most importantly our children.

OFCCP-2020-0002-0974

OFCCP-2020-0002-0975

OFCCP-2020-0002-0976
OFCCP 202

02-0977

Racism is an issue in this country but the methods of dealing with it proposed by Critical Race Theory are counterproductive. Encouraging
people to constantly examine themselves for bias does not actually result in a reduction in bias. Teaching that white supremacy is something
other than white nationalist ideology leads to an incorrect view of racism that fundamentally misunderstands humanity. Children of all races
being taught Critical Race Theory are developing increased anxiety. Interactions between white children and children of color become
fraught. This anxiety manifests in adults as well, but not to the same degree as children. Teaching children that racial slurs are completely
unacceptable is one thing, but CRT advocates for seeing racism in every day, mundane interactions. This does not foster a healthy multiracial
environment. Critical Race Theory leads to people being fired for things such as: - Using the "OK" symbol, which is NOT universally regarded
as a white supremacy symbol - Tweeting studies that show the efficacy of nonviolent protest - Commenting that multiracial friendships are a
fine example of integration - Expressing concern about violent riots affecting their business There has to be a better way than Critical Race
Theory.
I have been discriminated against in heu of less qualified individuals based on me not being a favored demographic under the CRT training
guidelines. The trainings this order addresses are just as bad as any laws that targeted minorities etc. before the 60's. As such I strongly
support this executive order.
The fear mongering and censorship or any speech that is perceived as racist towards blacks is not educational training on tolerance. Instead
it's fear mongering and promoting more intolerance. Instead we should promote open discussion and solution oriented discussions. The
idea that in order to bring up one group you need to bring down everyone else is absurd and undemocratic.
Critical Race Theory is a deranged racial conspiracy theory that blames II of persons of colour problems on white people. This sort of racial
thinking has no place in American society.

DOL004210
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OFCCP-2020-0002-0978

OFCCP-2020-0002-0979
OFCCP-2020-0002-0980

OFCCP-2020-0002-0981

OFCCP-2020-0002-0982

OFCCP0 0002-0983
OFCCP-2020-0002-0984
OFCCP 202

02-0985

On behalf of The Village for Families & Children, a nonprofit multiservice organization based in Hartford, CT, I am writing to express our
opposition to Executive Order 13950, Combating Race and Sex Stereotyping. President Trumps EO offers a flawed critique of federal
workforce diversity training, and has resulted in misguided policymaking. There is a strong evidence base demonstrating the value of
diversity training, which is associated with many positive outcomes, including increasing competitiveness in the global economy, increasing
employee retention, and jump-starting innovation. The claims made in the EO and subsequent memoranda misrepresent the value of
diversity training, and ending such training may lead to real harm against federal employees, and the stakeholders with home they interact.
People of color, women, and other already disenfranchised populations will be disproportionately harmed by this order.
Critical race theory is taught as a justification for hostility towards men and certain races and contributes to a hostile environment for
individuals based on their race and sex. Critical theories should not be taught in the workplace
No form of racial bias training should be present in job places, these trainings inadvertently create further racial tension though their
intentions could be pure. It's a mistake that these trainings were ever allowed.

This executive order is excellent. Any use of critical race theory or similar theories to promote additional racism including low expectations
of minorities should not have a place anywhere much less in the federal government There is no evidence to back up any (not that they
even make them) claims that this type of training does anything to eliminate discrimination or bias, in fact there is a ton of evidence it does
the opposite The language in these trainings also normalizes racism and makes those who are truly evil racists believe that their thinking is
normal and in line with everyone else. There could be nothing more destructive than making racists feel empowered to believe that
everyone thinks like they do. It also turns minorities into victims who are not capable on their own and this is the worst way to try to
eliminate racism, bias, and wrong stereotypes where they do exist. In fact it likely will encourage more. This executive order is narrowly
tailored to the exact language that is dangerous and racist. There is no place for racism in the United States.
I am completely against race based "scapegoating" training based on Critical Race Theory in Federal institutions (as well as anywhere else).
This not "diversity" training. It is designed to induce collective racial guilt to an entire race of persons, which is racist, divisive, dangerous and
un-American.

The Executive Order is critical for maintaining America's liberties Future administrations should not overturn it. Critical Race Theory, antiracism, in ersectionality, racial equity, and similar concepts are often foolishly embraced by corporate America. Even businesses doing
business with the government. Raytheon Technologies is an example. It is easy to confuse the banned content terms with separate and
positive initiatives. Labels can be deceptive. Newdiscourses.corn is an invaluable resource for correctly defining terms and identifying the
real implications of these ideas. Start with their encyclopedia https://newdiscourses.com/translations-from-the-wokish/
No. Stop these trainings now. They are detrimental to the culture of America.
Quit teaching this distracting brainwashing stuff and focus on things that will make people's lives better There's no issues of acis in these
places. And honest people of all races know this.

DOL004211
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OFCCP-2020-0002-0986

The authors of the Implicit Association Test, which is a foundational justification for diversity training, caution against using their results for
policy-making. As N N Taleb points out, codifying ethical codes that should be voluntary (anti-racism, anti-sexism, etc.) only enables abuse
by bad actors. That is, workplace training based on CRT has the perverse effect of making employees more racist, sexist, or anything-ist not
less. It is also the case that many of the proponents of such codification imagine the human brain as a fixed object--an increased pulse at,
say, the picture of a Black man is assumed to signify a permanent mental state, rather than a momentary reaction that is quickly corrected
for by rational thought. The evidence for this assumption is, at best, inconclusive. Thus taxpayer dollars should not be used to fund this
pseudo-science. If gov't workers would like to get together to repent their original sins, they may do so on their free time (perhaps getting
tax benefits if they officialize this new religion).

OFCC 2020-0002-0987

I'm gay, liberal, and married to an immigrant. With a BA and MA in English Lit, I've also had the mixed privilege of studying Critical Theory
very deeply. And as a data scientist by trade, I've also learned the value of proper scientific analysis, hypothesis testing, and humility when it
comes to the limits of human cognition. All this to say, I speak from having seen this particular philosophy from every side, and I absolutely
object to its use in American institutions. Critical Theory functions only by playing on human frailty and ignorance. It forces people into a
horrific double-bind where either they agree with a host of controversial policies, or they risk being marked as racist, sexist, or otherwise *phobic. The techniques used to manipulate them draw directly from the literature of cult-formation and propaganda. One interesting
example is implicit bias training which has been widely shown to bear no relationship to a person's behavior in the world. Yet the test seems
to "prove' almost everyone biased, making it that much easier for them to sign on to the critical theory project. Another such manipulation
tactic is relying on unequal outcomes to "prove" systemic racism, when unequal outcomes should be expected even in a perfect meritocracy
(which I very much hope the US continues to aspire toward). It would be just as reasonable to ask why there are unequal outcomes between
Irish Americans and French Americans, or any other two groups, for you will find profound differences just as readily. And yet such a
different doesn't point to system racism in 2020 any more than a difference between black and white Americans largely, If such data was
presented honestly, we would be forced to conclude that the US was irredeemably racist against black and white people both, as Chinese,
Indian, Nigerian, and Jewish immigrants all vastly outperform black and white Americans in life success by every metric. When it comes
down to it, unequal outcomes is the result of countless causes, including culture, familial values, personality characteristics, and of course
chance, in addition to the lingering effect of historical injustices. Finally, in addition to being a manipulative and irrational way to view the
world, Critical Theory fails in another way —such training more often than not has a negative impact, benefiting no one except the
charlatans that charge for it. There have been numerous studies on this, and it is very much reading them all in full.

OFCCP-2020-0002-0988
OFCCP-2020-0002-0989
OFCCP-2020-0002-0990

It's completely unconstitutional and unethical to discriminate by race, positively or negatively. It's exactly what the Nazis did. This is original
sin. The people now have much more in common with each other and should not be held accountable for the sins of their fathers.
Furthermore it has no discernable benefit. It also divides people into races, which has no scientific backing. Biological science has ruled that
races are a pseudoscience, unprovable genetically. Essentially the government asks people to classify themselves into a caste system to
divide and conquer. Please eliminate this forever from America so that we all may prosper as a nation forever.
I am absolutely in favor of the executive order banning Critical Race Theory. I refuse to have my tax dollars wasted in perpetrating a divisive
ideology without any scientific basis
Stereotyping people based on their gender and skin color is the very definition of sexism and racism. It creates division and hatred. I support
the executive order banning this.

DOL004212
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OFCCP-2020-0002-0991

0FCCP-2020-0002-0992
OF

P-2020-0002-0993

0FCCP-2020-0002-0994

OFCCP-2020-0002-0995

0FCCP-2020-0002-0996

OFCCP-2020-0002-0997

Anti-racism calls for discrimination based on race, which is against federal anti-discrimination laws. No person is racist based on their
Immutable characteristics. As seen in numerous cases, anti-racist training leads to race segregation. This happened recently in Seattle, and
at the University of Michigan. Objectivity is not racist. Truth is not racist.

Critical Race Theory reduces all human interactions to power positions. There are no individuals, no unique skills, perspectives or
personalities. There is no common ground, no common humanity. CRT is racist as it demands all people be judged on the color of their skin,
but only if the color of their skin projects the CRT ideology which uses skin color to subordinate one group over the other. CRT breaks all
humans down into 3 categories: white people, black people, brown people. Who is white? Anyone of European descent, Anglo, Irish, Greek,
Italian, Turkish... etc, AND, any "black" person who is pro-life, conservative, Christian, or who does not agree with the communist roots of
CRT. CRT cannot explain who "brown" people are. Possibly latinos, unless those latinos object to the appropriation of their gendered-based
language, by CRT coercing IatinX, onto latinos, then those latinos, are white, not "brown". Brown is an ideology, just like black is an ideology,
according to CRT. CRT demands that individuals see the worst in each other, and at the same time, insists there are no "individuals" only
oppressor groups, and the "oppressed." CRT is bad for business, and is unAmerican. CRT destroys the Alliance, a union for mutual benefit,
and replaces it with Allyship, a cult-like disunion where allies are subordinates, not equal partners. Allies in allyship never belong to the
group they subordinate themselves to. Allies in allyship by definition are unstable. In an Alliance, Allies always belong to the groups they
align with, as alliances are built on common ground. Alliance allies are groups and Individuals standing together on solid ground. Alliance
build strong, trusting teams. Allyship is divisive quicksand.
Critical Race Theory is, in essence, racist. The current Executive Order banning these trainings from engaging in stereotyping or scapegoating
needs to STAND.
Critical theory only tears down and seeks problems, separating people into groups. It rejects individual agency and puts people into binary
groups. Race issues will never be solved by critical theory, its explicit goal is to point out racism not IF it exists but WHERE it exists. It falsely
assumes USA is inherently racist which is absurd. If this is not stopped, we are only going to have more trouble and more racism as identified
by THE critical theorists. No votes, no arguments, do what we say or you are a racist is the angle of attack.
Anything that teaches people should be viewed negatively because of race is an abomination. Anything that teaches people should be
propped up due to race or "intersections" is also an abomination Do not teach or allow to be taught CRT critical race theory or anything
similar.
Critical Race Theory explicitly and implicitly condemns what it terms "whiteness", a racially negative term which specifically targets people
of only one perceived ethnicity or perceived race. It's premises are unprovable, in that there is no objective method of substantiating it's
claims, while at the same time, disagreement or resistance to its targeting is considered an admission of guilt. Our society and our people
would be harmed by setting one person against another because of their race, and Critical Race Theory will only make a contribution to racebased animosity.
Divisiveness will destroy our nation and weaken our strengths. Cultural sensitivity is valuable, yet CRT goes too far. Rather promote the
strategies of logic for healthy debate, normalizing the ability to change one's mind and a culture of sharing current events for an inclusive
community.

DOL004213
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OFCCP-2020-0002-0998

I dissent strongly on the proposal to overturn this EO. Classifying and judging people on the basis of race is explicitly antithetical to the civil
rights act. Trying to do so in the noble intent of raising awareness of "structural racism" is not enhancing "diversity" or "inclusion" but rather
the opposite of it. It is exclusionary based on innate characteristics (skin color, ethnicity) and is a pernicious ideology the government should
not be financially supporting.

OFCCP-202

Racial sensitivity, training or any other type of Diversity," of "InclusivitY," training oPens the door for inidividua s of any race/creed to look
down upon and/or chastize other co-workers for not agreeing with their "worldview." These types of training stem from an ideology that
enables people to use its false premises and conclusions to coerce, insult, and intimidate dissenting co-workers. I have personally witnessed
this in an educational environment. I AM 100% AGAINST THESE TYPES OF TRAINING!

02-0999

OFCCP-2020-0002-1000

As a former student of two graduate programs in the humanities, I can attest that critical race theory, or identity politics, is utter and
complete ideologically-driven garbage. It poisons the mind, divides people, and requires very little *critical* thinking among its practitioners.
It has essentially destroyed the humanities, and it will destroy anything else it touches. It has zero place in our government and, frankly, no
place in our universities. If it is taught at all in universities, it should be taught objectively where professors allow their students to critique it.
As things stand now, students are essentially required to believe this trash. If college professors cannot allow freedom of thought and
expression by their students, and offer ways to critically analyze CRT, it should not be taught in taxpayer-funded universities. CRT leads
people to breakdown human existence, or American society more specifically, into power relations where one group--typically cisnormative
hetero able-bodied white males--oppress every other group. This leads to extremely shoddy "research" and even worse critical writing
writing by its practitioners. It makes everyone who believes it more racist, more sexist, more hateful, and leads to a greater increase in
societal division. It is absolutely in opposition to our liberal ideals of judging an individual based on the content of their character rather than
the color of their skin or other identity markers. Again, it has NO place in any taxpayer-funded institution. If private schools or companies
wish to peddle in this hateful nonsense, so be it. But that's as far as it should go.

OFCCP-2020-0002-1002

CRT is one of the worst things I have ever face in college. It makes everyone uncomfortable and allows racists to attack white people with
zero repercussions I have seen white students openly call for the death of themselves and their own race. I have seen students call for
genocide. It should be banned from schools and businesses. It is not healthy for society and causes nothing but racial division
This ideology of critical race theory is detrimental to our country. It has worked it's way into many aspects of our society and is a cancer that
must be cut out . Thank you for waking up to this and issuing this important EO. May this divisive ideology continue to be opposed at every
level of society and eradicated.

OFCCP-2020-0002-1003

To call this a commentary on "sensitivity training" is a brazen lie. Critical. Race Theory is a divisive, bitter, cynical worldview designed to
usher Marxism into the west. It brings no benefit to any party. It offers no unity. It's goal is not healing but division. We must teach critical
theory only as a theory if we teach it at all. Teaching it as fact undermines reality and decency.

OFCCP-2020-0002-1001

DOL004214
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OFCCP-2020-0002-1004

This Europhobic anti Christian nonsense is a disease and you're really overplaying you're hand by trying to instill this propaganda into a
population who has grown immune to it. It's disgusting to teach this anti White nonsense to anyone. Who the hell do you people think you
are? That we would watch our cities burn and problematic demographics continue to get pandered too after they continuously act violently
and after everything we do for them that we would apologize or have shame or any kind of guilt for building the greatest nation in the
history of the planet is beyond baffaling. This shit is going to stop one way or another but no one will go along with it. You're gonna need a
lot of re education camps. Y'all over played your hand trying to push this shit to fast. The President of the United States Donald Trump will
stop this shit. America First!!!

OFCCP-2020-0002-1005
OFCCP-2020-0002-1006

Executive Order 13950 enumerates a list of obvious racist, sexist and bigoted concepts what are unlawful. Any workplace that wants to be
free of harassment cannot refer to people as either racist, sexist, or bigoted unless their individual actions in the workplace are racist, sexist,
or bigoted. Any other policy would be open to stereotyping that has no place in the workforce. Without protections from bigotry, people
cannot feel safe at work. Workplaces should limit their enforcement and training to workplace activilies only. People's lives outside of work
are their own.
I agree with and support Executive Order 13950.

OFCCP-2020-0002-2.007

Critical race theory is an intellectually disingenuous ideology that breaks down humanity by it's immutable traits in order to demonize and
ostracize. It is an antithetical religious dogma developed by subversive secular movements to bend, distort and re-define history in order to
again, demonize and ostracize. It uses intellectual jargon to regress the unity and health of a society and is being implemented not just on a
national level, but on an international level. It is a completely destructive and absolutely embedded in non-realities and deception. This
ideology is anemic to any that absorb it and create people that see no meaning in anything as they believe everything is ill-conceived and illgotten. We must purge this sort of subversive mis-think in every corner of every nook in every cranny.

OFCCP-2020-0002-1009

I am a Latino American and I disagree with Critical Race theory. As someone who has friends and family of all colors I do not see more or less
"privilege" or rights in any direction. CRT is meant to tech white people that they are responsible for the woes of people who look like me
and that is blatant, unadulterated racism. I refuse to be told that my problems and hardships are due to powerful white men holding me
down, and, by extention, that my success is the gift of a benevolent white man. This is the definition of white supremacy and it should not
be taught.

OFCCP-2020-0002-10 0

I completely support President Trump's Executive Order to stop Federal workplace race or sex stereotyping (and would go further to stop
age and religion stereotyping as well). Having been through race shaming trainings in the 1970s, I am convinced they are destructive to a
human being, to interracial relations, and destructive to the harmony of any workplace. The new efforts to rewrite history and to target,
blame, and segregate groups appears to be a political tactic to incite conflict. Such theories of blame are not founded in fact or reality, and
they are counter-productive to the American philosophy of our nation being a "melting pot." We removed such emphasis on race gender,
age, religion, and sexual preference many years ago. I am a Clinical Social Worker of 45 years experience.

OFCCP-2020-0002-1011

I SUPPORT President Trump's Executive Order 13950 on Combatting Race and Sex Stereotyping. I believe President Trump's EO is necessary
to deny the racist policy from adversely affecting so many Americans. I am a forensic/clinical psychologist, and have practiced for 50 years.
.G
.
(b)
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OFCCP-2020-0002-1013
OFCCP-2020-0002-1014

i

On 9/22/20, President Trump signed Executive Order (EO) 13950 on Combating Race and Sex Stereotyping, halting many evidence-based
diversity training programs. I strongly oppose this order and all related directives. It is dangerous and thoughtless. As a licensed psychologist
I want to stress the imperative of reversing the implementation of the above noted EO because it will likely serve to undermine efforts by
the federal government to assure equal treatment for all persons regardless of the individual's sex, cultural background, ethnicity, disability
or other personal characteristics. Sincerely, (
(b) 6
I support the President's Executive Order 13950 on Combatting Race and Sex Stereotyping. This policy is racist and should never be allowed
i
in the United States. I am a forensic/clinical psychologist and have practiced for 50 yearsi
(b). 6

(b) 6

Comment under Docket OFCCP-2020-0002-0001 attached.

OFCCP-2020-0002-1015

This is an important regulation to prevent racism against any race and promote national healing and unity. CRT (Critical Race Theory) and
Anti-racism are being used to stereotype all white people as racist and combined with the idea of White Fragility slanders all white people
who disagree as being racist. White Fragility is a heads I lose, tails you win idea - a white person is racist and must admit it. If he refuses,
then he refuses because he is racist. It does not allow for a white person to actually be not racist. Treating any group of people as inherently
racists and inferior is not a way to promote healing of our racial divides. Please keep this regulation and strictly enforce it. Thank you.

OFCCP-2020-0002-10 6

As a psychologist, I write to express my strong objections to President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request for Information. I have
spent a significant portion of my consulting career designing anArtromidine..dimersitt t.cainine, and have found it to be effective and important
at REDUCING workplace stereotyping, not causing it. Sincerely,l
(b) 6

OFCCP-2020-0002-1017

As a psychologist and recently retired career VA employee, I write to express my strong objections to President Trump's Executive Order
(EO) No. 13950 titled "Combating Race and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the
contents of this Request for Information (RFI). This RFI and the EO are premised on flawed assumptions and ignore the real benefits that
evidence-based diversity training offers to employers and employees alike. The required training offered VA employees changed frequently
and included both clarification of the issues and strategies for appropriate behavior. My team often discussed the training after completion.
The discussions tended to be self reflective, empathic, and aimed towards improvement of both our own behaviors and our behaviors as
government employees. Behavioral strategies are important as they assist us in moving past the theoretical "be nice" to ways in which we
can actually accomplish this. Sincerely,l
(b) 6
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OFCCP-2020-0002-10 8

Critical Theory has no place in any governmental agency. Trainings that touch on such abusive terms as white privilege, white fragility and
the inherent evils and moral jeopardy brought about by being descended from people of the European continent is antithetical to the
enlightenment principles of equal protection under the law and individual Liberty upon which our country was founded. The post-modern
iterations of queer studies, Critical Race Theory and anti-colonialism emerged from the self named academic faculties of the same names in
the 89s and 90s and are part of the now degraded liberal arts departments of many of our elite institutions. These theories are highly
academic and NOT rooted in any scientifically derived knowledge. And I'm reality are extremely anti-science and anti-reason. I am
increasingly alarmed by the adoptionand propogation of what is, at core, religious dogma, throughout our most trusted institutions. I have
become very very wary of our public schools, universities and agencies and their work product as I know that CRT is often operating just
below the surface. Any Critical Theory based training or policy needs to be explicitly banned if we wish to maintain faith in our institutions.
Thank you.

OFCCP-2020-0002-1019

As a psychologist, I write to express my strong support for President Trump's Executive Order (EO) No. 13950 titled "Combating Race and
Sex Stereotyping". Trump was absolutely correct that 'diversity training' based on Critical Race Theory (CRT) undermines education,
objectivity, inclusiveness, and fairness. My experience with diversity training shows that it actively supports racial and sexual stereotyping. It
also promotes contempt for evidence, reason, science, and objectivity. And it marginalizes any Americans with political and religious views
that are not aligned with the Democratic Party. You will be receiving many emails from psychologists objecting to Trump's XO. They are
being organized top-down by the American Psychological Association, which strongly supports Democratic partisan politics. They are
pretending that this is a 'grass roots' campaign. It is not. They are doubling down on promoting Critical Race Theory -- a divisive,
exclusionary, stereotyping, and anti-scientific ideology -- before all the votes are even counted in this election. Sincerely, :_ _ _ _ _ _(i3) _ _ _ _ _ _

OFCCP-2020-0002-1021

That men and members of certain races are inherently racist and sexist This is itself stereotyping, racism, and sexism, and is grounds for
termination under discr"mination clauses & titles, per US government global HR policies & procedures. The simple idea that specific people
are inherently bad simply for being what they are, told to believe this, trained to believe this, will in time begin to believe this, creating a
major issue where none currently exists. This will inevitably cause a major divide, and ultimately cause people to reject working for the US
Government. I know it did me, as I am rejecteing a GS role lye been offered due to this very same issue, and have no intention of working
with the US government, as an employee, or contractor, after having done so for over 15 years in multiple capacities. I waited my entire
career for this prestigious opportunity, its an opportunity less than 1% in my field ever get. I dont even care that lye waited over a year
through selection. As a Native American Man, I find this whole concept beyond reprehensible that I am automatically sexist or racist simply
because of my natural born sex or race, or that others for simply being born the wrong color are implicated as racist Noone finds it
acceptable to automatically point at African Americans and say 14% commit 50%+ of crimes, and therefore create an anti crime training just
for African Americans & Hispanics, so why would you do something as absurd as Critical Race Theory, doing the same with no valid data
points or evidence of any kind?
Critical race theory is inherently racist. Training anyone that they their morality is based on their race or gender is itself, immoral. If
someone engages in racist or sexist behavior then they should be fealty with accordingly. However, mind reading is not a skill that any
human possesses. Taxes should not be funding this training.

OFCCP-2020-0002-1022

Racism or sexism has no place in our government. Neither does anti-racist, or anti-anti-racist or wherever you want to call it. Labelling whole
races or sexes as guilty of known or even unknown stereotypes is profoundly unsettling and divides Americans against each other.

OFCCP-2020-0002-1020
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OFCCP-2020-0002-1023

Critical Race Theory is an extremely divisive ideology, and it will have unfathomable repercussions for American society. Critical Race Theory
inherently divides racial groups into "oppressor" (white people) and "oppressed" (everyone else) categories. This, of course, is a massive
oversimplification of the world. White people are not inherently oppressive, just by virtue of their existence. Nor are people of color
inherently oppressed, just by existing. Asking people to look at the world through the lens of Critical Race Theory will lead to a decrease in
racial harmony - in other words, more racism. I strongly urge any administration to reject the use of Critical Race Theory in the United States
government. Please understand that Critical Race Theory *is not* simply diversity training. It is far more complex and in-depth than diversity
training, which I find to be far more reasonable. I'll close by leaving you with a speech from the UK Parliament on Critical Race Theory.
https://mobile.twitter.com/breannamorello/status/1318678259542929408

OFCCP-2020-0002-1024

CRT is divisive, toxic, and incredibly patronizing towards the minorities it purports to help. Hard work, ambition, and punctuality are not
"white supremacy" - they're just a few of the ideals we should aspire to as Americans. We must continue to fight the spread of a poisonous,
out-of-touch ideology that teaches people to see themselves as inherent victims or inherent bigots based purely on the color of their skin - it.
is an ideology that otherizes and divides us, and sows tension and discord in the workplace.

OFCCP-2020-0002-1025

I am thrilled with this executive order. It has (probably temporarily) saved my career as an academic and protected several other moderates
in the professional classes. Please keep this executive order until woke supremacy has passed. Everyone is afraid and this is one of the very
few protections we have from the cancel culture pervading every institution right now.

OFCCP-2020-0002-1026

We have moved past the time where evaluating someone based on their skin color is acceptable. This is a fact in both professional and
polite society. Racial scapegoating seeks to bring us back to a time where it is acceptable to be a bigot. Regardless of the skin color involved,
this should be viewed as regression. It is not up to me how some people want to spend their time. If they feel that they are guilty for past
wrongs, they are free to look down upon themselves. This behavior should not be institutionalized, preferences for any immutable
characteristic are inherently wrong.

OFCCP-2020-0002-1027

These "trainings" serve only to divide us by placing outrageously excessive focus on cosmetic differences between groups of people, and
ignoring our shared humanity. Rooted in Critical Theory and Postmodernism, the ideas that underlie these trainings explicitly proclaim their
rejection of the Enlightenment, and are thus, inherently anti-American. The future success of the most cosmopolitan nation in human
history requires that we emphasize that we are all human beings, and that we all share most of the same hopes, fears, feelings, and
passions. I quote the Gospel via Lincoln: "A house divided against itself cannot stand"; if the government funds and supports indoctrination
that seeks to divide us by sewing resentment, America will crumble, and with it the Enlightment ideas that engendered the greatest freedom
and prosperity for the planet in history. This is not hyperbole; it is that serious. Please do not support this destruction from which no one will
ultimately benefit.

DOL004218
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OFCCP-202

O2-1O28

CRT steal from us our ability toauthentically-connect-and judge each other by our character and ability, by who we have ma e o rselves to
be.This is not the way to heal wounds and bridge gaps. The way to heal wounds and bridge divides is to treat each other as equals equal
dignity, equal respect, equal opportunity. CRT shouldn't be in our govt or other institutions bc institutional racism was outlawed in the US in
1964. —James Lindsay The civil rights leaders fought peacefully so their childrenwould not be judged based onthe color of their skin. Now
all we are doing is talking about race and skin color No. I'm sorry. I will not go back there. I will not participate in dragging our nation
backwards. I will not be duped into objectifying anyone based on their gender or skin color. We are all American created equally under God.
CTR doesn't teach racial sensitivity, teaches a racial hypersensitivity CRT is a powerful weapon of identity politics that divides people into
racial groups and judges guilt and innocence based on group membership.

OFCCP-2O2O-OOO2-1O29

Critical Race Theory and similar practices are incredibly harmful exercises that have been harmful to both America as a country and to
individual Americans of all races. The executive order to stop its use in government organizations was both proper and long overdue.

OFCCP-2020-O0O2-1O30

This CRT compliance is not an appropriate use of tax-payer dollars in a federal/any tax payer institution. If a private business chooses to do
this that is one thing, but tax payer dollars are owned by tax payers, not by bureaucrats. This issue is a partisan/agenda based issue that has
been shown to divide rather than unit people. This program is using tax payer funds from American citizens that don't support this program
in the first place. Who then gets to be the authority why do they believe they get to be the authority on it, is a important question to ask?
This program tells a one sided narrative to a complex issue. The fact is inequity, hardship, poverty, racism, you name it exists in all colors and
all backgrounds in life. Almost everyone would be able to say they have experienced at some point in their lives the things that are in this... t
may look different to each, but the effect are still the same. Giving a narrative from only one side says one's experience is more
important/valid than another which creates inequity the thing you are trying to work against. This is the central flaw in this teaching. All
people's stories are important!

OFCCP-2020-O0O2-1O31

I am supportive of the EO that bans any race based stereotyping or scapegoating. I am vehemently against any "training" material that
indicates that any individual's value, character, or treatment should have any relation to their race. CRT is not "diversity training." It is an
ideology that states that certain races should be treated differently specifically because of their race. I absolutely oppose this ideology.

OFCCP-2O2O-OOO2-1O32

Critical Race Theory is not a theory. Theories must be falsifiable to be scientifically valid. CRT is unfalsifiable dogma. It stipulates that merely
critiquing it is racist and problematic (the basis for the notion of white fragility) It requires non-racists to begin to view everything through
the lens of race. There is no such thing as non-racist, therefore one can never overcome their inherent racism. There is no evidence that CRTbased diversity training reduces racism in the workforce. None. However, there is evidence that it introduces racism and division, and is
harmful to workplace environments. According to CRT, colorblindness is evidence of racism. Kindness, equal opportunity, merit, fairness,
seeing people as individuals instead of groups, are not enough and can even be indications of racism. Critical Race Theory can't lead to true
diversity because it doesn't ecognize diverse individuals - only group identities and stereotypes - just like nazis and the KKK. In fact CRT has
more in common with Hitler tha MLK. It divides instead of unites. It pits group against group. It ignores progress and only sees oppression
Critical Race Theory is poison.
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OFCCP-2020-0002-1033

My company has not made training built around racial stereotyping manditory but has shared materials featuring similar ideals. We were
encouraged to review some videos to "open ourselves to a new perscpective". The new perspective argued that color blindness is always
wrong, equal treatment is wrong, and argued for the horrifically bigoted concept that identity (race, gender, sexual orientation) is the
foundation of all human understanding. Objectivity and empiricism are treated as "white way of knowing". People that use empiricism
instead of racial stereotypes are branded racist, especially if they are white. The original email to these trainings was taken down, but they
send out newsletters that feature similar ideas. I'd prefer to remain anonymous because I need my job and am unclear on what legal
protection I am afforded under Title VII. The incoming administration wants to remove this executive order. How can it be it be legal for
companies to force their employees to accept an ideology built entirely around racial stereotypes or for companies to smear any dissenters
to their political ideology as racist? This seems like an explicit repudiation to the spirit of the law and the letter of the law of the civil rights
acts. Please fight to keep this order on the books and provide a legal clarification for how title VII protects employees from racist
indoctrination. These ideas aren't limited to outliers. Most fields in the social sciences now are build around the idea that empiricism should
be replaced by identity; stereotyping and scapegoating is being codified as the only method of understanding the world, and anyone that
dissents is being smeared as a racist.

OFCCP-2020-0002-1036

I have received training pertaining to Critical Race Theory on numerous occasions, and am very familiar with the intent of such training. I am
opposed to the concept of Critical Race Theory training because at its core, CRT is based on the idea that anyone not of color cannot
understand the plight of people of color. This-perspective is basically saying that non-POC have no room to comment on any thought that is
in conflict with CRT. Of course, this is inherently racist. I believe we should all be treated equally, and while we understand that racist
individuals DO exist (on all sides), we should not be teaching people that systemic racism exists - especially since numerous objective studies
have determined that systemic racism does NOT exist.
Firmly against racial and gender stereotyping and scapegoating.
Diversity and Inclusion has become a Trojan Horse for a dangerous ideology (postmodern critical theories) that traps people for having
normal human emotions when accused of non-existent wrong-doing. It is costly, has not improved race or sex relations, is not evidence
based and meddles with an individual's psychology. It is pseudo science and does not belong in any workplace, much less at the federal
level.

OFCCP-2020-0002-1037

The President's Executive order is, unfortunately, necessary. Our nation has made great strides in addressing racism. Undoubtedly, there is
still work to be done, particularly in the area of law enforcement. The diversity training programs the Order addresses are antithetical to
achieving racial harmony. The training programs involve teaching fundamental elements of critical race theory. This "theory" is divisive as it
promotes anti-racism (which is actually racism) and socialist and communist ideals such as "equity". This "theory" undermines the
foundational cores of our democracy. Of course, people need to learn to get along and respect each other, but this is not the way to do it.

OFCCP-2020-0002-1034
OFCCP-2020-0002-1035
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OFCCP-2020-0002-1038

OFCCP-2020-0002-1039
OFCCP-2020-0002-1040

OFCCP-2020-0002-1041

OFCCP-2020-0002-1042
OFCCP-2020-0002-1043
OFCCP-2020-0002-1044

As a psychologist practicing in Indiana, I write to express my strong support to President Trump's Executive Order (EO) No. 13950 titled
"Combating Race and Sex Stereotyping", the associated Office of Management and Budget (OMB) memos, and the contents of this Request
for Information (RFI). Race and sex stereotyping has been unjustifiably elevated to a level of, in essence, weaponizing certain groups who
seem to be more interested in quests for power and influence than truly addressing prejudices in the workplace. Consistent with
understanding diverse perspectives on race, gender, and inclusion that should be a hallmark of our melting-pot society, we should focus on
more researcl)transparency,gnda_pplica ion of plpven_strategies to_Rrornote peaceful diversity, particularly in public-sector settings.
Sincerely,:
(b) 6

Critical Race Theory and training based on it discriminate on the basis of race/skin color and should not be supported by federal funds or
implemented by federal agencies or their contractors. The Constitution and Bill of Rights protect citizens regardless of race, religion, or
ethnicity, so promoting Critical Race Theory violates the laws and values our country was founded on. I have already seen CRT used to divide
people in my community and segregate training sessions and other events offered by my employer--sometimes--mandated by my employer.
Having seen the damage CRT does by emphasizing differences and encouraging racial groups to compete against each other for the title of
most oppressed, most to blame, and most victimized, I don't want to see that animosity spread through more emphasis on CRT. CRT, along
with the antifa and BLM movements it created, have already destroyed the police force in my city and left residents as victims to
skyrocketing violence and crime on the basis of a false narrative about police racism and abuse of power. The City Council was swayed by a
few loud CRT voices, and now the city is having to bring in police from outside agencies because residents want crime control but the police
force has been decimated by resignations, medical leave, and budget cuts. Criminals run from and fight the officers who remain and try to
do their job because CRT and BLM have given them a free ticket to ignore police authority. I don't want to see the destruction CRT can and
would wage at a federal level if it does all this at the city level in just a few months. Instead, we should work to emphasize our common
humanity and American identity. I am wholeheartedly against any implementation of CRT or training based on it by any employer but
especially employers who receive public funds.
Istrongly disagree with forcing people to take critical race theory training it's just that, a theory with no basis in reality. it should not be
forced on people.
CRT is legal educational hate speech, it does nothing to teach about racism, and only creates more division in our society, please ban CRT
from all public and governmental institutions, as it can only cause more division and hatred in American society.
This program is a cancer. Racism was on life support and CRT has brought it back. Get it out of the government and our schools. It is
nonsense and ineffective. These people pushing this are the true racists and want to remove logic from ourinstitutions and society so that
they can control people It's a philosophy founded in Marxism and designed to destroy our freedoms. Do some research on the origins of
this garbage.
CRT is non-scientific. It creates and perpetuates division, and it's ideals should not be propogated.
Critical Race Theory is RACIST. It tells us that one race is better orworse than another race and that is illegal. There are many great ays to
have diversity courses without using Critical Race Theory.
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OFCCP-2020-0002-1045

I will just say at the start that I completely support anything that countermands the agenda of critical theory. With the rest of my comment,
I hope to explain why. Whatever it purports to be, at its core it's an amorphous set of claims that can change their appearance to whatever
the speaker needs at any given moment-- explained one way, it sounds like a noble enterprise to foster social unity between people of
different backgrounds, break through unexamined biases, and lead to a greater understanding of the world and the people in it. At others, it
appears to be a reward offered to one disaffected group in order to "even things out" in exchange for political support-- and a chance to
take what they think they're owed by force. The main question you should ask of any theory that purports to teach you something is this:
when someone endeavors to explain it to you, does it make things more clear? If the answer is no, it may just be that you lack the
educational background to understand it. But it might also be that someone's trying to trick you. There are a lot of people who sincerely
believe in this ideology, and that its goal is fundamentally good for everyone- I've read their comments on this very entry. But whether
they're unwittingly repeating an incomplete explanation, or one of the few at the center in charge of propagating the lie (and the
boundaries between even them aren't always solid) the underlying agenda remains. That agenda is to instate a new moral order that, if
examined without all the misleading jargon and obfuscating sophistry, should scare the pants off of any decent human being who doesn't
wish ill on their neighbors. I'm talking Bolshevik Party levels of terrifying. It's really that dangerous. You need only look to the recent events
in Portland, Kenosha et al to see the end result of this ideology. Even IF everyone supporting this ideology are sincere, their meddling with
complex social forces is so irresponsible as to appear totally malevolent. Thank you for reading.

OFCCP-2020-0002-1046

Critical Race Theory is a disgusting practice and is frankly racist drivel meant to divide and infuriate rather than unify and educate. The
Britannica defines Critical Race Theory as "Critical race theory (CRT), the view that the law and legal institutions are inherently racist and
that race itself, instead of being biologically grounded and natural, is a socially constructed concept that is used by white people to further
their economic and political interests at the expense of people of colour. According to CRT, racial inequality emerges from the social,
economic, and legal differences that white people create between "race? to maintain elite white interests in labour markets and politics,
giving rise to poverty and criminality in many minority communities." Blaming white people just on their skin tone is dangerous and racist
and goes against everything the USA stands for. CRT is completely false as well since it doesn t account for the minority communities that on
average do very well, such as Indians, East Asians, Nigerians, Jews, etc. There are so many minority communities across all races that not
only do well, but outperform whites in education and economics. How is it in "elite white interests" for black Nigerians to do so well in the
USA? CRT is a sham that is designed to divide and shame people based on their race. All races are shamed for the color of their skin, albeit
for different reasons. And CRT is so focused on white relations versus everyone else, that it completely ignores relations between other
minorities and how they can be improved rather than just lumping all races against white people. It is clunky and without nuance. Instead,
focusing on celebrating our differences and finding common ground should be the focus of any race theory Not to divide, but to unify while
still acknowledging and educating each other about our differences. CRT has no place in a modern society and is frankly an insult to all races.
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OFCCP-2020-0002-1047
OFCCP-2020-0002-1048

Critical Race theory separates people into racial categories and believes that matters above all else. In doing this it allows for scapegoating
of other races. It views this as a form of oppression, henceforth creating a oppressed vs oppressor dynamic that is very similar to Karl Marx's
views on classism but with a racial tilt. This combined with its focus on equity, meaning equal outcomes, is hard to ignore it's hard
communist leanings which run against an individuals right to pursue life, liberty, and happiness. Moreover, the practice of separating people
into racial groups and having them admit to their "privilege" and/or "fragility" is eerily to the brainwashing tactics used on prisoners of war
where they ask said prisoners to point out small imperfections of the country they serve. Isolate the targets, get the vulnerable, and have
them admit faults they are not directly responsible for is not a form of justice and constructive learning. Finally, companies that have run
these types of training do not see a return on investment. Policies should always consider the data or fear running into Lysenkoism.
It's disastrous ideology that will inflame tribalism based on sex/race

OFCCP-2020-0002-1049

Hello. I am a middle-income operator of a small business in California, and am someone who depends on a equal and fair system for my
American dream. As a Californian, I have seen the implementation of these scapegoat trainings in nearly all of our large companies and
government entities, and I can assure you that they are caustic, antagonistic, and hateful. They offer nothing but increased strife and
combativeness between "identity groups" and act only to erode the ability of our groups and organizations to function as a united body,
much less as a coherent culture. It is imperative that government treat all citizens as equals. The same rules, regulations, and benefits must
be extended to all Americans without gender-based or racially motivated differences in their application. To do otherwise not only does a
disservice to the people being discriminated against, but a disservice to the people being deprived of the opportunity to succeed under their
own merits. Allowing ideological discrimination based on race and gender revives the specter of the most terrible atrocities of history.
American Slavery, the creation of the German ghettos, the internment of Japanese-Americans by our own western states, the systematic
genocides perpetrated by the worst empires in history, all of these are only possible with the application of a philosophy that a particular
"identity group" deserves to be treated differently under the law. This practice has long been banned in American because we learned
through great suffering and death that allowing differential treatment is a necessary predicate for atrocity. It is of the utmost importance to
me, as it should be to all civic-minded Americans, that our government not train itself to discriminatory and unequal mindsets. Doing so cuts
to the very core of the American ideal, endangers the freedom of all citizens, and pushes the needle towards tyrannical oppression in a way
that cannot be supported. It creates divides in us where we were once whole. It re-draws the lines of acceptable behavior to make moral
what once was abhorrent. While I wholly and entirely reject these scapegoating trainings on their basic premise, and consider that enough,
it is also worth noting that there is no, capital NO, reliable data indicating they produce a positive outcome. The most reputable studies on
the after-effects of scapegoat training show exactly what you would expect; that once people are told they must be divided into oppressed
and oppressor classes they then divide themselves that way. Doing so is shown to undermine individual performance and team productivity.
These scapegoating-based training programs advocate for just differential treatment under a presumption of moral imperative. They are
undertaken by well-meaning if ill-informed groups of individuals but they create negative effects with the aggregate potential for true evil. It
is my most fervent wish that the federal, state, county, and municipal governments as well as private organizations of all scales will reject
this assault on equality and reaffirm that our society believes in the worth of the individual on their own value, not on the color of their skin
or the type of their chromosomes. That this divisive and destructive path can be stopped now, before it is too late.
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I've been watching as Critical Race Theory permeated our society over the last 20 some years. I believe that, at it's core, CRT is completely
incompatible with basic American concepts such as "equality before the law" and "all men are created equal". If one reads CRT literature
(and I've ready plenty), what you learn is that when they talk about things like "systemic racism" and "structural oppression", they mean
precisely and nothing less than the majority of Western Liberalism. Which is to say, "systemic racism" and "structural oppression" are said to
lurk in principles such as private property, free speech, the rule of law self determination, freedom of conscience, etc. Those things are said
to be expressions of "whiteness", and are uniquely suited to the success of white people, and as such, serve to structurally disadvantage
BIPOC. Even something as mundane as arriving on time for an appointment is said to be a "white" value. My position is that all Americans
who value the Enlightenment principles that animated the creation of this country must reject such thinking. Simply put, you can have CRT,
or you can have a country that glorifies and celebrates the Declaration of Independence and the US Constitution, but you can't have both.
The only reasonable reading of CRT is that it is, itself, a retrograde effort to re-introduce racism into the American culture. By my reading,
thinking that an environment of (to use one example) free expression unfairly disadvantages non-white people is shockingly racist. It is a
declaration that non-white people are inherently incompetent by virtue of their skin color. How twisted has the world become, that we are
taking such thinking seriously? We should be rejecting it, root and branch. I believe that we should live our lives, and conduct our
governance, according to a simple rule: Discrimination based on race is always immoral. Martin Luther King taught us that. Have we
forgotten so soon? Today, we have in ascendance the Ibram X. Kendi model of openly advocating for racial discrimination. We toy with such
foolishness at our own peril. Once we re-invigorate the idea that racial discrimination is acceptable, what makes us think that David Duke
and others who share his racial views won't use that to their own advantage? More simply, what is the difference between the CRT position
and David Duke's position? Functionally, I see next to none.

OFCCP-2020-0002-1051

I am a mixed race person with a diverse family. It sickens me not only to hear people denigrate members of my family because of their race
and/or sex, but to see employers force them to participate in "training" sessions and be subject to such abuse to keep their jobs. The
language of the executive order could not be any more clear. Race based and sex based scapegoating is unacceptable. And public money
should not be going to such abusive practices, nor to companies that abuse their employees because of their race and/or sex. These critical
race theory based programs are destructive and inherently decisive. Critical race theory doesn't seek to create harmony between diverse
people. It seeks to prioritize our differences. To cast certain groups of people as inherently bad based on their skin color and sex. And not
just inherently bad (original sin), but also utterly incapable of atoning for this inherent evil. There is no concept of making amends. No
concept of redemption. No room for forgiveness. Only perpetual "ally-ship" in which the scapegoat bows down to their "superiors" who are
of an "oppressed" (morally superior) race/sex. Critical race theory is a vindictive, cruel philosophy. It does not belong in government, or
frankly in any society which seeks make discrimination and racial/sex scapegoating less common. I fully support any effort to remove its
discriminatory influence from government and organizations which choose to accept government funding.

OFCCP-2020-0002-10 2

The theories on which these trainings are ineffective and, quite frankly, inhumane. I am a cultural expert, having lived and worked in the
MENA region for my entire career. Diversity is important. Equality is important. Trainings based on critical race theory destrot actual
diversity and are racist at heart. The president'sdecision to halt these trainings is correct and should be upheld.

OFCCP-2020-0002-1053

This should not ever be taught in any functioning organizational structure. Government is already inefficient. The last thing we need is a to
institute this inane indoctrination of public servants who should be focused on efficiency and public service.
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OFCCP-2020-0002-10 4

Critical Race Theory is not the same as diversity training and has no place in our government or education systems. It is the exact opposite of
equality and I reject any ideology that results in more race based animosity.

OFCCP-2020-0002-1055

I think Critical Race Theory as espoused by several New York Times Best Selling authors such as Ibram X. Kendi and Robin DiAngelo should
NOT be supported by our tax dollars. It has no scientific basis, but amounts to a form of scapegoating and blaming all unequal outcomes on
race/gender based biases. Worst, it does not claim that racismj/sexist is open by most but is working subconsciously within the entire
system. It blames problems of today on sins of the past. It is a sort of Trojan Horse type plea, where the person claiming to be an "antiracist" is really just accusing others of always operating with these biases and racism (which becomes a form of incurable disease). It
basically is a snake eating its tail - because on one hand it claims it wants to help non-Poc become less racist by pushing an agenda based
ideology that non-people of color are inherently racist due to the color of their skin. It undermines the merit system, personal responsibility,
and actually creates more race related tensions. It has created a generation of Americans that are either repenting for the sins of their
forefathers or that believe that anything currently wrong in their life is not their fault (but the fault of the system). CRT has no place in our
government.

OFCCP-2020-0002-1056

PLEASE KEEP THIS EOll Equality is important and we should treat everyone respectfully but he current style of diversity trainingsare RACIST
and stem from Critical Race Theory (resentment politics disguised as academic theory)

OFCCP-2020-0002-1057
OFCCP-2020-000 058

My family and close community reject race based ideologies like that of CRT. When used in the larger public space it has become a tool to
spread more bigotry and intolerance. I see it used to divide people much more than to educate. It is based on the unfalsifiable assumption
that racism exists in every human interaction and it is the job of the theorist to find it. How this plays out in the real world is shown by Ibram
Kendi author of How to be an Antiracist. He wants a constitutional amendment to create a department of anti-racism comprised of
unelected anti-racism experts who must approve every law in America. It would also have the power to punish anyone it deemed racist.
These trainings are unneces ary, counterproductive, expensive, and a waste o productivity.

DOL004225

EO 13950 RFI Comments

OFCCP-2020-0002-1059
OFCCP-2020-0002-1060
OFCCP-2020-0002-1061

Race and sex scapegoating and stereotyping, which are supported intellectually by Critical Race Theory (among other related theories in the
humanities and social sciences such as Queer Theory and Postcolonial Theory), are a serious issue at my job with a public university. While
my university certainly does offer diversity trainings that highlight "implicit bias", especially among people who are members of "oppressor"
groups (like "men", "white" people, and "cisgendered" people), I would like to call your attention to another arena that has received less
attention, but to which the President's order on race and sex scapegoating and stereotyping also clearly applies: Title IX offices on campus.
On my campus, the Title IX office, which is supposed to uphold important legal precepts like "equality under the law" and "due process",
actually promotes and disseminates information about critical race theory and "whiteness" alongside it's compliance function. I'm deeply
concerned that the influence of critical race theory, including its support for race and sex stereotyping (e.g. "all white people are racist"), is
undermining the capacity of the Title IX office to treat all people fairly and to treat them as "innocent until proven guilty". See, for example,
websites from various Title IX Offices in the nation that illustrate how federal compliance offices bound by US law are also engaged with
theoretical perspectives and activities that promote race and sex stereotyping and scapegoating (this is seemingly a problem in relation to
the new Title IX guidelines too). It is also the case that, at some universities, diversity trainings are run and organized by staff housed in the
Title IX Office or whose duties overlap with such offices. I think that it's important to recognize that critical race theory rightly points to
structural racism in American society. I agree that this is an issue of the utmost importance to which we should address our collective
energies. BUT, it is not intellectually, ethically or legally appropriate to transform this acknowledgement of structural inequality in the US
into an indictment of specific individuals and their behavior. Stereotyping people as oppressors, and then permitting these stereotypes to
undermine Constitutionally-protected individual rights in quasi-judicial contexts, is inappropriate and dangerous. To the extent that
relationships with the federal government can be leveraged to protect individual rights and freedoms, I think such interventions are
warranted.
Trump made the right call to take this divisive, racist training out of our Federal governrnent.
We want this. We want to bar CRT and GT from being forced on us by an employer.

OFCCP-202 -0002-1062

This is the only part of Trump's presidency that should stay around. Research done into these sorts of trainings has revealed that they only
serve to increase prejudice towards white people--they do not help minorities, and by their intense focus on reifying race they are treading
into dangerous waters. My own experience as a female in a male-dominated industry would also suggest that they serve to harm, not help,
those they are supposed to. These sorts of trainings both increased tensions between myself and my male coworkers, presumably because
they were worried about accidentally insulting/offending me (despite this never having been a problem before!), and caused me to doubt
myown competency by infantilizing my gender and making it seem as if I couldn't possibly have achieved what! have on my own merits.

OFCCP-2020-0002-1063

OFCCP-2020-0002-10 4

I agree with the need to ensure that contractors do not treat workers differently on the basis of race, sex, or other protected characteristics.
However from the "training" that I've been subject to recently it seems that it breaks this law by treating workers differently on each of
these categories almost be definition. I implore the Federal government to refrain from overreaching when it comes to monitoring behavior
and training in every business that interacts with the Federal government. We are good people, let us get on with our lives and be good to
our neighbors no matter who or what they may be. Thank you. Sincerely, a worried American Abroad.
Critical race theory is absolutely racist against White people. To claim such trivial things such as being on time are "rooted in racism" is
freaking absurd. Critical race theory absolutely needs to be banned. Actively teaching people that their race is the source of all evil is
insanely racist in and of itself.

DOL004226
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OFCCP-2020-0002-1065

CRT is marxism hiding behind the veneer of academic authority. It undermines individual freedom of expression and is counter to the ideals
of freedom. Stop the madness before the lunatics get control of the asylum

OFCCP-2020-0002-1067

This EO denies the fact that this country was founded and continues to be rooted in racism. The only way we can overcome white
supremacy is by addressing racism head on. Diversity training bring awareness to implicate bias, mircoaggresssions, and systemic racism. It
Is a dishonor to our country and our people to not be honest about the racism marginalized folks face on a daily bases. We can only move
past this by providing education and resources to dismantle racism, homophobia, transphobia, Islamophob at anti-semitism and abilism in
our society.
This is pure illiberalism at its finest. Any true blue philosophical liberal should stand against the sophistry that the Universities have created.
Burn it all.

OFCCP-2020-0002-1063
OFCCP-2020-0002-1069

Please, we can have diversity training. But we must not allow hate cloaked in virtue into our institutions. There are good alternatives to CRT
that are completely compliant with the executive order. You can browse these at the New Discourses website.
I would rather die than be re-educated by Marxists.

OFCCP-2020-0002-1070

Prominent critical race theorist, !brain X Kendi, has suggested that the only remedy to race based discrimination in the past is present day
race based discrimination. And that the only remedy to present day race based discrimination is future race based discrimination. it is quite
clear that the critical race theorists, and Diversity Equity and Inclusion hacks are openly advocating for the creation of permanent systems of
race based discrimination. This is clear because if Kendi's goal of future racist discrimination comes to pass, then the only "remedy" for that
discrimination will be yet more racist discrimination. This is no different than George Wallace calling for segregation today, segregation
tomorrow, and segregation forever. Critical race theory should be seen for what it is. Vile and despicable racism. It is not even thinly veiled
racism. It is open racism. Any supporters of it ought to be ashamed of themselves.

OFCCP-2020-0002-1071

This isn't training. This is indoctrination in a vile and pernicious doctrine that will rip the country apart. That this is even being considered is
absolute madness. If you do decide to implement it then please first rewrite the constitution to make clear your citizens are no longer
individuals with human dignity and agency but automatons lacking free will and controlled by forces unleashed solely by their membership
of various identity categories. Please also be aware that the internal division which this ideology is causing can only serve to weaken and
destabilise the nation while the rest of the (non anglophone) world looks on in sheer disbelief uncertain whether to laugh or cry.

OFCCP-202

The decision to ban CRT tactics in workplace training was absolutely correct. Critical Race Theory simultaneously infantilizes people of color
and unfairly attacks anybody who does not fall in line with its teachings regardless of their race. It is a pseudo-intellectual house of cards
that upon inspection is little more than a reworking of old anti-semitic conspiracy theories infused with postmodernism. It is a hateful and
cancerous ideology and the only problem with this EO is that it is limited to government employees and does nothing to address the
problem nationwide of a captive audience of private sector employees being subjected to hateful indoctrination.

OFCCP-2020-0002-1066

02-1072

OFCCP-2020-0002-1073

I am completely against mandated CRT training of any kind. It is unAmerican to demean one group of citizens over another. White people
are not low iq joggers and scholars and should not be treated like we come from a shithole country. America First!!

OFCCP-2020-0002-1074

Employers requiring employees to sit through training that defines them by their race orgender should be illegal. Critical race theory is a
theory based in racism itself Employers should not be able to force employees to be lectured to on the basis of their heritage.

DOL004227
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OFCCP-2020-0002-1077

How can you be sure that this comment forum is not completely populated with bad faith actors? While I'm here... Discrimination based on
race is wrong.
This type of "training" is not onlymorallywrong but un-ame ican. Not only will it create a more divisive workforce but will drastically limit
the applicant pool stripping away qualified people who - correctly--will not put up with it. This doesn't belong anywhere yet alone in a free
society's government.
Everything I've seen from these trainings violates the Civil Rights Act. Segregated training sessions, accusations of racism by virtue of skin
color, accusations of sexism by virtue of biological sex e.t.c.

OFCCP-2020-0002-1078

At the University of Wisconsin, a public university that receives enormous federal funding, I was subjected to race-based training on more
than one occasion, as part of my employment as faculty/staff. One training was off-site and was segregated -- I was directed to attend the
"for whites only" session. Another included everyone in my department and we were directed in an exercise to split up by racial/ethnic
ancestry. Then certain racial/ethnic staff were allowed to be first in line for treats (cookies and ice cream) while other staff from different
racial/ethnic backgrounds were directed to wait their turn and go last. This mandatory workplace training exercise was inappropriate,
embarrassing and shameful. Several faculty and staff walked out in disgust.

OFCCP-2020-0002-1079

By definition, workplace trainings that "involve race or sex stereotyping or scapegoating" are RACIST & SEXIST. For example, teaching people
that all black people are victims and all white people are guilty of the "original sin" of slavery is incontrovertibly racist. Allowing federal
contractors to impose anti-racist ideology (some say it is a religion) on its workers violates the constitution and bill of rights.

OFCCP-2020-0002-1080

Our country has moved passed being divided by "race and sex", which is why we are free. Obsessing over these antiquated ideas is like
looking to see what we can learn about detecting witches from the Salem witch trials... I'd much rather we focus on finding witches, in fact.

OFCCP-2020-0002-1075

OFCCP-2020-0002-1076
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OFCCP-2020-0002-1083

CRT is a nefarious political ideology, if not religion, that has no place in government. It is important to distinguish CRT with race sensitivity
training. CRT rejects western ideals of personal responsibility, work ethic, delayed gratification, punctuality, and "whiteness." Yes, CRT
believes white people are fundamentally evil, and must continuously and indefinitely suppress their whiteness so that BIPOC can live in
relative peace. See the Smithsonian NMAAHC (now removed) guide on whiteness. CRT is an ugly outgrowth of the post-modern movement
that, like the tree it came from, seeks to destroy society to be replaced with a pseudo-ethnocentric autocracy. CRT has infiltrated K-12
schools and is standard in all liberal arts universities and colleges. I graduate college in 2017, and I graduated law school in May of this year. I
am deeply troubled by the effect CRT and post-modernism has had on my (apparently) vulnerable peers. Most importantly, the connection
between CRT/Postmodernism and communism is not so attenuated. I am shocked to find so many of my outspoken colleagues who support
CRT also endorse and prefer a communistic system over free-market democracy. Race based sensitivity training, however, merely points out
certain race-dynamics that many white-people may not be aware of. It is horrible to be racist. It is horrible to make assumptions about a
person based on the color of their skin. It is horrible to discriminate against anyone based on race. It is also horrible to denounce an entire
race of people and their culture for the sins of (some) of their ancestors. The difference between CRT and race sensitivity can be likened to
the difference between Malcom X and Dr. Martin Luther King. Indeed, many leading CRT scholars embrace the vindictive violence-based
teachings of Malcom X, while explicitly rejecting the peaceful yet persistent approach pioneered by Dr. King. One of these men were an
integral part in ending segregation in the South and passing the Civil Rights Act, the other sowed hatred and fear into a community and
preferred retribution to reconciliation. This is an important moment in American history. We must decide whether we want to attack social
disparities between races with well-reasoned, empirically-supported solutions, or with the elimination of the arbitrary evil called
"whiteness." Violence and retribution versus peace and reconciliation. The choice is very simple. The following is a link to a paper by James
Lindsey. Mr. Lindsey is a leading expert on critical race theory and articulates the perils thereof very well. The future of the country depends
on a resounding rejection of CRT and its predecessors. Please make the right decision. Link: https://newdiscourses.com/2020/09/firstamendment-case-freedom-from-woke-religion/
So,',let get h s aigh n order to beat racism, e must be racist againstwhite people How do you people in the federal government put
your bra and panties on in the morning? No wander no one likes you guys and want to overthrow the whole entire system.,
A person may be judged by their actions, not by their skin color. It's important that the federal government does not place virtue on
anything regarding race. A person cannot be inherently racist simply because they are of a particular race. There is no evidence to suggest
this and creates division.

DOL004229
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OFCCP-2020-0002-1084

Critical Race Theory requires discrimination on the basis of skin color to achieve equal outcomes that disregard individual skill, merit, or
personal agency. It works directly against the efforts of the Civil Rights Movement and has no place in our institutions. The general public, as
they've become more aware of the details and been subjected to the trainings of CRT, are increasingly rejecting this ideology. Perhaps the
most alarming aspect is CRT's adoption of religious characteristics, such as original sin. If you are white, you are born a racist and must admit
this and agree to spend the rest of your life as an "antiracist," actively participating in the achievement of equal outcomes (not equal
opportunity, which doesn't require this discrimination). If you're non-white, you are born oppressed, regardless of socioeconomic status,
regardless of celebrity, regardless of individuality. You are a part of a group set against another group, solely based on skin color, from the
day you are born, and the only way to not be a part of the evil group is to actively participate in their ideology - strikingly similar to how
many global religions operate. There should be separation of church and state, and our institutions should be protected from this growing
ideology at all costs.

OFCCP-2020-0002-1085

Critical Race Theory is a wretched, anti-individual, anti-American ideology that repackages toxic ideas of collective guilt and racial
essentialism that should've been left behind in the last century. No one should be forced to pay subservience to such an ideology, especially
on taxpayer dollars. Foundational CRT texts even call into question the legitimacy of the constitution and our great civil rights movement. It
belongs in the dustbin of history, along with all of its cultish fanatics.

OFCCP-2020-0002- 0 6

Office of Federal Contract Compliance Programs, I have participated, against my will, in training programs designed to advance the Critical
Race Theory agenda. These sessions directly caused mistrust, anger, and counterproductive conflict in the work groups they were intended
to help. Since that experience I have taken time to read up on the leading CRT scholars and their ideas. I view this ideology as dangerously
toxic and dis-empowering for anyone who has the misfortune to be exposed. Our nation has been remarkably successful as a bastion of
freedom, liberty, and equality in the eyes of the law. Above all else, we are who we are because we cherish and protect the rights of
individuals as outlined in our Constitution. CRT represents the rejection of those ideals in favor of a vague and chaotic system of
contradictory beliefs. Following Dr. King's great vision and leadership, America has grown into a thriving pluralistic society. This diversity is
our strength, and worth celebration, but not to the extent that immutable outward traits such as skin color become a tool to suppress our
incredible diversity of individual character. We must hold close to our Founders' ideas as well as the ideas of civil rights luminaries like Dr.
King. Reject any racial training that uses group stereotypes to pigeonhole or indoctrinate individuals. We are not a people that seek to
establish hollow gestures of group conformity. Such subversive efforts need to be strictly rejected and driven from our public lives and
public institutions. Thank you very much.

OFCCP-2020-0002-1087

Critical Race Theory is racist. It asserts that one race ( caucasians ) have some inherent blood liable that must be excoriated in order for that
person to be accepted in public society. This would be unacceptable for any other race. All white people are not alike nor do we have some
collective history or identity. No one alive owned slaves. No one has some magical benefit because they are white. The whole thing is dirty,
racist, and divisive. No race can be collectivized and blamed for things the individuals did not do.

DOL004230
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After studying CRT, I believed fully in its necessity. The ideas seemed fresh and liberating and I believed that they held the potential to lead
us to a better country that was not plagued with the sins of racism. If we could only get more people on the same page, I thought, we would
finally be free. I pursued this path for many years but couldn t help but notice that the neither the world nor my life had not gotten better as
a result of these beliefs I am a black woman who did not grow up seeing myself as racialized, but eventually learned to see myself as
oppressed and marginalized, despite experiences to the contrary. These theories were sanctioned by people I respected and trusted and
seemed legitimated by academic rigor. I believed I was simply learning a truth about reality, when, in actuality, I was creating this racialized
reality for myself. Eventually, I found it very difficult to connect with people who were white and thought they generally could not be
trusted. That's not a helpful perspective, especially if you are in a predominantly white area as most interactions are then tinged with
anxiety, mistrust, and fear. This perception of the world left me angry, bitter, and depressed. There are many unhelpful ideas in CRT. One
being that white people created racism and are responsible for fixing it. However, we're told that they have zero incentive to fix it so people
of color basically have to accept that things will never get better and that they will always carry this heavy burden. When one feels
powerless about the oppression they perceive, life starts to feel hopeless. I followed these beliefs to their natural conclusions and found
myself, as someone who's always valued life, not thinking it was worth Another issue I have with this school of thought is that there is no
one accepted theory that can be applied to an entire population or group. Re-centralizing race in every interaction seems to only put people
into more boxes with more stereotypes. I do not want people to look at me and make any assumptions about my life simply because of the
color of my skin and I no longer find it helpful to do so to others. There is no black or white or Latin experience. We all simply have our
individual experiences and some crossovers due to cultural connections. There is not one FACT proffered by CRT that can be generalized to
an entire population. I care about this issue now because I've seen the effect it has on the psyches of people of all races. Getting black
people/POC to see their lives through the lens of inescapable oppression and all white people as their oppressors, while white people are to
self flagellate over irredeemable oppressiveness doesn't seem to leave anyone in a better place. If people want to immerse themselves in
these ideas, they should do it on their own time or go study sociology. Not a single taxpayer dollar should go towards indoctrinating people
into this system of belief.
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From:

To:
CC:
Sent:
Subject:
Attachments:

Seely, Christopher - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE
GROUP (FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=6B2B2010AAF743CEB373A758390001A1-SEELY, CHRI>
Leen, Craig - OFCCP
Williams, Tina T - OFCCP; Gean, Lissette - OFCCP
11/13/2020 6:57:56 PM
RE: Secretary's Remarks
EO 13950 Comment Summary 11-13-2020.pdf

Hi Craig,
It wasn't as challenging as I anticipated.
Attached is the PDF. Please let me know if this suits your needs.
Thanks,

202j,

(b) 6

From: Leen, Craig - OFCCP <Leen.Craig©DOL.gov>
Sent: Friday, November 13, 2020 316 PM
(b) 6
To: Seely, Christopher - OFCCP <I
Cc: Williams, Tina T - OFCCP
(b) 6
Subject: FW: Secretary's Rern6i'ks

>; Gean, Lissette - OFCCP <i

I>

(b) 6

Chris,
I'm going to be sending the RFI summary list to the White House. Would you please remove the names as
recommended by Tim? Would it be possible to send this to me this evening? Thanks, Craig
Thanks,
Craig
Craig E. Leen
OFCCP Director

From: Taylor, Timothy J - SOL <TayllorTilmothy.J dotclov>
Sent: Friday, November 13, 2020 5:53 PM
To: Leen, Craig - OFCCP <Leen.CrailciplIDO11.....ciov>
Cc: Kilberg, Andrew G - OSEC <Klibe[gAndrew.GAdoll.gov>; Swearingen, Brett A - OSEC
<swearingen.brettaa,doll.gov>
Subject: RE: Secretary's Remarks
I would recommend deleting the name out. I know they're publicly available, but it's just slightly more
prophylactic to do so.

DOL004232

Timothy Taylor
Deputy Solicitor
U.S. Department of Labor

(b) 6
This message may contain information that is privileged or otherwise exempt from disclosure. Do not disclose this information without consulting the Office of the
Solicitor. If you think you have received this email in error, please notify the sender immediately.

From: Leen, Craig - OFCCP <Leen„CralHg.@IDO11.....qov>
Sent: Friday, November 13, 2020 5:51 PM
To: Taylor, Timothy J - SOL <TayllorTimathy.J@doll.clov>
Cc: Kilberg, Andrew G - OSEC <Kilberci.Andrew.Gadoll.ciov>; Swearingen, Brett A - OSEC
<swearhgen.brette@doll.clov>
Subject: RE: Secretary's Remarks
Thanks Tim. I will provide him the pdf attachment with the comment number, name, and comment.
Craig E. Leen
OFCCP Director

From: Taylor, Timothy J - SOL <TayllorTimathy.Ja,doll.gov>
Sent: Friday, November 13, 2020 5:48 PM
To: Leen, Craig - OFCCP <Leen.CrailciplIDO11.....ciov>
Cc: Kilberg, Andrew G - OSEC <Killberci.Andrew.Gdoll.ciov>; Swearingen, Brett A - OSEC
<swearingen.brett. aPdoll.gov>
Subject: RE: Secretary's Remarks
Craig,
It looks like the RFI summaries are just copy-and-pastes of what people wrote in their comments, correct? If so,
I don't mind sharing an Excel with the comment number and the comment field. I wouldn't include the fields.
Timothy Taylor
Deputy Solicitor

(b) 6
This message may contain information tht is privileged or otherwise exempt from disclosure. Do not disclose this information without consulting the Office of the
Solicitor. If you think you have received this email in error, please notify the sender immediately.

From: Leen, Craig - OFCCP <Leen CrailcajDO11.....ciov>
Sent: Friday, November 13, 2020 3:47 PM
To: Taylor, Timothy J - SOL <TayllorTinnothy.Ja,doll.ciov>
Cc: Kilberg, Andrew G - OSEC <Kliberci.Andrew.Gdoll.ciov>; Swearingen, Brett A - OSEC
<swearingen.brett. aPdoll.gov>
Subject: RE: Secretary's Remarks
Tim,
I would propose we send James the stats related to the RFI and hotline (we have been publicly releasing the
stats as to amount of RFI responses and hotline inquiries). I would also propose that we provide the RFI
summaries since they have been compiled from public information.

DOL004233

I am comfortable with that approach as it facilitates the White House in understanding what is generally being
received in response to the President's EO particularly relating to the RFI that was ordered, without providing
information about specific complaint investigations. Please let me know if you are fine with proceeding in this
manner.
Thanks,
Craig
Craig E. Leen
OFCCP Director

From: Leen, Craig - OFCCP
Sent: Friday, November 13, 2020 12:45 PM
To: Taylor, Timothy J - SOL <-11"aylloriTimathy.Ja,doll.ciov>
Cc: Kilberg, Andrew G - OSEC <Kliberci.Andrew.Gdoll.ciov>; Swearingen, Brett A - OSEC
<swearingen.brettaa,doll.qov>
Subject: FW: Secretary's Remarks
Tim,
As discussed, James/EEOP would like to see examples of what we are receiving in response to EO 13950. If
we proceed, we could either send the RFI summaries (which is developed from publicly available information) or
prepare a summary report with examples approved by you. I explained to James that the hotline requests are
active complaints/investigations so we would want to keep those in DOL/OFCCP, which he understood.
As discussed, I sent James the Secretary's speech with the three examples (see below).
Please let me know your thoughts. I'm copying Andrew and Brett as well.
Thanks,
Craig
Craig E. Leen
OFCCP Director

From: Leen, Craig - OFCCP
Sent: Friday, November 13, 2020 12:37 PM
To: 'Sherk, James B. EOP/WHO' <
pwlho.eop.gov>
(b) 6
Cc: Taylor, Timothy J - SOL <Tay.jor!Trinii-otivJp-dagov>
Subject: Secretary's Remarks

DOL004234

James,
It was good speaking with you. Please see pp. 9-10 of the attached speech by the Secretary, which was given
yesterday at the Federalist Society National Lawyers Convention. It has three examples from what we've been
receiving starting in the final paragraph on p. 9.
I'm discussing with Tim your request and will get back with you soon.
Best,
Craig
Craig E. Leen
Director, Office of Federal Contract Compliance Programs
U.S. Department of Labor
200 Constitution Avenue, NW
Room C3325
Washington,_.DC 20210
(202) 693-1(1?)§1Phone)
(202) 693-1304 (Fax)
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From:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Gean, Lissette - OFCCP
Gag'lone, Robert J - OFCCP; Davidson, Patricia J - OFCCP; LaJeunesse, Robert - OFCCP
dol.gov); Dankowitz, Beverly - SOL; Bennett, Anna Laura - SOL; Lee,
(b) 6
brid-§j7T2-S-OLVVilliai-ns, Tina T - OFCCP
11/17/2020 3:59:55 PM
FW: OIG Responses
EO 13950 Questions for OFCCP 17NOV20 (DPPD).docx; Executive Order 13950 Summary
Detail Report - 2020-9-11_Rev TL_Redacted.pdf

To:
CC:

Sent:
Subject:
Attachments:

Lissette, please update the responses to reflect all the information provided in today's session, and please
submit along with the RFI summaries and redacted hotline report. Thanks, Craig
Craig E. Leen
OFCCP Director

From: Williams, Tina T - OFCCP <V
(b) 6 gdol.gov>
Sent: Tuesday, November 17, 2020'5:uerFar-----j
To: Leen, Craig - OFCCP <Leen.Craig©DOL.gov>
Cc: Davidson, Patricia J - OFCCP I
(b) 6
<Gaglione.Robert.J©dol.gov>; Gean;
-OF-CCP
OFCCP
@dol.gov>
(b) 6
Subject: '01G-Responses

gdpj_..cpy. ;_.Q.adjpoe, Robert J - OFCCP
(b) 6

dol.gov>; LaJeunesse, Robert -

Craig,
Attached is a draft of our responses and the current Hotline Report, which is provided in response to one of the
questions.
Tina Williams Director
Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-3325 I Washington, DC 20210
Direct!
Email

• I Fax: 202-693- 1305
-‘

b) 6 ,vdol.aov
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Proposed EO 13950 Questions for OFCCP

OFCCP EO 13950/11246 Hotline
1. How many hotline complaints under EO 13950 and EO 11246 have been received?
As of 10:45 a.m. on November 17, 2020, OFCCP has received 186 inquiries for
Executive Order 13950 on Race and Sex Stereotyping and Scapegoating. Of the 186
inquiries, 149 were complaints.
2. How are EO 13950 and EO 11246 hotline complaints being tracked and monitored? Have
any been resolved?
OFCCP created an EO 13950 hotline and it receives complaints via telephone at 202343-2008 and via email at OFCCPComplaintl lotline@doLgov. The agency tracks all EO
13950 complaints, including monitoring the hotline number and email address throughout
each business day, reviewing and entering EO 13950 complaints using the Salesforce
customer relationship management (CRM) workflow, and emailing an interim response
to each person who submitted a complaint.
As of 10:45 a.m. ET on November 17, 2020, OFCCP has not resolved any EO 13950
complaints, as Executive Order 13950 is only effective in contracts entered into on or
after November 21, 2020.
Complainants who wish to file complaints under Executive Order 11246 may do so
following the agency's normal complaint procedures, including the completion of a
complaint form ("Complaint of Discrimination in Employment Under Federal
Government Contracts") available on OFCCP's website at
www.doLgov/agencies/ofccp/contact/file-complaint. The agency can also provide a copy
of the complaint form by email or regular mail.
3. What is the status of any investigations related to the EO 13950 and EO11246 hotline
complaints?
OFCCP has sent interim responses via email to each person who submitted a complaint to
the hotline letting them know that the agency is currently implementing the new
Executive Order and that they can file a complaint under Executive Order 11246 by
completing the complaint form on the website.
4. How does OFCCP decide which investigations to perform? Is it risk based? Will EO
13950 hotline complaints be treated differently or be assigned a higher investigation
priority?
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OFCCP will follow standard procedures for processing complaints, as outlined in the
Federal Contract Compliance Manual, with slight modifications for receiving the
complaints under Executive Order 13950, as there is currently no OMB-approved
complaint form for EO 13950. For EO 13950 complaints, the OFCCP National Office
receives them on the hotline and will assign them to the appropriate regional office to
"perfect" the complaint, following the normal perfection procedures outlined in the
Federal Contract Compliance Manual for checking contract and subject matter
jurisdiction and for ensuring the complaints are complete. Once the complaints have
been perfected, the regional office will determine which complaints to assign to a district
office for investigation or close for lack of jurisdiction.
The EO 13950 complaints will receive the same level of priority other OFCCP
complaints.
5. Has OFCCP's investigation policies and procedures been updated to include the new EO
13950 requirements regarding unlawful training practices by Federal contractor and
subcontractors?
Currently, OFCCP is receiving comments in response to a Request for Information (RFI)
that was mandated under EO 13950. The agency plans to review information that is
provided upon conclusion of the comment period, on December 1, 2020, to help inform
its implementation of the new EO, including its guidance to field offices for how to
evaluate contractor trainings for compliance with EO 13950 and EO 11246.
Simultaneously, OFCCP is developing intake procedures that deviate slightly from the
FCCM, and new standardized templates that its national, regional, and field offices will
use to receive, perfect, and investigate complaints, including standardized notices to
complainants and contractors.
Depending on the responses received to the RFI, the agency would theoretically be able
to develop informed guidance for how to evaluate whether a contractor's training
materials violate Executive Order 13950 and, separately, whether a contractor's training
materials violate Executive Order 11246.
To date, OFCCP published an "Executive Order 13950 - Combating Race and Sex
Stereotyping" landing page at https://www.dagov/agencies/ofccp/faqs/executive-order139,50 that explains how OFCCP will investigate complaints.
OFCCP also created workflows in its CRM tool, Salesforce, that allows the agency to
easily track and report on EO 13950 complaints.
6. Can the OIG obtain a list of all of the EO 13950 and EO 11246 hotline complaints to
date, with the date received, complainant, who the complaint is against, summary of
complaint and status of any actions taken or planned.
Yes — see attached weekly report.
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Federal Register
1. How many responses have been received related to the Federal Register request for
information? Could you provide the OIG a list of Federal contractors and/or
subcontractors that have provided information? What are the main concerns noted in
these responses? Can we obtain a listing of responses noting these concerns?
As of 9:30 a.m. Eastern Time, on November 17, 2020, OFCCP has received 1,275
comments on the Request for Information: Race and Sex Stereotyping and Scapegoating.
OFCCP preliminary analysis indicates that none of the training materials submitted in
response to the RFI have been submitted on behalf of an employer though some have
been submitted by employees complaining about training.
At the conclusion of the comment period, OFCCP will finalize its analysis and, if any
comments are submitted on behalf of a contractor, it would be possible for OFCCP to
provide a list. First, OFCCP' s jurisdiction team would need an opportunity to research
contract coverage on any employers that submitted comments to determine whether or
not they are a federal contractor.
The majority of the comments have been submitted by individuals. The main concern of
commenters who support Executive Order 13950 is the dangers of promoting Critical
Race Theory. The main concern of commenters who oppose the Executive Order is
losing the benefits diversity trainings provide to employers and employees.
2. This is a voluntary request for information. At the 12/2/20 Federal Register request
deadline, is there any way to determine what percentage of Federal Contractors and
Subcontractors responded?
It is possible for OFCCP to determine which comments are submitted on behalf of
employers, and for the OFCCP jurisdiction research team to determine which of those
employers have current federal contracts.
3. What is OFCCP planning to do with the information received from the Federal Register
request?
OFCCP plans to review the information received from the RFI to inform its guidance on
how to evaluate trainings that are the subject of complaints filed under EO 13950 and EO
11246.
4. If none or very little information is received as part of the voluntary request, are there any
plans to repost the request in the Federal register, or develop an alternative plan to obtain
the information?
No, not at this time.
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All Inquiries for Executive Order 13950
Weekly Report
November 17, 2020

Date/Time
Osened

Inquiry Category

Description

Description
in

mandated "Anti-Racism" training is
forcing
like myself to
"Anti-Racism"
I personally find the content offensive and a kind of brain washing!
Is this in violation of the president's order to stop all kinds of "diversity training"? If so, how can I complain
and see to it that it stops?
Please let me know when you have a chance.Thank you.
Sincerely,
11/3/2020 3:19 PM

Named Complaints

High School

11/3/2020 3:26 PM

Opposes EO 13950

None

2
Tow om it may concern,
I'd like to report ha believe to be a violation of Executive Order 13950 at
All
are required to take what is being called "Diversity, Equity, and Inclusivity"
(DEI) training. Employees who refuse to take the training are threatened with discipline and students who
refuse will have their access to register frozen (which effectively prevents them from registering for new
classes, transfering credits, or sending official transcripts to perspective employeers). Please see the
attachment DEIReq.eml for evidence of this. I should also note that I work for the

4

11/3/2020 3:21 PM
11/3/2020 3:35 PM

Named Complaints
Named Complaints

Academic Institution
None

11/3/2020 3:24 PM

Named Complaints

Federal Agency

5

6

7

11/3/2O20 3:29 PM
11/3/2020 3:46 PM

Named Complaints
Opposes EO 13950

Academic Institution
None

Racist diversity training
Please keep confidential
Do you investigate federal offices that teach hate and racism?
Is there a form to fill out?
Hello,
I would like to report my employer for a violation of the EO regarding proper diversity tra'ning. How may I best
contact someone about it?
This hotline is rediculous.
Greetings,

8

11/3/2020 6:38 PM

Named Complaints

Academic Institution

9

I work for a large
Federal funding from grants, and I believe
falls under the purview of EO 13950.
have been openly seeking ways to circumvent the EO. My
group has now mandated a personal DEI goal that specifically requires action in the form of vocalizing
"compliance", and while they have danced around the language, it is clear, based on the training that was
previously being pushed, that Critical Race theory training is the goal. One of the options for the goal is to
have people have "conversations" with the group about what they have learned. That seems to me to be a
way to host informal Critical Race Theory training sessions. In addition, my supervisor now wants to start
having group conversations about DEI, which will inevitably lead to CRT discussions. This seems to me to be a
way to establish a practice of social pressure, particularly since it is related to performance. I can not say for
sure that a
I would like to report
for their
subjecting us to critical race theory sessions. This is extremely polarizing and comes the day before the
election. Not a very subtle assault on
who dissent from this way of thinking. I have attached the
readings.
These sessions regularly
. Please help us. This is a
and should be welcoming to people of all perspectives. Not u wokies.
to be anonymous.

11/6/2020 3:10 PM

Anonymous Complaints

Academic Institution
Could someone please review the email that I am forwarding for violation of Executive Order 13950 race and
sex sterotyping) or because this was emailed to everyone
it is in violation of
voting regulations?
This person is in charge of diversity training at the college and regularly has offensive divisive emails. Not to
mention using her position at the college to influence an election is unethical.
I would like to stay anonymous if possible as to not jeopardize my job.
Thanks so much for reviewing this email,

10

11/6/2020 3:19 PM

Named Complaints

Academic Institution
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All Inquiries for Executive Order 13950
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#

Date/Time

Inquiry Category

Description

Description

Opened
Could
slander? I present the case for their press release being a gross
misrepresentation below. I know it's not in your purview, but maybe it is worth forwarding to someone who is
interested.

11

11/6/2020 3:25 PM

Compliance Assistance
Request

None

12

11/6/2020 3:28 PM

Named Complaints

School District

CC-4 Complaint Form Attached. The
me
take a "Courageous Conversation" training about isolating race on October 30, 2020 via Zoom. There were
many race stereotypes indoctrinated in this training. During this training, we were asked to isolate race and
examine the role of "whiteness." Trainees were asked to take a "white privilege" "survey" and were placed on
a color line. We were asked to examine our relationship and association to "whiteness." The training
objectives were identified as: to decenter whiteness We were shown a document that showed "common
characteristics of most US white people most of the time." I am afraid to complain to my district because I do
not feel safe going to them about this matter as this initiative is coming from the district.
Hello,
I'd like to report a possible violator of Exec Order 13950 however I'm unsure what constitutes a "federal
contractor". The company in question has .
. Services related to that software could be provided by internal consulting organizations of the
company or via contracting partners.

13

11/6/2020 3:16 PM

Anonymous Complaints

Information Technology

14

11/6/2020 3:31 PM

Named Complaints

Non-Profit Organization

15
11/6/2020 3:23 PM

Anonymous Complaints

None

11/14/20 8:36 PM

Named Complaints

Defense Contractor

11/15/20 3:30 PM

Anonymous Complaints

None

11/16/20 7:51 PM

Named Complaints

Defense Contractor

16

17

18

seem to be the author of this press release.
Could you tell me where you got the phrase "Marxist doctrine"? It's certainly not anywhere in the text of the
executive order. As far as I know, it doesn't even make sense, since good Marxists are typically not fans of
critical race theory since they prefer to believe that it's all about class and not about race. Could you give me
the source of this quotation?
Also, I read the executive order and this statement in the press release that describes the press release as
"prohibiting federal employees, contractors, and grant recipients from discussing or considering concepts such
as critical race theory and white privilege and discouraging diversity education and training" is actually entirely
and expressly false. I'll quote the executive order, Sec 10, below:
Sec. 10. General Provisions. (a) This order does not prevent agencies, the United States Uniformed Services, or
contractors from promoting racial, cultural, or ethnic diversity or inclusiveness, provided such efforts are

1. I was forced to resign or get terminated due to the fact I did not want to want to meet with the director and
a third party without having representation at a meeting I was summoned two times to a meeting on what
they determined was misconduct on my part in a diversity training program that was offered to our staff and
volunteers. 2. I believe it was retaliation for making comments during the training about monuments being
taken down, redlining, and Black Lives Matter. It might have been discrimination because I am a white male
and whiteness was mentioned as a bad thing in the training. So it could also be discrimination. 3. These
actions happened at a Zoom meetint.
involved along with the
presenter of the diversity training, who was from an organization called
felt
that my freedom of speech in making comments at the training was taken away once. Even though comments
and interaction was encouraged, once I made comm
I am in need of help clarifying if the contractor that I am working for, who is indeed a federal contractor, is
allowed to have me attend critical race theory classes that they are holding on the job site. Is there somebody
that could answer this question or steer me in the right direction to get my question answered. Thank you.
To whom it my concern, I work
of the training has been changed to "An
Introduction to Uncovering and Mitigating Unconscious Bias". But make no mistake, all be it a watered down
version, it is critical race theory. At any rate, I believe this training is in violation of President Trump's
executive order. Thank you for your time. Anonymous.
Meet
.
'
(article from Breitbart)
said in a speech in 2016 that "America needs to repent for its worship of whiteness." If it is true that a man
who has dominated the news and poisoned the discussion for months needs to repent, then it is doubly true
that a nation that can produce such a man and make his vitriol go viral needs to
an
address at
right before
. "No matter what
happens next month, more than a third of the nation that would go along with this is reason to be afraid,"

work for a defense contractor believe I have information of critical race theory that is being imposed counter
to Donald Trump's recent executive order banning this. What steps might I take now.
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Description

Opened

19

11/17/20 8:12 PM

Anonymous Complaints

None

20
11/18/20 8:33 AM

Named Complaints

Federal Agency

I'm not sure if this is exactly the type of material you are addressing. It seems that your work might be specific
to contractors rather than government proper. At any rate I learned of your site from Casey Petersen's
YouTube channel and thought it can't hurt to forward these along. I'm 100% in support of free speech but
also worried about critical theories ideologies being given attention in these Federal News Network articles.
https://federalnewsnetwork.com/veterans-affairs/2020/10/afge-accusing-va-of-not-promoting-enoughminorities-to-management-positions/ https://www.afge.org/publication/new-data-white-employees-twice-as
likely-to-be-promoted-than-black-employees-at-the-veterans-affairs- department/
https://federalnewsnetwork.com/management/2020/11/rules-for-federal-court-procedure-are-written-byalmost-all-white-men/ https://federalnewsnetwork.com/veterans-affairs/2020/11/va-needs-better-data-toserve-increasing-Igbtq-veterans-gao-says/ Also, there is a statement (screenshot attached) in the Talent
Management System (the education platform for the federal government) that is either written by folks who
don't understand that diversity and inclusion programs can still be offered (just not the CRT ones), or, more
concerning, understand perfectly what CRT is and are waiting for the go ahead to install it.
To whom it may concern,
is submitting the attached
letter and checklist
you are not the correct entity to receive this
correspondence, please direct us to who should receive it. This is an annual requirement and we want to
ensure we comply and submit out information correctly. Thanks for your assistance.
Inspection
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From:

To:
CC:
Sent:
Subject:
Attachments:

Gean, Lissette - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=BBB9A13178C24AADB6B7613F2F9041F3-GEAN, LISSE>
Leen, Craig - OFCCP
Davidson, Patricia J - OFCCP
11/18/2020 11:09:17 AM
ACTION: Review & Clear - OIG Responses
EO13950_OIGQuestions_OFCCP_Responses(TrackChanges).docx

Hi Craig,
For your review and approval, I am attaching the track changes version of the OIG responses, incorporating
your feedback below and Patty's comments. Once I have your approval, I'll forward to the group below.
Thanks,
Lissette
From: Leen, Craig - OFCCP <Leen.Craig@DOLgov>
Sent: Tuesday, November 17, 2.020 4:30 PM
To: Gean, Lissette - OFCCP
(b) 6
@dol.gov>
Cc: Gqglione, Robert J - OFCCP <Gaglione.Robert.J@dol.gov>; Davidson, Patricia J - OFCCP
@dolsipv>_;_.LaJeunesse, Robert - OFCCP
(b) 6
_._._. _@dol:gov>; Dankowitz,
(b) 6
'S''''
!©dol.gov>;
Bennett,
Anna
Laura:-SO1:!@DOL.gov>; Lee,
<
1
fb) 6
(b) 6
Lindsy T - SOL
-gti0l.gov>; Williams, Tina T - OFCCP <1
6
'
p
doffgov>
(b) 6
(b)
Subject: RE: OIG Responses
Please note, as supplemental information, here is OFCCP's position on several of the questions:
OFCCP will be using the RFI information to publish compliance assistance materials, and to potentially
include in its Affirmative Action Focused Review landing page;
EO 13950 will be enforced consistently with EO 11246
We should use existing FCCM procedures and OFCCP regulations for processing both EO 11246 and
EO 13950 complaints, ensuring full due process is provided for both, including all conciliation and
adjudicatory processes prior to any debarment;
Each complaint received through the hotline should be reviewed under both EO 11246 and EO 13950,
as EO 13950 expressly states that the hotline allows receipt of training program complaints under both
EO 13950 and EO 11246: "The Department of Labor is directed, through the Office of Federal Contract
Compliance Programs (OFCCP), to establish a hotline and investigate complaints received under both
this order as well as Executive Order 11246 alleging that a Federal contractor is utilizing such training
programs in violation of the contractor's obligations under those orders. The Department shall take
appropriate enforcement action and provide remedial relief, as appropriate." (emphasis added);
Thanks,
Craig
Craig E. Leen
OFCCP Director
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From: Leen, Craig - OFCCP
Sent: Tuesday, November 17, 2020 4:00 PM
To: Gean, Lissette - OFCCP I
p doLgov>
(b) 6
Cc: Gaglione, Robert J - OFCCP <Taglione-Robert.,J@doll.,cov>; Davidson, Patricia J - OFCCP
<Daydson.,Patritia@doll.,cov>. LaJeunesse, Robert - OFCCE
It doll ov)
(tg. e_
___._pdollAdy>; Dankowitz, Beverly - SOL
Bennett, Anna
tai:jit-z-S
ipdoll.gov>; Lee, Lindsy T - SC
III.,goy>; Williams, Tina T OFCCP
I.,cov,>
Subject: r\TE'UTG-Response

, b 6 ,doll.,gov>;

(b) 6

Lissette, please update the responses to reflect all the information provided in today's session, and please
submit along with the RFI summaries and redacted hotline report. Thanks, Craig
Craig E. Leen
OFCCP Director

(b) 6

From: Williams, Tina T - OFCCP
doll.gov>
Sent: Tuesday, November 17, 2020-3-.u5-Flvi------j
To: Leen, Craig - OFCCP <11...een CraklAIDO11... goy>
Cc: Davidson, Patricia J - OFCCP 1
doll.gov>; Gaglione, Robert J - OFCCP
(b) 6
<Gaglione.Robert.JAdoll.dov>; Gean, Lissette - OFCCP
(b) 6
LaJeunesse, Robert OFCCP
doll.gov>
(b) 6
Subject: U1U-ReSpOrigGS-----Craig,
Attached is a draft of our responses and the current Hotline Report, which is provided in response to one of the
questions.
Tina Williams Director
Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-3325 I Washington, DC 20210
Direct!
Email: I (

b)

Fax: 202-693- 1305

L._
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OFCCP EO 13950/11246 Hotline
1. How many hotline complaints under EO 13950 and EO 11246 have been received?
As of 10:45 a.m. on November 17, 2020, OFCCP has received 186 inquiries for
Executive Order 13950 on Race and Sex Stereotyping and Scapegoating. Of the 186
inquiries, 149 were complaints.
2. How are EO 13950 and EO 11246 hotline complaints being tracked and monitored?
Have any been resolved?
OFCCP created an EO 13950 hotline and it receives complaints via telephone at 202343-2008 and via email at OFCCPComplaintHotline@dol.gov. The agency tracks all EO
13950 complaints, including monitoring the hotline number and email address throughout
each business day, reviewing and entering EO 13950 complaints using the Salesforce
customer relationship management (CRM) workflow, and emailing an interim response
to each person who submitted a complaint.
As of 10:45 a.m. ET on November 17, 2020, OFCCP has not resolved any EO 13950
complaint, as Executive Order 13950 is only effective in contracts entered into on or
a€terbeginning on November 21, 2020.
Complainants who wish to file complaints under Executive Order 11246 may do so
following the agency's normal complaint procedures described in the Federal Contract
Compliance Manual, including the completion of a complaint form ("Complaint of
Discrimination in Employment Under Federal Government Contracts") available on
OFCCP's website at www.dol.gov/agencies/ofccp/contact/file-complaint. The agency
can also provide a copy of the complaint form by email or regular mail.
3. What is the status of any investigations related to the EO 13950 and EO 11246 hotline
complaints?
OFCCP has sent interim responses via email to each person who submitted a complaint to
the hotline letting them know that the agency is currently implementing the new
Executive Order and that they can file a complaint under Executive OrderEO 11246 by
completing the complaint form on the website.
4. How does OFCCP decide which investigations to perform? Js it risk based? Will EO
13950 hotline complaints be treated differently or be assigned a higher investigation
priority?
OFCCP will enforce EO 13950 consistently with EO 11246, OFCCP will follow using
existing standard procedures for processing complaints, as outlined in the Federal
Contract Compliance Manual procedures and OFCCP regulations for processing EO
11246 and EO 13950 complaints, ensuring full due process is provided for both,
including all conciliation and adjudicatory processes prior to any debarment, with slight
1
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modifications for receiving the complaints under Executive Order 13950, as there is
currently no OMB approved complaint form for EO 13950.
For EO 13950 complaints, the OFCCP National Office receives them on the hotline and
will assign them to the appropriate regional office to "perfect" the complaint — following
the normal perfection procedures outlined in the Federal Contract Compliance Manual
for checking contract and subject matter jurisdiction and for ensuring the complaints are
complete. Once the complaints have been perfected, the regional office will determine
which complaints to assign to a district office for investigation or close for lack of
jurisdiction.
The EO 13950 complaints will receive the same level of priority as other OFCCP
complaints. OFCCP has not been prioritizing EO 13950 complaints over EO 11246
complaints, treating them with equal dignity.
5. Has OFCCP's investigation policies and procedures been updated to include the new EO
13950 requirements regarding unlawful training practices by Federal contractor and
subcontractors?
Currently, OFCCP is receiving comments in response to a Request for Information (RFI)
that was mandated under EO 13950. The agency plans to review the information that is
provided upon conclusion of the comment period, on December 1, 2020, to help-inform
its implementation of the new EO, including its guidance to field offices for how to
evaluate contractor trainings for compliance with EO 13950 and EO 11246.
Each complaint received through the hotline should be reviewed under EO 11246 and EO
13950, as EO 13950 expressly states that the hotline allows receipt of training program
complaints under both EO 13950 and EO 11246: "The Department of Labor is directed,
through the Office of Federal Contract Compliance Programs (OFCCP), to establish a
hotline and investigate complaints received under both this order as well as Executive
Order 11246 alleging that a Federal contractor is utilizing such training programs in
violation of the contractor's obligations under those orders. The Department shall take
appropriate enforcement action and provide remedial relief, as appropriate." (emphasis
added)
Simultaneously, OFCCP is-d-eveleping4ntake-preeedures-that-deviate-slightly-frem-the
FCCM, and new standardized templates that its national, regional, and field offices will
use to receive, perfect, and investigate complaints, including standardized notices to
complainants and contractors.
Depending on the responses received to the RFI, the agency would theoretically be able
to develop informed guidance for how to evaluate whether a contractor's training
materials violate Executive Order 13950 and, separately, whether a contractor's training
materials violate Executive Order 112/16.

2
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To date, OFCCP published an "Executive Order 13950 — Combating Race and Sex
Stereotyping" landing page at https://www.dol.gov/agencies/ofccp/faqs/executive-order13950 that explains how OFCCP will investigate complaints.
OFCCP also created workflows in its CRM tool, Salesforce, that allows the agency to
easily track and report on EO 13950 complaints.
We have yet to receive a response from a federal contractor to the RFI. Providing
information is voluntary. OFCCP will use the RFI information to inform the
development of compliance assistance materials, and potentially include these in its
Affirmative Action Focused Review landing page. Our goal is to launch an Affirmative
Action Focused Reviews landing page in the next couple of months.
7,6.Can the OIG obtain a list of all of the EO 13950 and EO 11246 hotline complaints to
date, with the date received, complainant, who the complaint is against, summary of
complaint and status of any actions taken or planned?
Yes. OFCCP will provide the redacted reports see attached weekly report.
Federal Register
1. How many responses have been received related to the Federal Register request for
information? Could you provide the OIG a list of Federal contractors and/or
subcontractors that have provided information? What are the main concerns noted in
these responses? Can we obtain a listing of responses noting these concerns?
As of 9:30 a.m. Eastern Time, on November 17, 2020, OFCCP has received 1,275
comments on the Requestfor Information: Race and Sex Stereotyping and Scapegoating.
OFCCP preliminary analysis indicates that none of the training materials submitted in
response to the RFI have been submitted on behalf of an employer though some have
been submitted by employees complaining about training.
At the conclusion of the comment period, OFCCP will finalize its analysis and, if any
comments are submitted on behalf of a contractor, it would be possible for OFCCP to
provide a list. First, OFCCP's jurisdiction team would need an opportunity to research
contract coverage on any employers that submitted comments to determine whether or
not they are a federal contractor.
The majority of the comments have been submitted by individuals. The main concern of
commenters who support Executive Order 13950 is the dangers of promoting Critical
Race Theory. The main concern of commenters who oppose the Executive Order is
losing the benefits diversity training provide to employers and employees.
2. This is a voluntary request for information. At the 12/2/20 Federal Register request
deadline, is there any way to determine what percentage of Federal Contractors and
Subcontractors responded?
3
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It is possible for OFCCP to determine which comments are submitted on behalf of
employers, and for the OFCCP jurisdiction research team to determine which of those
employers have current federal contracts.
3. What is OFCCP planning to do with the information received from the Federal Register
request?
OFCCP plans to review the information received from the RFI to inform its guidance on
how to evaluate trainings that are the subject of complaints filed under EO 13950 and EO
11246.
4. If none or very little information is received as part of the voluntary request, are there any
plans to repost the request in the Federal register, or develop an alternative plan to obtain
the information?
Not at this time.

4
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From:

To:
CC:
Sent:
Subject:
Importance:
Attachments:

Gean, Lissette - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=BBB9A13178C24AADB6B7613F2F9041F3-GEAN, LISSE>
Leen, Craig - OFCCP
Davidson, Patricia J - OFCCP
11/18/2020 6:35:08 PM
RE: ACTION: Review & Clear - OIG Responses REVISED
High
EO13950_OIGQuestions_OFCCP_Responses(Clean).docx;
EO13950_OIGQuestions_OFCCP_Responses(TrackChanges)_CRLMedits.docx;
InitialResponse_VVriten Email Response_EO on Combating Race and Sex Stereotyping.docx

Hi Craig,
I am attaching the revised responses to the OIG for your review and clearance. The track changes version
reflects CRLM edits/comments.
For reference, I am attaching the initial response/acknowledgement that we are sending to those who sent
inquiries.
Thank you,
Lissette
From: Leen, Craig - OFCCP <Leen.Craig©DOL.gov>
Sent: Wednesday, November 18, 2020 12:05 PM
(b) 6
To: Gean, Lissette - OFCCP
Cc: Davidson, Patricia J - OFCCP
(b) 6
Subject: RE: ACTION: Review & Clear - OIGResponses
Based on our discussion,

>

(b) 5

(b) 5
We've publicly indicated we would be applying the FCCM guidelines and requiring perfection of complaints so I
would support this approach.
As discussed, I want you to check with Tina, Bob L., and Chris, as well as the RDs, that for each perfectible
complaint we are following this process. Please note, according to the FCCM, regional offices are ultimately
responsible for perfecting the complaints.
Thanks,
Craig
Craig E. Leen
OFCCP Director
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From: Leen, Craig - OFCCP
Sent: Wednesday, November 18, 2020 11:33 AM
To: Gean, Lissette - OFCCP
Cc: Davidson, Patricia J Ndoll goy>
Subject: RE: ACTION: Review & Clear - OIG Responies

(b) 6

Thanks Lissette. Here are my comments:

(b) 5
Please make those edits and submit. Please copy me when you send the email and attachments.
Best,
Craig
Craig E. Leen
OFCCP Director

(b) 6

From: Gean, Lissette - OFCCP a
gov>
Sent: Wednesday, November 1S,zozu-TT-.0-e. 0
To: Leen, Craig - OFCCP <11...een CraLgAIDO11... cloy>
Cc: Davidson, Patricia J - OFCCP
gov>
Subject: ACTION: Review & Clear `-.O1G Responses
Hi Craig,
For your review and approval, I am attaching the track changes version of the OIG responses, incorporating
your feedback below and Patty's comments. Once I have your approval, I'll forward to the group below.
Thanks,
Lissette
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From: Leen, Craig - OFCCP <11....een„CraigAIDOIL,cloy>
Sent: Tuesday, November 17, 2020 4:30 PM
To: Gean, Lissette - OFCCP 1
(b) 6
pdoLgov>
Cc: Gaglione, Robert J - OFCLF-<rauTorierkolbert.JAdolhqov>; Davidson, Patricia J - OFCCP
41.11.11.1.iEiiiiiir_DCdoll..qov>.; . LaJeunesse, Robert - OFCCP <__________(13):6=== __, ,I,>;._.Dankowitz,
Beverly - SOL
Bennett, Anna Laura - SOL <1
. ; Lee,
._.031-6
Lindsy T - SOLI
1,clov>; Williams, Tina T - OFCCP <:i
(b) 6
Subject: RE: OrG Kesponses

(b) 6

doll.,cloy>;

Please note, as supplemental information, here is OFCCP's position on several of the questions:
OFCCP will be using the RFI information to publish compliance assistance materials, and to potentially
include in its Affirmative Action Focused Review landing page;
EO 13950 will be enforced consistently with EO 11246
We should use existing FCCM procedures and OFCCP regulations for processing both EO 11246 and
EO 13950 complaints, ensuring full due process is provided for both, including all conciliation and
adjudicatory processes prior to any debarment;
Each complaint received through the hotline should be reviewed under both EO 11246 and EO 13950,
as EO 13950 expressly states that the hotline allows receipt of training program complaints under both
EO 13950 and EO 11246: "The Department of Labor is directed, through the Office of Federal Contract
Compliance Programs (OFCCP), to establish a hotline and investigate complaints received under both
this order as well as Executive Order 11246 alleging that a Federal contractor is utilizing such training
programs in violation of the contractor's obligations under those orders. The Department shall take
appropriate enforcement action and provide remedial relief, as appropriate." (emphasis added);
Thanks,
Craig
Craig E. Leen
OFCCP Director

From: Leen, Craig - OFCCP
Sent: Tuesday, November 17,._202.0_4110._EM
To: Gean, Lissette - OFCCP
(b) 6 k(c' dol..gov>
Cr ._C,..a.alior)A._.Rohgrti j - OFCCP --G-agliofi6., Robert,J@doll.,qov>; Davidson, Patricip J - OFCCP
LaJeunesse, Robert - OFCCP
Ndoll.,gov>;
Dankowitz, Beverly - SOL <€
)oll.,cloy>; Bennett, Anna
:
Laura - sou:
doll.,gov>; Lee, Lindsy T - SOL 1 (b) 6
doll.,gov>; Williams, Tina T i
OFCCP <V\i
i
i
.........,
Subject: FW: OIG Responses

4! (b) 6

oll.g, ov>;

(b) 6

(b) 6

.Mdoll.,clov)

I.,cloy>

Lissette, please update the responses to reflect all the information provided in today's session, and please
submit along with the RFI summaries and redacted hotline report. Thanks, Craig
Craig E. Leen
OFCCP Director

DOL004256

From: Williams, Tina T - OFCCP
(b) 6
1pdoll cloy>
Sent: Tuesday, November 17, 2020 3:06 PM
To: Leen, Craig - OFCCP
Cc: Davidson, Patricia J - OFCCP I
pdasio_v_ .:._G_aalisane, Robert J - OFCCP
(b) 6
<Gq.glione .Robert1JAdo11 cloy>; Gea-ry,-ris-getre-L-OF-c.;-CP <
cloy>: LaJeunesse, RobertOFCCP
03) 6
Pdoll goy>
Subjeceurc.5-Re-spunsus-----'

(b) 6

Craig,
Attached is a draft of our responses and the current Hotline Report, which is provided in response to one of the
questions.
Tina Williams I Director
Division of Policy and Program Development
Office of Federal Contract Compliance Programs
200 Constitution Avenue, NW, Room C-33251 Washington, DC 20210
Direct:!
Email: ! (

)

!dol.clov

DOL004257

OFCCP Responses to OIG Questions on Executive Order (EO)

OFCCP EO 13950/11246 Hotline
1. How many hotline complaints under EO 13950 and EO 11246 have been received?
As of 10:45 a.m. on November 17, 2020, OFCCP has received 186 inquiries for
Executive Order 13950 on Race and Sex Stereotyping and Scapegoating. Of the 186
inquiries, 149 were complaints.
2. How are EO 13950 and EO 11246 hotline complaints being tracked and monitored?
Have any been resolved?
OFCCP created an EO 13950 hotline and it receives complaints via telephone at 202343-2008 and via email at OFCCPComplaintllotline@doLgov. The agency tracks all EO
13950 complaints, including monitoring the hotline number and email address throughout
each business day, reviewing and entering EO 13950 complaints using the Salesforce
customer relationship management (CRM) workflow, and emailing an interim response
to each person who submitted a complaint.
As of 10:45 a.m. ET on November 17, 2020, OFCCP has not resolved any EO 13950
complaint, as Executive Order 13950 is only effective in contracts entered into beginning
on November 21, 2020.
3. What is the status of any investigations related to the EO 13950 and EO 11246 hotline
complaints?
OFCCP has sent an acknowledgement via email to each person who submitted a
complaint to the hotline, letting them know that a more detailed response is forthcoming.
The acknowledgement advises them that the agency is implementing the new Executive
Order and that they can also file a complaint under EO 11246.
Complainants who wish to file complaints under Executive Order 11246 may do so
following the agency's complaint procedures described in the Federal Contract
Compliance Manual, including the completion of a complaint form ("Complaint of
Discrimination in Employment Under Federal Government Contracts") available on
OFCCP's website at www.dol„ov/a.gencies/ofecp/contact/file-complaint. The agency
can also provide a copy of the complaint form by email or regular mail.
4. How does OFCCP decide which investigations to perform? Is it risk based? Will EO
13950 hotline complaints be treated differently or be assigned a higher investigation
priority?
OFCCP will enforce EO 13950 consistently with EO 11246, using existing Federal.
Contract Compliance Manual procedures and OFCCP regulations for processing EO
11246 and EO 13950 complaints, ensuring full due process is provided for both,

1
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including all notices of findings, conciliation and adjudicatory processes prior to any
debarment.'
For EO 13950 complaints, the OFCCP National Office receives them on the hotline and
will assign them to the appropriate regional office to "perfect" the complaint — following
the perfection procedures outlined in the Federal Contract Compliance Manual for
checking contract and subject matter jurisdiction and for ensuring the complaints contain
sufficient information to determine jurisdiction and the subject of the complaint. Once
the complaints have been perfected, the regional office will determine which complaints
to assign to a district office for investigation or close for lack of jurisdiction.
The EO 13950 complaints will receive the same level of priority as other OFCCP
complaints.
5. Has OFCCP's investigation policies and procedures been updated to include the new EO
13950 requirements regarding unlawful training practices by Federal contractor and
subcontractors?
Currently, OFCCP is receiving comments in response to a Request for Information (RFI)
that was mandated under EO 13950. The agency plans to review the information
provided upon conclusion of the comment period, on December 1, 2020, to inform its
implementation of the new EO, including its guidance to field offices for how to evaluate
contractor training for compliance with EO 13950 and EO 11246.
Providing information in response to the RFI is voluntary. We have yet to receive a
response from a federal contractor to the RFI. OFCCP will use the RFI information to
inform the development of compliance assistance materials, and potentially include these
in its "Affirmative Action Focused Reviews" landing page to be launched in the next
couple of months.
Each complaint received through the hotline should be reviewed under EO 11246 and EO
13950, as EO 13950 expressly states that the hotline allows receipt of training program
complaints under both EO 13950 and EO 11246: "The Department of Labor is directed,
through the Office of Federal Contract Compliance Programs (OFCCP), to establish a
hotline and investigate complaints received under both this order as well as Executive
Order 11246 alleging that a Federal contractor is utilizing such training programs in
violation of the contractor's obligations under those orders. The Department shall take
appropriate enforcement action and provide remedial relief, as appropriate." (Emphasis
added).
To date, OFCCP published an "Executive Order 13950 — Combating Race and Sex
Stereotyping" landing page at
otdcr.
13950 that explains how OFCCP will investigate complaints.

Please note that there is currently no OMB-approved complaint form for EO 13950.
2
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OFCCP also created workflows in its CRM tool, Salesforce, that allows the agency to
easily track and report on EO 13950 complaints.
6. Can the OIG obtain a list of all of the EO 13950 and EO 11246 hotline complaints to
date, with the date received, complainant, who the complaint is against, summary of
complaint and status of any actions taken or planned?
Yes. OFCCP will provide the redacted reports.
Federal Register
1. How many responses have been received related to the Federal Register request for
information? Could you provide the OIG a list of Federal contractors and/or
subcontractors that have provided information? What are the main concerns noted in
these responses? Can we obtain a listing of responses noting these concerns?
As of 9:30 a.m. Eastern Time, on November 17, 2020, OFCCP has received 1,275
comments on the Request for Information: Race and Sex Stereotyping and Scapegoating.
OFCCP preliminary analysis indicates that none of the training materials submitted in
response to the RFI have been submitted on behalf of an employer though some have
been submitted by employees complaining about training.
At the conclusion of the comment period, OFCCP will finalize its analysis and, if any
comments are submitted on behalf of a contractor, it would be possible for OFCCP to
provide a list. First, OFCCP' s jurisdiction team would need an opportunity to research
contract coverage on any employers that submitted comments to determine whether or
not they are a federal contractor.
The majority of the comments have been submitted by individuals. The main concern of
commenters who support Executive Order 13950 is the dangers of promoting Critical
Race Theory. The main concern of commenters who oppose the Executive Order is
losing the benefits diversity training provide to employers and employees.
2. This is a voluntary request for information. At the 12/2/20 Federal Register request
deadline, is there any way to determine what percentage of Federal Contractors and
Subcontractors responded?
It is possible for OFCCP to determine which comments are submitted on behalf of
employers, and for the OFCCP jurisdiction research team to determine which of those
employers have current federal contracts.
3. What is OFCCP planning to do with the information received from the Federal Register
request?

3
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OFCCP plans to review the information received from the RFI to inform its guidance on
how to evaluate trainings that are the subject of complaints filed under EO 13950 and EO
11246.
4. If none or very little information is received as part of the voluntary request, are there any
plans to repost the request in the Federal register, or develop an alternative plan to obtain
the information?
Not at this time.

4
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Dear (Mr. or Ms.) (Insert Last Name) or To Whom This May Concern,
Thank you for your (Insert Date) email concerning Executive Order 13950 on Combating Race
and Sex Stereotyping. We are currently processing the inquiries that we have received on the
new hotline created under that order, and you can expect a more detailed response to your
specific inquiry at a later date.
The Office of Federal Contract Compliance Programs (OFCCP) administers and enforces three
equal employment opportunity mandates: Executive Order 11246, as amended (Executive Order
11246); Section 503 of the Rehabilitation Act of 1973, as amended (Section 503); and the
Vietnam Era Veterans' Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212
(VEVRAA). These mandates prohibit federal contractors and subcontractors from
discriminating based on race, color, religion, sex, sexual orientation, gender identity, national
origin, disability, or status as a protected veteran. Additionally, the Executive Order prohibits
federal contractors and subcontractors from taking adverse employment actions against
applicants and employees for asking about, discussing, or sharing information about their pay or
the pay of their co-workers, subject to certain limitations.
Executive Order 13950, which applies to federal contracts entered into on or after November 21,
2020, prohibits a federal contractor from providing any workplace training that inculcates in its
employees any form of race or sex stereotyping or any form of race or sex scapegoating,
including the concepts that (a) one race or sex is inherently superior to another race or sex; (b) an
individual, by virtue of his or her race or sex, is inherently racist sexist, or oppressive, whether
consciously or unconsciously; (c) an individual should be discriminated against or receive
adverse treatment solely or partly because of his or her race or sex; (d) members of one race or
sex cannot and should not attempt to treat others without respect to race or sex; (e) an
individual's moral character is necessarily determined by his or her race or sex; (f) an individual,
by virtue of his or her race or sex, bears responsibility for actions committed in the past by other
members of the same race or sex; (g) any individual should feel discomfort, guilt, anguish, or
any other form of psychological distress on account of his or her race or sex; or (h) meritocracy
or traits such as a hard work ethic are racist or sexist, or were created by a particular race to
oppress another race. Additionally, Executive Order 11246 prohibits contractors from taking
adverse employment actions against employees—including in connection with any training
provided—with regard to their race, color, religion, sex, sexual orientation, gender identity, or
national origin.
OFCCP is currently implementing Executive Order 13950.
If you have a complaint that you want investigated under Executive Order 11246, Section 503, or
VEVRAA, you may file it via OFCCP's website at www.dol.gov/agencies/ofccp/contact/filecomplaint or we can send them a copy of the complaint form by email or regular mail.

DOL004266

To request a complaint form by email or regular mail or if you need more information about
OFCCP or any issue related to nondiscrimination and affirmative action obligations of federal
contractors and subcontractors, you can:
•

visit OFCCP's website at http://www.dol.gov/ofccp/, or

•

call OFCCP's toll free Help Desk at 1-800-397-6251.

This response is for informational purposes only and does not constitute an official interpretation
of the U.S. Department of Labor.
Sincerely,
Craig Leen
Director of OFCCP

DO L004267

From:

To:
CC:
Sent:
Subject:
Attachments:

Gean, Lissette - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=BBB9A13178C24AADB6B7613F2F9041F3-GEAN, LISSE>
Leen, Craig - OFCCP
Davidson, Patricia J - OFCCP
11/19/2020 5:24:22 PM
OIG Responses Cleared by CRLM
EO13950_OIGQuestions_OFCCP_Responses_Final.pdf;
InitialResponse_VVritenEmailResponse_EOonCombatingRaceSexStereotyping.pdf

FYI
I will send the attached responses to the OIG shortly.
Thank you,
Lissette
Lissette Gecin
Chief of Staff
Office of Federal Contract Compliance Programs
@dol.gov

(b) 6 l(Mobile)
(Office)
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OFCCP EO 13950/11246 Hotline
1. How many hotline complaints under EO 13950 and EO 11246 have been received?
As of 10:45 a.m. on November 17, 2020, OFCCP has received 186 inquiries for
Executive Order 13950 on Race and Sex Stereotyping and Scapegoating. Of the 186
inquiries, 149 were complaints.
2. How are EO 13950 and EO 11246 hotline complaints being tracked and monitored?
Have any been resolved?
OFCCP created an EO 13950 hotline and it receives complaints via telephone at 202343-2008 and via email at OFCCPComplaintHotline@dolgov. The agency tracks all EO
13950 complaints, including monitoring the hotline number and email address throughout
each business day, reviewing and entering EO 13950 complaints using the Salesforce
customer relationship management (CRM) workflow, and emailing an interim response
to each person who submitted a complaint.
As of 10:45 a.m. ET on November 17, 2020, OFCCP has not resolved any EO 13950
complaint, as Executive Order 13950 is only effective in contracts entered into beginning
on November 21, 2020.
3. What is the status of any investigations related to the EO 13950 and EO 11246 hotline
complaints?
OFCCP has sent an acknowledgement via email to each person who submitted a
complaint to the hotline, letting them know that a more detailed response is forthcoming.
The acknowledgement advises them that the agency is implementing the new Executive
Order and that they can also file a complaint under EO 11246. We are attaching a copy
of the acknowledgement.
The agency will be using the Federal Contract Compliance Manual for processing the
complaints. Because the nature of the complaints is different than the usual complaints
OFCCP receives, we are expediting developing an internal directive for processing these
complaints. To clarify, the complaint process is not new, but the evaluative standards to
investigate and close these complaints are new. We will be done shortly. We will then
begin referring the complaints to the appropriate region. To date, we have not completed
any complaint.
4. How does OFCCP decide which investigations to perform? Is it risk based? Will EO
13950 hotline complaints be treated differently or be assigned a higher investigation
priority?
OFCCP will enforce EO 13950 consistently with EO 11246, using existing Federal
Contract Compliance Manual procedures and OFCCP regulations for processing EO
11246 and EO 13950 complaints, ensuring full due process is provided for both,
1
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including all notices of findings, conciliation and adjudicatory processes prior to any
debarment.'
For EO 13950 complaints, the OFCCP National Office receives them on the hotline and
will assign them to the appropriate regional office to "perfect" the complaint — following
the perfection procedures outlined in the Federal Contract Compliance Manual for
checking contract and subject matter jurisdiction and for ensuring the complaints contain
sufficient information to determine jurisdiction and the subject of the complaint. Once
the complaints have been perfected, the regional office will determine which complaints
to assign to a district office for investigation or close for lack of jurisdiction.
The EO 13950 complaints will receive the same level of priority as other OFCCP
complaints.
5. Has OFCCP' s investigation policies and procedures been updated to include the new EO
13950 requirements regarding unlawful training practices by Federal contractor and
subcontractors?
Currently, OFCCP is receiving comments in response to a Request for Information (RFI)
that was mandated under EO 13950. The agency plans to review the information
provided upon conclusion of the comment period, on December 1, 2020, to inform its
implementation of the new EO, including its guidance to field offices for how to evaluate
contractor training for compliance with EO 13950 and EO 11246.
Providing information in response to the RFI is voluntary. We have yet to receive a
response from a federal contractor to the RFI. OFCCP will use the RFI information to
inform the development of compliance assistance materials, and potentially include these
in its "Affirmative Action Focused Reviews" landing page to be launched in the next
couple of months.
Each complaint received through the hotline should be reviewed under EO 11246 and EO
13950, as EO 13950 expressly states that the hotline allows receipt of training program
complaints under both EO 13950 and EO 11246: "The Department of Labor is directed,
through the Office of Federal Contract Compliance Programs (OFCCP), to establish a
hotline and investigate complaints received under both this order as well as Executive
Order 11246 alleging that a Federal contractor is utilizing such training programs in
violation of the contractor's obligations under those orders. The Department shall take
appropriate enforcement action and provide remedial relief, as appropriate." (Emphasis
added).
To date, OFCCP published an "Executive Order 13950 — Combating Race and Sex
Stereotyping" landing page at https://www.dol.gov/agenci es/ofccp/faqs/executi ye-order13950 that explains how OFCCP will investigate complaints.

1 Please note that there is currently no OMB-approved complaint form for EO 13950.
2
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OFCCP also created workflows in its CRM tool, Salesforce, that allows the agency to
easily track and report on EO 13950 complaints.
6. Can the OIG obtain a list of all of the EO 13950 and EO 11246 hotline complaints to
date, with the date received, complainant, who the complaint is against, summary of
complaint and status of any actions taken or planned?
Yes. OFCCP will provide the redacted reports.
Federal Register
1. How many responses have been received related to the Federal Register request for
information? Could you provide the OIG a list of Federal contractors and/or
subcontractors that have provided information? What are the main concerns noted in
these responses? Can we obtain a listing of responses noting these concerns?
As of 9:30 a.m. Eastern Time, on November 17, 2020, OFCCP has received 1,275
comments on the Requestfor Information: Race and Sex Stereotyping and Scapegoating.
OFCCP preliminary analysis indicates that none of the training materials submitted in
response to the RFI have been submitted on behalf of an employer though some have
been submitted by employees complaining about training.
At the conclusion of the comment period, OFCCP will finalize its analysis and, if any
comments are submitted on behalf of a contractor, it would be possible for OFCCP to
provide a list. First, OFCCP' s jurisdiction team would need an opportunity to research
contract coverage on any employers that submitted comments to determine whether or
not they are a federal contractor.
The majority of the comments have been submitted by individuals. The main concern of
commenters who support Executive Order 13950 is the dangers of promoting Critical
Race Theory. The main concern of commenters who oppose the Executive Order is
losing the benefits diversity training provide to employers and employees.
2. This is a voluntary request for information. At the 12/2/20 Federal Register request
deadline, is there any way to determine what percentage of Federal Contractors and
Subcontractors responded?
It is possible for OFCCP to determine which comments are submitted on behalf of
employers, and for the OFCCP jurisdiction research team to determine which of those
employers have current federal contracts.

3
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3. What is OFCCP planning to do with the information received from the Federal Register
request?
OFCCP plans to review the information received from the RFI to inform its guidance on
how to evaluate trainings that are the subject of complaints filed under EO 13950 and EO
11246.
4. If none or very little information is received as part of the voluntary request, are there any
plans to repost the request in the Federal register, or develop an alternative plan to obtain
the information?
Not at this time.

4
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Dear (Mr. or Ms.) (Insert Last Name) or To Whom This May Concern,
Thank you for your (Insert Date) email concerning Executive Order 13950 on Combating Race
and Sex Stereotyping. We are currently processing the inquiries that we have received on the
new hotline created under that order, and you can expect a more detailed response to your
specific inquiry at a later date.
The Office of Federal Contract Compliance Programs (OFCCP) administers and enforces threee
equal employment opportunity mandates: Executive Order 11246, as amended (Executive Order
11246); Section 503 of the Rehabilitation Act of 1973, as amended (Section 503), and the
Vietnam Era Veterans' Readjustment Assistance Act of 1974, as amended, 38 U S C 4212
(VEVRAA). These mandates prohibit federal contractors and subcontractors from
discriminating based on race, color, religion
et,ersaenx, sexual orientation, gender identity, national
origin, disability, or status as a protected
f veteran. Additionally, the Executive Order prohibits
federal contractors and subcontractors rom taking adverse employment actions against
applicants and employees for asking about,.discussing, or sharing information about their pay or
the pay of their co-workers, subject to certain imitations
Executive Order 13950, which applies to federal contracts entered into on or after November 21,
2020, prohibits a federal contractor from providing any workplace training that inculcates in its
employees any form of race or sex stereotyping or any form of race or sex scapegoating,
including the concepts that (a) one race or sex is inherently superior to another race or sex; (b) an
individual, by virtue of his or her race or sex, is inherently racist sexist, or oppressive, whether
consciously or unconsciously, (c) an individual should be discriminated against or receive
adverse
partly
membe
sex
sex;race
rs(e)an
andshould
attempt
to
individual's moral character is necessarily determined by his or her race or sex; (f) an individual,
by virtue of his or her race or sex, bears responsibility for actions committed in the past by other
members of the same race or Isex, (g) any individual should feel discomfort, guilt, anguish, or
any other form of psychological distress on account of his or her race or sex; or (h) meritocracy
or traits such as a hard work ethic are racist or sexist, or were created by a particular race to
oppress another race. Additionally, Executive Order 11246 prohibits contractors from taking
adverse employment actions against employees—including in connection with any training
provided—with regard to their race, color, religion, sex, sexual orientation, gender identity, or
national origin.
OFCCP is currently implementing Executive Order 13950.
If you have a complaint that you want investigated under Executive Order 11246, Section 503, or
VEVRAA, you may file it via OFCCP' s website at www.dol.gov/agencies/ofccp/contact/filecomplaint or we can send them a copy of the complaint form by email or regular mail.
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To request a complaint form by email or regular mail or if you need more information about
OFCCP or any issue related to nondiscrimination and affirmative action obligations of federal
contractors and subcontractors, you can:
•

visit OFCCP's website at http://www.dol.gov/ofccp/, or

•

call OFCCP's toll free Help Desk at 1-800-397-6251.

This response is for informational purposes only and does not constitute an official interpretation
of the U.S. Department of Labor.
Sincerely,
Craig Leen
Director of OFCCP
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From:
To:
CC:
Sent:
Subject:
Attachments:

Harthill, Susan <susan.harthill@morganlewis.com>
Johnson, Tern L - SOL; Gean, Lissette - OFCCP; Butler, Margaret J.; Ito, Greta W.
Leen, Craig - OFCCP; Walter, Courtney E - SOL; Tretheway, Andrea - OFCCP; Snare, Jonathan
L.
11/20/2020 7:37:29 AM
RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
088888 117279463v2_Memorandum Re Morgan Lewis_Wharton webinar event December 1,
2020.DOCX

CAUTION - The sender of this message is external to the DOL network. Please use care when clicking on links and responding with
sensitive information. Send suspicious email to spam@dol.gov.

Good morning:
I hope everyone is well (and staying warm!). Attached please find draft questions for Solicitor O'Scannlain and
Director Leen. Jonathan and I would take turns posing the questions, to try to keep the webinar more
conversational and interactive. We included some additional OFCCP-specific questions at the end but welcome
your thoughts on how to weave those in.
We hope the questions align with the topics and format we discussed, but we are of course open to any
suggestions or changes. We are very much looking forward to the webinar.
Regards, Susan
Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001 I Cell: 1.703.597.2260
susan.harthillAmorganlewis.com I www.morganlewis.com
Assistant: Roslyn Braden I +1.202.739.5781 I roslyn.braden@morganlewis.com

This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.
COVID 19 Resources and
Updates

From: Johnson, Terri L - SOL <Johnson.Terri.L@dol.gov>
Sent: Friday, October 30, 2020 6:01 PM
To: Harthill, Susan <susan.harthill@morganlewis.com>; Gean, Lissette - OFCCP <Gean.Lissette@dol.gov>;
Butler, Margaret J. <margaret.butler@morganlewis.com>; Ito, Greta W. <greta.ito@morganlewis.com>
Cc: Leen, Craig - OFCCP <Leen.Craig@DOL.gov>; Walter, Courtney E - SOL <Walter.Courtney.E@DOL.gov>;
Tretheway, Andrea - OFCCP <Tretheway.Andrea.L@dol.gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
[EXTERNAL EMAIL]
Thanks to all for your quick responses and flexibility. I will update the meeting invitation.
Terri
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From: Harthill, Susan <susan.harthill@morganlewis.com>
Sent: Friday, October 30, 2020 5:50 PM
To: Gean, Lissette - OFCCP <Gean.Lissette@dol.gov>; Johnson, Tern L - SOL <Johnson.Terri.L@dol.gov>;
Butler, Margaret J. <margaret.butler@morganlewis.com>; Ito, Greta W. <greta.ito@morganlewis.com>
Cc: Leen, Craig - OFCCP <Leen.Craig@DOL.gov>; Walter, Courtney E - SOL <Walter.Courtney.E@DOL.gov>;
Tretheway, Andrea - OFCCP <Tretheway.Andrea.L@dol.gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
CAUTION - The sender of this message is external to the DOL network. Please use care when clicking on links and responding with
sensitive information. Send suspicious email to spam(d)dokoov.

That day and time works for us.
Thanks Terri.

Susan Harthill
Morgan, Lewis & Bockius LLP
1111 PennsyIvania Avenue.,.. NW VVashingtork DC
L1...
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001
susan.harthInQmorganIewIs.com I www.morganlewIs.com
Assistant: Roslyn Braden I +1.202.739.5781 I rosIyn.bradenp.mo•rganIewis.com
This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

From: Gean, Lissette - OFCCP <Gean.11...osseteu@a .Ooll.„.gov>
Date: Friday, Oct 30, 2020, 5:07 PM
To: Johnson, Terri L - SOL <Johnson.Tern.11...@.Ooll.gov>, Harthill, Susan <susan.harthilllapnorganllewis.com>, Butler,
Margaret J. <margaret.butler@morganleWs.com>, Ito, Greta W <greta.i4o@morganlleWs.conn>
Cc: Leen, Craig - OFCCP <11...een.CralLgglIDO11....gov>, Walter, Courtney E - SOL <WalliterCourtney. IEE@IDO11....gpv>,
Tretheway, Andrea - OFCCP <Tretheway.Andrea.L.g.00ll.gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

[EXTERNAL EMAIL]
Hi Terri,
Craig is available on Wednesday, November 4, 2020, at 3:30 pm.
Thank you,
Lissette
From: Johnson, Terri L - SOL <Johnson.Tern.L.@doll.clov>
Sent: Friday, October 30, 2020 5:06 PM
To: Gean, Lissette - OFCCP <Gean.11...issette@dol.gov>; Harthill, Susan <susan.narthiflp,moroanIe\Ms.com>;
Butler, Margaret J. <margare.t.butller@morcianllewis.com>; Ito, Greta W. <greta.i.to@moroanIewis.com>
Cc: Leen, Craig - OFCCP <Leen.Cralg@IDO11.....gov>; Walter, Courtney E - SOL <Wallter.Courtney.
gov>;
Tretheway, Andrea - OFCCP <Tretheway.„Andrea11....@doll.cpv>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Good afternoon all,
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Solicitor O'Scannlain's calendar has shifted, and we would like to reschedule the prep call currently on
calendars for Monday, November 2nd at 2:00pm.
Please let me know if Wednesday, November 4th at 3:30pm will work for schedules. Our apologies
for any inconvenience.

Thank you,
Terri L. Johnson
Office of the Solicitor
U.S. Department of Labor I Johnson.Terri.LOdol.gov
Phone: (202) 693-5271 I Room-52002

From: Gean, Lissette - OFCCP <Gean.11....issette@doll.gov>
Sent: Thursday, October 8, 2020 9:10 AM
To: Johnson, Terri L - SOL <Johnson. Tern .
ciov>; Harthill, Susan <susan. harthilll@morganlewis. corn>;
Butler, Margaret J. <margaret. butller morcianllewis.com>; Ito, Greta W. <greta. irtoa,morcianllewis.com>
Cc: Leen, Craig - OFCCP <11....een.Crallg ,doll.clov>; Walter, Courtney E - SOL <Wallter.Courtney.IfEa,doll.gov>;
Tretheway, Andrea - OFCCP <Tretheway.Andrea.11.... doll.ciov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Thank you everyone!
Lissette
From: Johnson, Terri L - SOL <Johnson.Tern.11.....Adoll.qov>
Sent: Thursday, October 08, 2020 9:01 AM
To: Harthill, Susan <susan.harthill@morcianllewis.com>; Butler, Margaret J.
<margaret.butller morganllewis.com>; Ito, Greta W. <greta.irto@morganllewis.com>
Cc: Leen, Craig - OFCCP <11....een.CraigAIDO11.....gov>; Walter, Courtney E - SOL <Wallter.Courtney. E
Tretheway, Andrea - OFCCP <Tre.theway.Andrea.11.... doll.ciov>; Gean, Lissette - OFCCP
<Gean. UssetteAdoll. cloy>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

gov>;

Thanks, Susan,
I will send an Outlook invitation for 11/2 from 2:00pm - 2:30pm with a dial in number.
Terri
From: Harthill, Susan <susan.harthill@morganllewis.com>
Sent: Thursday, October 8, 2020 8:25 AM
To: Johnson, Terri L - SOL <Johnson.Tern.11.... doll.gov>; Butler, Margaret J.
<margaret.butller morganllewis.com>; Ito, Greta W. <gretaitopmercianllewis.com>
Cc: Leen, Craig - OFCCP <11....een.CrallciajDO11.....qov>; Walter, Courtney E - SOL <Waller Courtne EE. 11DO11.....ciov>;
Tretheway, Andrea - OFCCP <Tretheway.Andrea.11.... doll.gov>; Gean, Lissette - OFCCP
<Gean.11...issetteAdoll. goy>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Hi Terri - those days and times work for you us. Thanks, Susan

Susan Harthill
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Morgan, Lewis & Bockius LLP
1111 Pennsyllvania Avenue.,.. NW VVashirig.ton, IDC 20004-2541
Direct: +1.202.739.5064. I Main: +1.202.739.3000 I Fax: +1.202.739.3001
susan.harthill@morganlIewis.comIwww.morganlewis.com
Assistant: Roslyn Braden I +1.202.739.5781 I rosllyn.braden@moroanllewis.com
This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

From: Johnson, Terri L - SOL <Johnson.Terril. 11..r.gdo11,9ov>
Date: Wednesday, Oct 07, 2020, 3:34 PM
To: Harthill, Susan <susan.harthillIgnnorganllevOs.conn>, Butler, Margaret J <nnargarert.bufiergnnorganlleWs.conn>,
Ito, Greta W. <grerta.i4o@nnorganlleWs.conn>
Cc: Leen, Craig - OFCCP <11...een.Craig lIDO11....clev>, Walter, Courtney E - SOL <WarterCourtney.IEE DO11....clov>,
Tretheway, Andrea - OFCCP <Tretheway.Andrea.11...@,..0oll.gov>, Gean, Lissette - OFCCP <Gean.11..issette@doll.gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

[EXTERNAL EMAIL]
Hello Susan, Maggie & Greta,
Please let me know if a 30 minute meeting on either 11/2 (between 2:00pm - 4:00pm) or 11/3
(between 2:00 pm to 4:00 pm) will work for your schedules. Once we have confirmed a meeting date
and time, I will send and Outlook invitation with dial in number.
Thank you,
Terri L. Johnson
Office of the Solicitor
U.S. Department of Labor I Johnson.Terri.Lpdol.gov
Phone: (202) 693-5271 I Room-S2002

From: Johnson, Terri L - SOL <Johnson.,Terd.,11....Adolhoov>
Sent: Wednesday, October 7, 2020 2:16 PM
To: Gean, Lissette - OFCCP <Gean.,11....lissette@doLoov>
Cc: Leen, Craig - OFCCP <11....een.,CralgAIDO11.....,ciov>; Walter, Courtney E - SOL <WarterCourtney.,
Tretheway, Andrea - OFCCP
Harthill, Susan
<susan.,harthillIP,morcianllewis.,com>; Ito, Greta W. <ciretaitop_morcianllevOs.,com>; Butler, Margaret J.
<margaret.,butller@morganllewis.corn>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

Thanks so much, Lissette.
From: Gean, Lissette - OFCCP <Gean.11....issette@doll.gov>
Sent: Wednesday, October 7, 2020 2:10 PM
To: Johnson, Terri L - SOL <Johnson."terrid....pdoll.gov>
Cc: Leen, Craig - OFCCP <11...een.CrainAIDO11.....ciov>; Walter, Courtney E - SOL <Warter.Courtney,..E.AIDO11.....gov>;
Tretheway, Andrea - OFCCP <Trotheway.,Andrea.11....Adoll.qov>; Harthill, Susan
<susan.harthllIP,morcianllewils.com>; Ito, Greta W. <oretaltop_morcianllewis.com>; Butler, Margaret J.
<margaret.butller@morganllewils.corn>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
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Hi Terri,
Craig is available on 11/2 and 11/3 from 2:00 pm to 4:00 pm.
Thank you,
Lissette
From: Johnson, Terri L - SOL <Johnson.Terri
cloy>
Sent: Wednesday, October 07, 2020 2:07 PM
To: Harthill, Susan <susan. harthilll@morclanlleMs.com>; Leen, Craig - OFCCP <11..een.Cralg@DOL...clov>;
Tretheway, Andrea - OFCCP <Tretheway.„Andrea.11....Adoll.gov>; Ito, Greta W. <pretarto@morcianllewis.corn>;
Butler, Margaret J. <margaret. butller@morcianllewis.com>; Gean, Lissette - OFCCP <Cean. 11...issette@doll. cloy>
Cc: Walter, Courtney E - SOL <Warte[Courtnev.
cloy>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Hello all,
Courtney and I touched base with Kate, who agrees that it would be helpful to have a discussion with

Craig and the team from Morgan Lewis to discuss the program. Perhaps we can get something on the
calendar for the first week of November. I have listed a few date/time slots below for a 30 minute
meeting.
11/2:
11/3:
11/4:
11/5:

any
any
any
any

time between 1:30pm and 4:00pm
time between 2:00pm - 4:00pm
time between 10:00am — 12:00pm
time between 1:30pm — 3:00pm

Please let me know which of these options work best for schedules.
Thank you,
Terri L. Johnson
Office of the Solicitor
U.S. Department of Labor I Johnson.Terri.LAdol.gov
Phone: (202) 693-5271 I Room-52002

From: Harthill, Susan <susan. harthilll@morclanlleMs.com>
Sent: Tuesday, October 6, 2020 1:57 PM
To: Johnson, Terri L - SOL <Johnson.Terri
cloy>
Cc: Leen, Craig - OFCCP <11....een. Craig@ IDOL.... clov>; Tretheway, Andrea - OFCCP
<Trethewqy,Andrea.11....Adoll.clov>; Ito, Greta W. <grota. rto@morganlle\Ms.corn>; Butler, Margaret J.
<margaretbutller@morcianllewis.com>; Gean, Lissette - OFCCP <Goan.
gov>; Walter, Courtney E SOL <Waller Courtney. IE:@ IDOL.... goy>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

Thanks Terri.
Hi Courtney - hope all is well! Does it make sense for us to have a brief call to discuss? We have a full
hour with 2 speakers (Kate and Craig) and would love to have some time for Q&A.

Susan Harthill
Morgan, Lewis & Bockius LLP
DOL004279

1111 PennsyIvania Avenue.,.. NVV VVashirigton., DC 200042541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001
Susan. harthifigmorganIewis.com I www.morganlewis.com
Assistant: Roslyn Braden I +1.202/39.5781I rosIyn.braden@por.ganIewis.com
This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

From: Johnson, Terri L - SOL <Johnson.,Terri.,11,gdoLgov>
Date: Tuesday, Oct 06, 2020, 1:46 PM
To: Harthill, Susan <susan..harthillI@morgpnlle\Ms..conn>
Cc: Leen, Craig - OFCCP <11...een.,CralLg@DO11..,gov>, Tretheway, Andrea - OFCCP <Treitheway.Andrea.t@doll.,gov>,
Ito, Greta W. <greitaito@nnorganllevOs.,conn>, Butler, Margaret J. <nnargpretbutlerg.nnoronllevs.,conn>, Gean,
Lissette - OFCCP <Gean.,11..issette@doll.,.gov>, Walter, Courtney E - SOL <Walte[Courtney,E@DOLgov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

[EXTERNAL EMAIL]
Hello Susan, Kate can be available from 1-2 on December 1st. I will hold the time on her calendar.
Greta & Maggie, I am happy to work with you to coordinate details, and may be reached via email or at
the number in the signature block below should you have questions or require additional information.
I am copying Courtney Walter, who will handle the Solicitor's remarks. Please confirm the length of
her remarks, so that we may plan accordingly.
The Solicitor looks forward to participating.
Thank you,
Terri L. Johnson
Office of the Solicitor
U.S. Department of Labor I Johnson.Terri.Lpdol.gov
Phone: (202) 693-5271 I Room-52002

From: Harthill, Susan <sus@n.harthfflAmorganIewis.com>
Sent: Tuesday, October 6, 2020 1:15 PM
To: Gean, Lissette - OFCCP <Cean.11....issette@dol.qov>; Johnson, Terri L - SOL <Johnson.Terrid....Adoll.clov>
Cc: Leen, Craig - OFCCP <11....een.Crailc010011.....00v>; Tretheway, Andrea - OFCCP
<TrothewqyAndrea.11....Adoll.clov>; Ito, Greta W. <grota.rto@morganllewils.corn>; Butler, Margaret J.
<margaret.butller@morcianllewils.corn>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Hi Lisette and Terri — first and foremost, I hope all of you are doing well. I am following up on the invite for Kate
and Craig to speak at the Morgan Lewis/Wharton Workplace Policy Forum. We have now reformatted this event
as a series of one-hour webinars with our esteemed EEOC, NLRB, and DOL speakers each featured in a
separate, one hour session.
Are Kate and Craig available on December 1, from 1-2pm? If so, I am copying my colleagues Greta and
Maggie who can assist with the technical and logistical arrangements.
Many thanks, Susan
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Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001 I Cell: 1.703.597.2260
susan.harthillPmordanlewis.com I www.morganlewis.com
Assistant: Roslyn Braden I +1.202.739.5781 I roslyn.bradennmorcianiewis.corn

This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

From: Harthill, Susan
Sent: Thursday, May 7, 2020 2:52 PM
To: 'Gean, Lissette - OFCCP' <Gean.11....issetteAdoll.gov>
Cc: Leen, Craig - OFCCP
Tretheway, Andrea - OFCCP
<Trethewqy.,.Andrea.IL@doll.qov>; 'Johnson, Terri L - SOL' <Johnson.Tern.IL@doll gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Hi Lissette — that is great news! We have rescheduled the event for Nov. 10. Please let me know what time
works for Craig — we are pretty flexible right now. We should also coordinate with Kate O'Scannlain - I am
hoping she can also participate on the new date. I am copying Kate's assistant, Terri Johnson.
I hope you all are doing well.
Best, Susan
Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001 I Cell: 1.703.597.2260
susan.harthillAmorganlewis.com I www.morcianlewis.com
Assistant: Roslyn Braden I +1.202.739.5781 I roslyn.bradenamorganlowis.com

This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.
From: Gean, Lissette - OFCCP <Gean.11....issette@doll.qov>
Sent: Thursday, May 7, 2020 2:19 PM
To: Harthill, Susan <susan.harthilll@morganllewis.com>
Cc: Leen, Craig - OFCCP
Tretheway, Andrea - OFCCP
<Trethewq.y,Andrea.11....Adoll.qov>

Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
[EXTERNAL EMAIL]
Good afternoon Ms. Harthill,
The Office of Public Affairs just cleared Craig's participation in the Workplace Policy Forum. Do you
have a definite date?
Please send further details, as they become available.
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Thank you,
Lissette
From: Harthill, Susan <susan.harthilll@morganllewis.com>
Sent: Monday, March 16, 2020 1:02 PM
To: Gean, Lissette - OFCCP <Gean.11....issette@dol.gov>
Cc: Leen, Craig - OFCCP <Leen.Cralg.@IDO11.....ciov>; Moore, LaVeta - OFCCP <Moore.LaVeta@0O11.....qov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Thanks so much — we are going to reschedule to November. I will be back in touch with the date but we are
thinking Nov 17 or 18.

Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001
susan.harthillpmordanlewis.com I www.morcjanlewis.com
Assistant: Roslyn Braden I +1.202.739.5781 I roslyn.braden@morganlowis.com

This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.
From: Gean, Lissette - OFCCP <Gean.11....issette@doll.gov>
Sent: Monday, March 16, 2020 12:48 PM
To: Harthill, Susan <susan.harthillAmorcianllewis.com>
Cc: Leen, Craig - OFCCP <11....een.CrallAAIDO11.....ciov>; Moore, LaVeta - OFCCP <Moore.L...aVeta@0O11.....ciov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
[EXTERNAL EMAIL]
Good afternoon,
Our Ethics Counsel cleared Craig to participate. We are still waiting to hear from our Office of Public Affairs.
In the meantime, we are reaching out to find out the status of the event. Will you be rescheduling the forum? If
not, would you consider a virtual OFCCP presentation?
Thank you,
Lissette
From: Harthill, Susan <susan.harthilll@morclanllewis.com>
Sent: Wednesday, March 04, 2020 8:14 AM
To: Gean, Lissette - OFCCP <Cean.11....issette@dol.gov>
Cc: Leen, Craig - OFCCP <11....een.Crallg.@IDO11.....ciov>; Moore, LaVeta - OFCCP <Moore.L...aVeta@0O11.....gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
Hi Lissette - the event is from 9-4:30 at our DC office (address is below in my signature line: 1111
Pennsylvania Ave NW). There is a reception to follow. We will try to accommodate Craig's schedule on
timing so please let us know what time works for him. I think the only time we have blocked off is 3pm
for one of our speakers. If Craig can speak for 30-45 minutes including questions, that would be great.
Thanks, Susan
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Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001
susan.harthdllpmorganllews.corn I www.morganleMs.conn
Assistant: Roslyn Braden I +1.202.739.5781 I rosllyn braden@por.onllewis or
This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

From: Gean, Lissette - OFCCP <Gean.LissettegOoll.gov>
Date: Wednesday, Mar 04, 2020, 7:58 AM
To: Harthill, Susan <susan.harthilll@morganleWs.com>
Cc: Leen, Craig - OFCCP <11...een.CralLgglIDO11....gov>, Moore, LaVeta - OFCCP <Moore.11...aVeita@DO11....gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

[EXTERNAL EMAIL]
Good morning Ms. Harthill,
We anticipate clearance (from our Ethics Counsel and Office of Public Affairs) for Craig's participation in the
Forum by early next week. We will contact you immediately.
In the meantime, can you share with us the event time and location?
Thank you,
Lissette
Lissette Gear'
Chief of Staff
Office of Federal Contract Compliance Programs
Gean.Lissette@dol.gov
202.693.1049

OW W4

From: Harthill, Susan <Susan. harthilllAmorcianllewis.com>
Sent: Monday, February 24, 2020 1:02 PM
To: Leen, Craig - OFCCP <Leen.Crall.g.PIDO11.....ciov>
Cc: Gean, Lissette - OFCCP <Gean.11....issette@doll.gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum

Hi Craig - we are hoping our Wharton invite will go out today. I know this is very short notice - profuse
apologies -but if you are able to let us know by cob, we can add your name.
Thanks, Susan
Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001
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susarlharthill@morganllowis.com I www.morganlowis.com
Assistant: Roslyn Braden I +1.202.739.5781 rrosllynbraden@lnorgpnllowiscom
This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

From: Leen, Craig - OFCCP
Date: Friday, Feb 21, 2020, 5:22 PM
To: Harthill, Susan <susan.harthillIgimor.g.pnlIewis.conn>
Cc: Gean, Lissette - OFCCP <Gean.Ussette@doll.gov>
Subject: RE: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
[EXTERNAL EMAIL]
Hi Susan. I am honored by the invitation. Lissette will review with internal DOL colleagues and get back with you
soon. Best, Craig
Craig E. Leen
OFCCP Director

From: Harthill, Susan <susan.harthilll@morganlIewis.com>
Sent: Friday, February 21, 2020 5:01 PM
To: Leen, Craig - OFCCP <11....een.CralgAIDOIL..qov>
Cc: Harthill, Susan <susan.harthillIAmorcianlleMs.com>
Subject: Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
RE:

Speaking Invitation - Wharton/Morgan Lewis Workplace Policy Forum
(Washington DC on Wed. April 1, 2020)

Dear Craig:
On behalf of the University of Pennsylvania's Wharton School and Morgan Lewis, I am writing in the hope that
you will agree to speak at a Workplace Policy Forum — jointly sponsored by the Wharton Center for Human
Resources and Morgan Lewis — being held on Wednesday, April 1, 2020 in Washington DC. In addition to
myself, my partners Chai Feldblum (former EEOC Commissioner), Sharon Masling (former Chief of Staff to
Commissioner Feldblum), Phil Miscimarra (former Chair, NLRB), Harry Johnson III (former Member NLRB), and
Jonathan Snare (former Deputy Solicitor of Labor, among other positions at DOL) will also be participating in the
event, and Phil is a Senior Fellow at the Wharton Center for Human Resources, with which he has been
affiliated dating back more than 30 years. Representative Virginia Foxx, EEOC Chair Janet Dhillon, and NLRB
Member Marvin Kaplan are confirmed speakers. We would be pleased to arrange for your appearance at any
time that would be most convenient for you.
The Workplace Policy Forum on April 1 will be attended by senior corporate executives who participate in the
Wharton Financial Services Group, consisting of human resources officers from major U.S. financial institutions
and insurance companies; and the Wharton Research Advisory Group, consisting of human resources and labor
relations executives from major U.S. manufacturing and services companies; and other top-level employment
lawyers and human resources executives from additional companies from throughout the United States. We
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anticipate that many of the attendees will be government contractors.
I hope that you will accept this invitation and participate in our Workplace Policy Forum on Wednesday, April 1.
Please contact me any time if I can provide additional information or answer any questions. My personal cell
phone number is 703-597-2260, and my other contact information is set forth below.
Regards, Susan
Susan Harthill
Morgan, Lewis & Bockius LLP
1111 Pennsylvania Avenue, NW I Washington, DC 20004-2541
Direct: +1.202.739.5064 I Main: +1.202.739.3000 I Fax: +1.202.739.3001
susan.harthillAmorganlewis.com I www.morcianlewis.com
Assistant: Roslyn Braden I +1.202.739.5781 I rosyn.braden(doorcianlowis.com

This message is an attorney-client communication and as such is privileged and confidential and/or it
may include attorney work product. If you are not an intended recipient, you may not review, copy or
distribute this message. If you have received this communication in error, please notify us immediately
by e-mail and delete the original message.

DISCLAIMER

This e-mail message is intended only for the personal use
of the recipient(s) named above. This message may be an
attorney-client communication and as such privileged and
confidential and/or it may include attorney work product.
If you are not an intended recipient, you may not review,
copy or distribute this message. If you have received this
communication in error, please notify us immediately by
e-mail and delete the original message.
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Morgan Lewis
MEMORANDUM
TO:

Kate O'Scannlain, Solicitor of Labor
Craig Leen, Director of OFCCP

FROM:

Susan Harthill
Jonathan L. Snare

DATE:

November 20, 2020

SUBJECT:

Morgan Lewis/Wharton webinar event December 1, 2020

Questions for Solicitor O'Scannlain and Director Leen
A.

Look back over your tenure as Solicitor/Director
1. KATE: I know you had your plate full when you arrived in SOL - it is a busy agency providing
legal advice to all the DOL agencies, including litigation and regulations, under many different
statutes. As the chief legal officer for DOL, what were some of your priorities and projects
when you arrived, and can you share how you implemented those? Can you describe how
you managed your relationship with the client agencies to jointly develop priorities? Any tips
for a future Solicitor?
2. CRAIG: Same for you, Craig. What were your priorities when you came to OFCCP? And how
have you implemented them?
3. KATE: As Solicitor, you also head an office with over 600 employees. What are some of the
operational projects/initiatives you undertook in SOL?
a. Along the same lines, we could ask: what were some unexpected challenges, what
surprised you the most, what are you most proud of?
4. KATE: Are there particular legal or operational initiatives that you hope will be retained by
the new Solicitor?
5. CRAIG: Same question — what do you think will be the most enduring initiatives you
implemented in OFCCP?

B.

Between now and Jan 20 — SOL and DOL
1. KATE: The pace of work at DOL is pretty intense under normal times but in a transition, it is
even more so. What are some of the unfinished projects and priorities on your plate as
Solicitor that you hope to see to completion in the coming weeks?
2. CRAIG: Same question.
Morgan, Lewis B. Bockius LLP
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3. KATE: Looking beyond SOL to the other 20+ DOL agencies, can you share with us any
agency projects that are being finalized? For example, what regulations are still pending and
when do you expect them to be finalized?
4. KATE: Are there non-regulatory agency projects that you think will come to fruition before
the inauguration on January 20?
5. KATE: COVID-19 has obviously been a major disruption for most of 2020, for employers and
employees alike. On the employer side, we have been advising on many issues that come
under DOL's umbrella - everything from RIFs (WARN notices/wage and hour issues), to
working from home, to temperature screening, to FFCRA leave. Can you give us an insider's
view of DOL's major COVID-related rules, initiatives and programs?
6. CRAIG: How has COVID impacted OFCCP, either internally in terms of operations, or
externally with compliance reviews or investigations?
7. KATE: The patchwork of leave laws is a major challenge for employers, particularly with the
new state and local COVID leave laws. DOL is limited by statute as to what it can do in the
paid leave space, but WHD published an RFI for FMLA — can you tell us about the next steps
for the review and what do you see as some potential areas for improvement by the next
Administration?
8. KATE: What about OSHA — health and safety in the workplace is at the forefront of
everyone's mind during the pandemic. What can you tell us about OSHA activity, past,
present and future? Can you describe how SOL worked with OSHA to support the delivery
of large numbers of guidance materials to the regulated community on COVID-19 since early
March? Did SOL assist OSHA in working with the CDC on developing these materials? Can
you describe SOL's role in assisting OSHA's enforcement on COVID-19 including informal
complaints and onsite inspections? What can employers expect from now to January 20 and
beyond?
C.

Specific Enforcement/Legal Issues
1. BOTH KATE and CRAIG: Turning now to enforcement, the inside workings of DOL are a bit of
a mystery to folks on the outside. But having been at DOL, I know that the goal is for the
programs to work closely with the Office of the Solicitor. I know you can't speak about
specific investigations, but are there particular or recurring issues that you are seeing in the
pipeline, particular areas of agency concern that employers could be focused on now to avoid
problems?
2. BOTH: In the same vein, do you see areas where employers could have avoided litigation or
resolved an issue sooner? Any "tips and pointers" for compliance?
3. KATE: Are there particular enforcement priorities that you would like to see continue or
expect to continue in a new administration?

Morgan, Lewis & Bockius LLP
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Questions for Craig Leen
1. The EO 13950 on "divisive" diversity training has been particularly challenging for employers
because they have training scheduled and some have strong views about the value of the types
of training that may now be prescribed. I know you have spoken publicly about the EO and
compliance, but can you tell us what you think is acceptable and not — in other words, what
would OFCCP be looking for in an investigation?
2. On the same topic, how many active investigations does OFCCP have under existing EO 11246,
and do you open an investigation for every complaint or is there some threshold you consider to
lack merit?
3. Is it safe to say that OFCCP would follow its usual process, including conciliation efforts? What
types of conciliation agreement do you think is appropriate for EO 13950?
4. How are the new accommodations compliance reviews going? What are some best practices for
contractors in reviewing their RA process?
5. I often hear from contractors that they seem to be repeatedly chosen for audits, even though
they have a history of a clean bill of health — what would you say to these contractors?

Morgan, Lewis & Bockius LLP
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From:
To:
CC:
Sent:
Subject:
Attachments:

Wright, Samuel F.
opm.gov>
(b) 6
Leen, Craig - OFC'CR
Kirk, Dennis D.; Gableman, Michael J.; Moeini, Ada; Hemenway, Margaret
11/25/2020 2:01:24 PM
Executive Order 13950 of 9/22/2020
OPM Memo REGARDING EO 13950 11.25 (FINAL)--1126.pdf

CAUTION - The sender of this message is external to the DOL network. Please use care when clicking on links and responding with
sensitive information. Send suspicious email to spam@dol.gov.

Mr. Leen:
Here is our new memorandum about Executive Order 13950. This may be useful to you.
OPM's responsibilities, with respect to determining compliance with the Executive Order with respect to training
of Federal civilian employees, are similar to DOL's responsibilities with respect to training of employees of
Federal contractors and subcontractors. If it would be helpful, we could meet to compare notes.
Have a great Thanksgiving.
Respectfully,

Samuel F. Wright
Deputy Associate Director for Outreach, Diversity & Inclusion
Employee Services
U.S. Office of Personnel Management
1900 E Street NW, Room 7439H
Washington, DC 20415
(202)
office)
(202)
cell)

(b)
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UNITED STATES OFFICE OF PER

IANAGE ENT

Washington, DC 20415
Employee Penne

MEMORANDUM REGARDING EXECUTIVE ORDER 13950
FROM:

Samuel F. Wright, Esq., Deputy Associate Director,
Outreach, Diversity, And Inclusion, Employee Services Division

SUBJECT:

Compliance Review of Employee Training Under E.O. 13950 of September 22, 2020

Executive Order (FAT) 13950—on Combating Race and Sex Stereotyping—issued on September 22,
2020, prohibits Federal agencies from utilizing diversity and inclusion training programs that "are
designed to divide us and to prevent us from uniting as one people in pursuit of one common destiny
for our great country." The Order also prohibits diversity and inclusion programs that "promote race
or sex stereotyping or scapegoating."
Under section 7(a) of E.O. 13950, the U.S. Office of Personnel Management (OPM) has been assigned
the responsibility for determining whether agency materials comply with E.O. 13950. No agency may
present any training or distribute or display any materials related to diversity and inclusion unless OPM
has first determined that such materials comply with the E.O.
This memo is a follow-up to the earlier OPM memo of October 2, 2020 as well as the related Office
of Management and Budget (OMB) AI-20-34 and M-20-37 memoranda. OPM has carefully reviewed
both E.O. 13950 and the two referenced OMB memoranda. Together, these four documents set out
the principles which will underpin OPM's review of agency materials.'
I. Guiding Principles
It has been incorrectly reported that E.O. 13950 eliminates diversity and inclusion training. It does
not. Rather, the E.O. states that "[t]raining employees to create an inclusive workplace is appropriate
and beneficial." In fact, the purpose of the E.O. is to eliminate a "malign subset" of diversity and
inclusion training. This malign subset includes the kind of training which either states or implies that

1 All earlier directives on Diversity training are attached as follows:
1)

The OMB Mei o, dated September 4, 2020

2)

The President's Executive Order 13950, dated September 22, 'kr

3)

The (Y\4B Memo, dated September 28, 2020

4)

The OPM Memo, dated October 2, 2020
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individual characteristics such as race and sex determine the outcome of employment-related decisions
within the Federal Government.
The E.O. prioritizes the consistent utilization of the Merit System Principles (MSPs) in the Federal
workplace. These principles—promulgated by Congress for the purposes of promoting excellence in
the Federal workplace and attaining a workforce which is representative of all segments of society—
align with the E.O.'s requirement that all Federal employees "receive fair and equitable treatment in
all aspects of personnel management without regard to race or sex and with proper regard to their
constitutional rights." In effect, the terms of the Order demonstrate a commitment to ensuring that
the Federal Government remains free of the Prohibited Personnel Practices (PPPs), because violating
the PPPs undermines solidarity and cohesion in the workforce.
E.O. 13950 provides three examples of objectionable training materials. The first example stated that
racism "is interwoven into every fabric of America." The second example claimed that an emphasis
on "rationality over emotionality" was a characteristic of "white male[s]" and asked those present to
"acknowledge" their "privilege." The third example, from a Smithsonian Institution museum graphic,
claimed that concepts like "objective, rational linear thinking," "hard work," and the "nuclear family"
are not values that unite Americans of all races but are instead "aspects and assumptions of whiteness."
The museum also stated that "[f]acing your whiteness is hard and can result in feelings of guilt, sadness,
confusion, defensiveness, or fear."
E.O. 13950 notes that such practices are "divisive" and "contrary to the fundamental premises
underpinning our Republic: that all individuals are created equal and should be allowed an equal
opportunity under the law to pursue happiness and prosper based on individual merit." They are
contrary to those premises because in each instance they promoted identitarian stereotyping and/or
scapegoating. This is unacceptable not only because it is counterfactual, but also because it creates
unnecessary division and discord among Federal employees who should feel comfortable in the
knowledge that their hiring, training, promotion, and performance ratings are based on the quality and
content of their work, not on the presence or absence of immutable characteristics.
II. Determining Compliance
OPM has adopted a broad interpretation of the words, phrases, and concepts whose use would render
a set of materials noncompliant with E.O. 13950. The Order encourages free, fair, and well-balanced
diversity and inclusion training materials that emphasize excellence and unity in the workforce. It
specifically prohibits a "malign subset" of training materials that violate the established MSPs and/or
would engage in the PPPs by advancing discrimination, prejudicial behavior, and disparate treatment
of one person versus another in the workplace.
While it would be impossible to set out a comprehensive list of words or phrases which—standing
alone—would conclusively demonstrate compliance or noncompliance with the Order, OPM has
assembled a non-exhaustive collection of phrases whose use may indicate noncompliance.
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Those phrases include, but are not limited to1) Terms explicitly cited in OMB memo 41 20 372:
■

"critical race theory"

■

"white privilege"

■

"intersectionality"

■

"systemic racism" (including variations such as institutional racism/sexism)

■

"positionality"

■

"racial humility"

■

"unconscious bias" (including implicit bias)

2) Terms or language that, when used in the context of diversity training, could a) potentially
communicate or imply a "divisive concept"3 prohibited by LO. 13950; b) possibly
"engender division and resentment within the Federal workforcei4; or, c) potentially
advance those identitarian "stereotyping and scapegoating" practices the Order finds
"offensive and anti-American,i5 thereby warranting further evaluation. Such as:
■

"New Inclusivity Quotient" (including "New IQ")

■

"Inclusive Culture Quotient" (ICO)

■

"Diversity Gap"

■

"Anti-racism/Anti-racist"

■

"Empowerment"

■

"Marginalized"

■

"Micro-aggression"

■

"Toxic Masculinity"

■

"Patriarchy"

■

"Oppression/oppressive"

■

"White fragility"

In the context of OPM's review, these terms may help to identify the type of training prohibited by
the E.O.; however, merely searching for these terms without additional review does not—and
cannot—satisfy the review requirements of the E.O. The divisive concepts prohibited by E.O. 13950
(e.g., that the United States is fundamentally racist or sexist or that an individual, by virtue of his or

OMB Memo M-20-37 of Sept. 28th, 2020.
E.O. 13950 of Sept. 22nd, 2020.
4 OMB Memo M-20-34 of Sept. 4th, 2020.
5 E.O. 13950 of Sept. 22m, 2020.

2
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her race or sex is inherently racist, sexist, or oppressive) could be expressed in any number of ways
and so each submitted item will be reviewed in its entirety.
III. Procedures
Each Cabinet-level department or independent agency is expected to designate a point person for
managing their compliance efforts.' He or she will then be granted the required permissions on the
Max, ov website by OPM in order to upload the agency's diversity and inclusion materials. OPM
requests that the point person submit on the Max.gov website all that agency's training materials as a
single complete submission and at one time. Agency point persons shall include in their submission a
statement of attestation, confirming that all materials stipulated for review have been included in the
submission.
Submissions must include all ancillary materials utilized during the presentation. For instance, if a
presentation refers to a specific video, that video must be submitted with the presentation that
references it. Similarly, if the context of the training material anticipates some form of audience
interaction or participation, the presenter's full script or some other description of the expected
interaction must be included with the presentation. Incomplete submissions will not be approved.
Please note that OPM must be able to review the entirety of each presentation before it may conclude
that the material complies with E.O. 13950. If, for whatever reason, a submitted presentation is
incomplete, OPM will have no choice but to find that it does not comply with the Order's
requirements. This is not reflective of a high burden of proof on the agency to show that their material
complies with the E.O.; but rather, it is reflective of each agency's burden to make the entire
presentation available for review. Put simply, if the material submitted is insufficient for proper
evaluation and the review is deemed inconclusive, the only alternative for OPM under the terms of
E.O. 13950 is to find that the material does not comply.
Departments and agencies are advised to review their own training materials and make improvements,
if necessary, before submitting them to OPM for approval. Of course, agency reviews are not a
substitute for OPM reviews. Under section 7(a) of E.O. 13950, all diversity and inclusion training
materials must be submitted to and approved by OPM before they are used, but if departments and
agencies review and improve their own materials before submitting them to OPM, it is likely that a
higher percentage of materials will be approved, and the process will be smoother and more
expeditious.

6 E.O. 13950
6(c) directs agency heads to:
"(i) issue an order incorporating the requirements of this order into agency operations, including by making compliance
with order a provision in all agency contracts for diversity training; (ii) request that the agency inspector general thoroughly
review and assess by the end of the calendar year, and not less than annually thereafter, agency compliance with the
requirements of this order in the form of a report submitted to OMB; and, (iii) assign at least one senior political appointee
responsibility for ensuring compliance with the requirements of this order."
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Departments and agencies are also encouraged to cull training materials before submitting them to
OPM for review. One large Department informed OPM that it had 1,200 different diversity and
inclusion training presentations for review. That Department was encouraged to define 20-100
categories and to submit only the best, most representative example in each category for OPM to
review. In the end, that Department submitted 41 training modules for OPM to review. Of course,
training materials that are not submitted for review may not be used now or in the future.
IV. Criteria for approval
Pursuant to the above, OPM's review will consist of three stages. Step one will be rather
straightforward, routine, and mechanical. It consists of running a search for the problematic language
discussed earlier which could suggest noncompliance. Next, those materials flagged in the initial search
will undergo additional screening in order to examine the context in which they appear. If no divisive
terms or phrases are discovered, OPM will then review the entirety of the submission in order to
determine compliance with the intent, tenor, stated goals, and policy objectives of E.O. 13950.
Departments and agencies are encouraged to apply these same criteria in reviewing their materials
internally before submitting them to OPM for review.

5
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APPENDIX 1

EXECUTIVE ORDER 13950 - COMBATING RACE AND SEX STEREOTYPING
FREQUENTLY ASKFD QUESTIONS
On September 22, 2020, President Trump issued Executive Order 13950, "Combating Race
and Sex Stereotyping." The Executive Order sets forth the policy of the United States "not to
promote race or sex stereotyping or scapegoating" and prohibits Federal contractors from
inculcating such views in employees though workplace diversity and inclusion trainings. Here
are 16 frequently asked questions and OPM's responses:

1. When does Executive Order 13950 become effective?
The Executive Order became effective immediately when signed on September 22, 2020, but
the requirements for Federal contractors and subcontractors went into effect for contracts
signed 60 days or more after the date of the E.O.-November 21, 2020.
2. To what does E.O. 13950 apply?
E.O. 13950 applies to diversity or inclusion training of Federal civilian employees, members
of the uniformed services, and employees of Federal contractors. But OPM review
responsibility under section 7(a) is limited to "all training programs for [Federal] agency
employees relating to diversity and inclusion." All those training materials must be submitted
to OPM and approved before they are used.
3. Does E.O. 13950 apply to equal employment opportunity training? What about sexual
harassment prevention training or leadership development training?
E.O. 13950 applies to diversity or inclusion training, but the E.O. forbids use of the prohibited
terms or concepts in any training session for Federal civilian employees, members of the
uniformed services, or employees of Federal contractors (including subcontractors). We will
look with disfavor upon attempts to avoid compliance with the E.O. or OPM review of
materials through clever labeling or relabeling.
4. What constitutes "race or sex stereotyping" under Executive Order 13950?
As defined in E.O. 13950, race or sex stereotyping means ascribing character traits, values,
moral and ethical codes, privileges, status, or beliefs to a race or sex, or to individuals because
of their race or sex.
5. What constitutes "race or sex scapegoating" under Executive Order 13950?
Race or sex scapegoating means assigning fault, blame, or bias to a race or sex, or to members
of a race or sex, because of their race or sex. It encompasses any claim that, consciously or
unconsciously, and by virtue of their race or sex, members of any race are inherently racist or
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are inherently inclined to oppress others, or that members of a sex are inherently sexist or
inclined to oppress others.
6. Is such stereotyping and scapegoating unlawful in a training program?
Yes. Executive Order 13950 prohibits all departments, independent agencies, and Federal
contractors from using any workplace training "that inculcates in its employees any form of
race or sex stereotyping or any form of race or sex scapegoating."
7. What are examples of race or sex stereotyping or scapegoating?
Race or sex stereotyping or scapegoating includes but is not limited to the concepts that
•
•
•
•
•
•
•
•

one race or sex is inherently superior to another race or sex;
an individual, by virtue of his or her race or sex, is inherently racist, sexist, or
oppressive, whether consciously or unconsciously;
an individual should be discriminated against or receive adverse treatment solely or
partly because of his or her race or sex;
members of one race or sex cannot and should not attempt to treat others without
respect to race or sex;
an individual's moral character is necessarily determined by his or her race or sex;
an individual, by virtue of his or her race or sex, bears responsibility for actions
committed in the past by other members of the same race or sex;
any individual should feel discomfort, guilt, anguish, or any other form of
psychological distress on account of his or her race or sex; or
meritocracy or traits such as a hard work ethic are racist or sexist or were created by
one race to oppress another race.

8. Does Executive Order 13950 prohibit unconscious bias or implicit bias training?
Unconscious or implicit bias training is prohibited where it teaches, or otherwise discusses,
that an individual, by virtue of his or her race or sex, is inherently racist, sexist, or oppressive,
whether consciously or unconsciously. It is advisable that agencies
carefully review unconscious bias or implicit bias training to ensure that the program does not
engage in race or sex stereotyping or scapegoating.
9. How will OPM keep track of the approved submissions?
OPM has implemented a pagination stamp alpha-numerical process for approved documents.
All approved submissions are stamped on each page sequentially—to prevent internal
additions after the fact.
10. Will Agencies have access to OPM-approved materials?
OPM has created an archive of approved materials under a designated folder on the MAX.gov
website. Agencies and Chief Human Capital Officers (CHCOs) will be able to access and

7

DOL004299

consult this database as a resource in reviewing or devising their diversity/inclusion training
materials.
11. If two agencies use the same contractor and one of them has already shared and
gotten approval for training materials, does the other agency need to submit the same
slides?
Only materials that have been approved and have the OPM pagination stamp may be used in
training. Agencies do not need to resubmit for review pages that have already been approved
by OPM earlier or via other agencies' compliance efforts. A department or agency that wishes
to utilize diversity or inclusion training materials that have already been approved for other
departments or agencies should notify OPM, via the Max.gov website, identifying the specific
pre-approved training modules that will be used. All other diversity or inclusion training
materials must be retired and not utilized.
12. Do Federal Executive Boards submit their training materials through their parent
agencies or independently?
Only independent agencies and departments may file for review. Parent agencies must submit
all training materials in a single submission on Max.gov through a designated point person.
13. Must agencies submit all their existing training materials?
Agencies are free to review, check for redundancies, and consolidate all their existing training
materials. Agencies are encouraged to cull their training and submit their most compliant
materials, but they are advised that any unsubmitted, unapproved material is ineligible for
future use and must be retired.
14. What constitutes "training" that must be reviewed by OPM?
Pursuant to E.O. 13950, any training programs or activities, including pertinent monthly
observance events, that employ Federal Government resources and involve Government
employees or otherwise have anything to do with the Federal Government and that relate to
diversity or inclusion require submission, review, and approval by OPM. Unapproved
programming may not be used now or in the future. E.O. 13950 also forbids use of the
forbidden terms and concepts in Federal agency Internet and Intranet sites aimed at the
general public or Federal employees.
15. Does E.O. 13950 apply to training sessions conducted by labor organizations or
Employee Resource Groups (ERGs)?
Yes. If Federal employees conducting or attending the training are on Government-paid time
while conducting or attending the training, or if the training session is to be conducted on or
within a Federal facility, or if Federal resources or equipment are used to conduct or publicize
the training session, E.O. 13950 applies and the training materials must be submitted to OPM
and approved in advance.
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16. What criteria will OPM use when it considers whether a training material complies
with E.O 13950?
The Executive Order bans the use of "divisive concepts" that could promote discord and
disunity in the Federal Government. OPM has adopted a broad interpretation of those words,
phrases, and concepts whose use in the context of diversity or inclusion training would render
a set of materials noncompliant with E.O. 13950.

9
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From:

To:
CC:
Sent:
Subject:
Attachments:

Leen, Craig - OFCCP </O=EXCHANGELABS/OU=EXCHANGE ADMINISTRATIVE GROUP
(FYDIBOHF23SPDLT)/CN=RECIPIENTS
/CN=5FFD4A5B3CC74F49A5D2BF4C747416D4-LEEN, CRAIG>
Wright, Samuel F.
Kirk, Dennis D.; Gableman, Michael J.; Moeini, Arta; Hemenway, Margaret; Williams, Tina T OFCCP; Gean, Lissette - OFCCP
11/25/2020 2:22:29 PM
RE: Executive Order 13950 of 9/22/2020
OPM Memo REGARDING EO 13950 11.25 (FINAL)--1126.pdf

Thanks so much. I really appreciate you sending this to me. It'd be great to speak with you when you're
available. When would be a good time? I'm copying OFCCP's Policy Director (Tina Williams) as well as she is
helping me with our compliance assistance materials related to EO 13950 for federal contractors. I know she will
appreciate this memo and I want to ensure she is in contact with your office as well. I'm also copying our Chief
of Staff (Lissette Gean) who is another point person for us on this.
Also, I wish everyone a very Happy Thanksgiving.
Please feel free to call me Craig as well.
Best,
Craig
Craig E. Leen
OFCCP Director

(b) 6
From: Wright, Samuel F.
@opm.gov>
Sent: Wednesday, November 25, 2020 2:01 PM
To: Leen, Craig - OFCCP <Leen.Craig@DOL.gov>
Cc: Kirk, Dennis D. <i
(b) 6.- 7opm.gov>; Gableman, Michael J.
Arta
.j©opm.gov>; Hemenway, Margaret
(b) 6
Subject: Executive Order 13950 of 9/22/2020

@opm.gov>

._)

opm.gov>; Moeini,

CAUTION - The sender of this message is external to the DOL network. Please use care when clicking on links and responding with
sensitive information. Send suspicious email to spam@dol gpv.

Mr. Leen:
Here is our new memorandum about Executive Order 13950. This may be useful to you.
OPM's responsibilities, with respect to determining compliance with the Executive Order with respect to training
of Federal civilian employees, are similar to DOL's responsibilities with respect to training of employees of
Federal contractors and subcontractors. If it would be helpful, we could meet to compare notes.
Have a great Thanksgiving.

DOL004302

Respectfully,

Samuel F. Wright
Deputy Associate Director for Outreach, Diversity & Inclusion
Employee Services
U.S. Office of Personnel Management
1900 E Street NW, Room 7439H
Washington, DC 20415
(202); n. "
(office)
(202)i (I))
(cell)
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UNITED STATES OFFICE OF PER

IANAGE ENT

Washington, DC 20415
Employee Penne

MEMORANDUM REGARDING EXECUTIVE ORDER 13950
FROM:

Samuel F. Wright, Esq., Deputy Associate Director,
Outreach, Diversity, And Inclusion, Employee Services Division

SUBJECT:

Compliance Review of Employee Training Under E.O. 13950 of September 22, 2020

Executive Order (FAT) 13950—on Combating Race and Sex Stereotyping—issued on September 22,
2020, prohibits Federal agencies from utilizing diversity and inclusion training programs that "are
designed to divide us and to prevent us from uniting as one people in pursuit of one common destiny
for our great country." The Order also prohibits diversity and inclusion programs that "promote race
or sex stereotyping or scapegoating."
Under section 7(a) of E.O. 13950, the U.S. Office of Personnel Management (OPM) has been assigned
the responsibility for determining whether agency materials comply with E.O. 13950. No agency may
present any training or distribute or display any materials related to diversity and inclusion unless OPM
has first determined that such materials comply with the E.O.
This memo is a follow-up to the earlier OPM memo of October 2, 2020 as well as the related Office
of Management and Budget (OMB) AI-20-34 and M-20-37 memoranda. OPM has carefully reviewed
both E.O. 13950 and the two referenced OMB memoranda. Together, these four documents set out
the principles which will underpin OPM's review of agency materials.'
I. Guiding Principles
It has been incorrectly reported that E.O. 13950 eliminates diversity and inclusion training. It does
not. Rather, the E.O. states that "[t]raining employees to create an inclusive workplace is appropriate
and beneficial." In fact, the purpose of the E.O. is to eliminate a "malign subset" of diversity and
inclusion training. This malign subset includes the kind of training which either states or implies that

1 All earlier directives on Diversity training are attached as follows:
1)

The OMB Mei o, dated September 4, 2020

2)

The President's Executive Order 13950, dated September 22, 'kr

3)

The (Y\4B Memo, dated September 28, 2020

4)

The OPM Memo, dated October 2, 2020
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individual characteristics such as race and sex determine the outcome of employment-related decisions
within the Federal Government.
The E.O. prioritizes the consistent utilization of the Merit System Principles (MSPs) in the Federal
workplace. These principles—promulgated by Congress for the purposes of promoting excellence in
the Federal workplace and attaining a workforce which is representative of all segments of society—
align with the E.O.'s requirement that all Federal employees "receive fair and equitable treatment in
all aspects of personnel management without regard to race or sex and with proper regard to their
constitutional rights." In effect, the terms of the Order demonstrate a commitment to ensuring that
the Federal Government remains free of the Prohibited Personnel Practices (PPPs), because violating
the PPPs undermines solidarity and cohesion in the workforce.
E.O. 13950 provides three examples of objectionable training materials. The first example stated that
racism "is interwoven into every fabric of America." The second example claimed that an emphasis
on "rationality over emotionality" was a characteristic of "white male[s]" and asked those present to
"acknowledge" their "privilege." The third example, from a Smithsonian Institution museum graphic,
claimed that concepts like "objective, rational linear thinking," "hard work," and the "nuclear family"
are not values that unite Americans of all races but are instead "aspects and assumptions of whiteness."
The museum also stated that "[f]acing your whiteness is hard and can result in feelings of guilt, sadness,
confusion, defensiveness, or fear."
E.O. 13950 notes that such practices are "divisive" and "contrary to the fundamental premises
underpinning our Republic: that all individuals are created equal and should be allowed an equal
opportunity under the law to pursue happiness and prosper based on individual merit." They are
contrary to those premises because in each instance they promoted identitarian stereotyping and/or
scapegoating. This is unacceptable not only because it is counterfactual, but also because it creates
unnecessary division and discord among Federal employees who should feel comfortable in the
knowledge that their hiring, training, promotion, and performance ratings are based on the quality and
content of their work, not on the presence or absence of immutable characteristics.
II. Determining Compliance
OPM has adopted a broad interpretation of the words, phrases, and concepts whose use would render
a set of materials noncompliant with E.O. 13950. The Order encourages free, fair, and well-balanced
diversity and inclusion training materials that emphasize excellence and unity in the workforce. It
specifically prohibits a "malign subset" of training materials that violate the established MSPs and/or
would engage in the PPPs by advancing discrimination, prejudicial behavior, and disparate treatment
of one person versus another in the workplace.
While it would be impossible to set out a comprehensive list of words or phrases which—standing
alone—would conclusively demonstrate compliance or noncompliance with the Order, OPM has
assembled a non-exhaustive collection of phrases whose use may indicate noncompliance.

2

DOL004305

Those phrases include, but are not limited to1) Terms explicitly cited in OMB memo 41 20 372:
■

"critical race theory"

■

"white privilege"

■

"intersectionality"

■

"systemic racism" (including variations such as institutional racism/sexism)

■

"positionality"

■

"racial humility"

■

"unconscious bias" (including implicit bias)

2) Terms or language that, when used in the context of diversity training, could a) potentially
communicate or imply a "divisive concept"3 prohibited by LO. 13950; b) possibly
"engender division and resentment within the Federal workforcei4; or, c) potentially
advance those identitarian "stereotyping and scapegoating" practices the Order finds
"offensive and anti-American,i5 thereby warranting further evaluation. Such as:
■

"New Inclusivity Quotient" (including "New IQ")

■

"Inclusive Culture Quotient" (ICO)

■

"Diversity Gap"

■

"Anti-racism/Anti-racist"

■

"Empowerment"

■

"Marginalized"

■

"Micro-aggression"

■

"Toxic Masculinity"

■

"Patriarchy"

■

"Oppression/oppressive"

■

"White fragility"

In the context of OPM's review, these terms may help to identify the type of training prohibited by
the E.O.; however, merely searching for these terms without additional review does not—and
cannot—satisfy the review requirements of the E.O. The divisive concepts prohibited by E.O. 13950
(e.g., that the United States is fundamentally racist or sexist or that an individual, by virtue of his or

OMB Memo M-20-37 of Sept. 28th, 2020.
E.O. 13950 of Sept. 22nd, 2020.
4 OMB Memo M-20-34 of Sept. 4th, 2020.
5 E.O. 13950 of Sept. 22m, 2020.
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her race or sex is inherently racist, sexist, or oppressive) could be expressed in any number of ways
and so each submitted item will be reviewed in its entirety.
III. Procedures
Each Cabinet-level department or independent agency is expected to designate a point person for
managing their compliance efforts.' He or she will then be granted the required permissions on the
Max, ov website by OPM in order to upload the agency's diversity and inclusion materials. OPM
requests that the point person submit on the Max.gov website all that agency's training materials as a
single complete submission and at one time. Agency point persons shall include in their submission a
statement of attestation, confirming that all materials stipulated for review have been included in the
submission.
Submissions must include all ancillary materials utilized during the presentation. For instance, if a
presentation refers to a specific video, that video must be submitted with the presentation that
references it. Similarly, if the context of the training material anticipates some form of audience
interaction or participation, the presenter's full script or some other description of the expected
interaction must be included with the presentation. Incomplete submissions will not be approved.
Please note that OPM must be able to review the entirety of each presentation before it may conclude
that the material complies with E.O. 13950. If, for whatever reason, a submitted presentation is
incomplete, OPM will have no choice but to find that it does not comply with the Order's
requirements. This is not reflective of a high burden of proof on the agency to show that their material
complies with the E.O.; but rather, it is reflective of each agency's burden to make the entire
presentation available for review. Put simply, if the material submitted is insufficient for proper
evaluation and the review is deemed inconclusive, the only alternative for OPM under the terms of
E.O. 13950 is to find that the material does not comply.
Departments and agencies are advised to review their own training materials and make improvements,
if necessary, before submitting them to OPM for approval. Of course, agency reviews are not a
substitute for OPM reviews. Under section 7(a) of E.O. 13950, all diversity and inclusion training
materials must be submitted to and approved by OPM before they are used, but if departments and
agencies review and improve their own materials before submitting them to OPM, it is likely that a
higher percentage of materials will be approved, and the process will be smoother and more
expeditious.

6 E.O. 13950
6(c) directs agency heads to:
"(i) issue an order incorporating the requirements of this order into agency operations, including by making compliance
with order a provision in all agency contracts for diversity training; (ii) request that the agency inspector general thoroughly
review and assess by the end of the calendar year, and not less than annually thereafter, agency compliance with the
requirements of this order in the form of a report submitted to OMB; and, (iii) assign at least one senior political appointee
responsibility for ensuring compliance with the requirements of this order."
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Departments and agencies are also encouraged to cull training materials before submitting them to
OPM for review. One large Department informed OPM that it had 1,200 different diversity and
inclusion training presentations for review. That Department was encouraged to define 20-100
categories and to submit only the best, most representative example in each category for OPM to
review. In the end, that Department submitted 41 training modules for OPM to review. Of course,
training materials that are not submitted for review may not be used now or in the future.
IV. Criteria for approval
Pursuant to the above, OPM's review will consist of three stages. Step one will be rather
straightforward, routine, and mechanical. It consists of running a search for the problematic language
discussed earlier which could suggest noncompliance. Next, those materials flagged in the initial search
will undergo additional screening in order to examine the context in which they appear. If no divisive
terms or phrases are discovered, OPM will then review the entirety of the submission in order to
determine compliance with the intent, tenor, stated goals, and policy objectives of E.O. 13950.
Departments and agencies are encouraged to apply these same criteria in reviewing their materials
internally before submitting them to OPM for review.

5
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APPENDIX 1

EXECUTIVE ORDER 13950 - COMBATING RACE AND SEX STEREOTYPING
FREQUENTLY ASKFD QUESTIONS
On September 22, 2020, President Trump issued Executive Order 13950, "Combating Race
and Sex Stereotyping." The Executive Order sets forth the policy of the United States "not to
promote race or sex stereotyping or scapegoating" and prohibits Federal contractors from
inculcating such views in employees though workplace diversity and inclusion trainings. Here
are 16 frequently asked questions and OPM's responses:

1. When does Executive Order 13950 become effective?
The Executive Order became effective immediately when signed on September 22, 2020, but
the requirements for Federal contractors and subcontractors went into effect for contracts
signed 60 days or more after the date of the E.O.-November 21, 2020.
2. To what does E.O. 13950 apply?
E.O. 13950 applies to diversity or inclusion training of Federal civilian employees, members
of the uniformed services, and employees of Federal contractors. But OPM review
responsibility under section 7(a) is limited to "all training programs for [Federal] agency
employees relating to diversity and inclusion." All those training materials must be submitted
to OPM and approved before they are used.
3. Does E.O. 13950 apply to equal employment opportunity training? What about sexual
harassment prevention training or leadership development training?
E.O. 13950 applies to diversity or inclusion training, but the E.O. forbids use of the prohibited
terms or concepts in any training session for Federal civilian employees, members of the
uniformed services, or employees of Federal contractors (including subcontractors). We will
look with disfavor upon attempts to avoid compliance with the E.O. or OPM review of
materials through clever labeling or relabeling.
4. What constitutes "race or sex stereotyping" under Executive Order 13950?
As defined in E.O. 13950, race or sex stereotyping means ascribing character traits, values,
moral and ethical codes, privileges, status, or beliefs to a race or sex, or to individuals because
of their race or sex.
5. What constitutes "race or sex scapegoating" under Executive Order 13950?
Race or sex scapegoating means assigning fault, blame, or bias to a race or sex, or to members
of a race or sex, because of their race or sex. It encompasses any claim that, consciously or
unconsciously, and by virtue of their race or sex, members of any race are inherently racist or
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are inherently inclined to oppress others, or that members of a sex are inherently sexist or
inclined to oppress others.
6. Is such stereotyping and scapegoating unlawful in a training program?
Yes. Executive Order 13950 prohibits all departments, independent agencies, and Federal
contractors from using any workplace training "that inculcates in its employees any form of
race or sex stereotyping or any form of race or sex scapegoating."
7. What are examples of race or sex stereotyping or scapegoating?
Race or sex stereotyping or scapegoating includes but is not limited to the concepts that
•
•
•
•
•
•
•
•

one race or sex is inherently superior to another race or sex;
an individual, by virtue of his or her race or sex, is inherently racist, sexist, or
oppressive, whether consciously or unconsciously;
an individual should be discriminated against or receive adverse treatment solely or
partly because of his or her race or sex;
members of one race or sex cannot and should not attempt to treat others without
respect to race or sex;
an individual's moral character is necessarily determined by his or her race or sex;
an individual, by virtue of his or her race or sex, bears responsibility for actions
committed in the past by other members of the same race or sex;
any individual should feel discomfort, guilt, anguish, or any other form of
psychological distress on account of his or her race or sex; or
meritocracy or traits such as a hard work ethic are racist or sexist or were created by
one race to oppress another race.

8. Does Executive Order 13950 prohibit unconscious bias or implicit bias training?
Unconscious or implicit bias training is prohibited where it teaches, or otherwise discusses,
that an individual, by virtue of his or her race or sex, is inherently racist, sexist, or oppressive,
whether consciously or unconsciously. It is advisable that agencies
carefully review unconscious bias or implicit bias training to ensure that the program does not
engage in race or sex stereotyping or scapegoating.
9. How will OPM keep track of the approved submissions?
OPM has implemented a pagination stamp alpha-numerical process for approved documents.
All approved submissions are stamped on each page sequentially—to prevent internal
additions after the fact.
10. Will Agencies have access to OPM-approved materials?
OPM has created an archive of approved materials under a designated folder on the MAX.gov
website. Agencies and Chief Human Capital Officers (CHCOs) will be able to access and
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consult this database as a resource in reviewing or devising their diversity/inclusion training
materials.
11. If two agencies use the same contractor and one of them has already shared and
gotten approval for training materials, does the other agency need to submit the same
slides?
Only materials that have been approved and have the OPM pagination stamp may be used in
training. Agencies do not need to resubmit for review pages that have already been approved
by OPM earlier or via other agencies' compliance efforts. A department or agency that wishes
to utilize diversity or inclusion training materials that have already been approved for other
departments or agencies should notify OPM, via the Max.gov website, identifying the specific
pre-approved training modules that will be used. All other diversity or inclusion training
materials must be retired and not utilized.
12. Do Federal Executive Boards submit their training materials through their parent
agencies or independently?
Only independent agencies and departments may file for review. Parent agencies must submit
all training materials in a single submission on Max.gov through a designated point person.
13. Must agencies submit all their existing training materials?
Agencies are free to review, check for redundancies, and consolidate all their existing training
materials. Agencies are encouraged to cull their training and submit their most compliant
materials, but they are advised that any unsubmitted, unapproved material is ineligible for
future use and must be retired.
14. What constitutes "training" that must be reviewed by OPM?
Pursuant to E.O. 13950, any training programs or activities, including pertinent monthly
observance events, that employ Federal Government resources and involve Government
employees or otherwise have anything to do with the Federal Government and that relate to
diversity or inclusion require submission, review, and approval by OPM. Unapproved
programming may not be used now or in the future. E.O. 13950 also forbids use of the
forbidden terms and concepts in Federal agency Internet and Intranet sites aimed at the
general public or Federal employees.
15. Does E.O. 13950 apply to training sessions conducted by labor organizations or
Employee Resource Groups (ERGs)?
Yes. If Federal employees conducting or attending the training are on Government-paid time
while conducting or attending the training, or if the training session is to be conducted on or
within a Federal facility, or if Federal resources or equipment are used to conduct or publicize
the training session, E.O. 13950 applies and the training materials must be submitted to OPM
and approved in advance.
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16. What criteria will OPM use when it considers whether a training material complies
with E.O 13950?
The Executive Order bans the use of "divisive concepts" that could promote discord and
disunity in the Federal Government. OPM has adopted a broad interpretation of those words,
phrases, and concepts whose use in the context of diversity or inclusion training would render
a set of materials noncompliant with E.O. 13950.
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From:
To:
Sent:
Subject:

American Association for Access, Equity and Diversity <aaaaexecdir©gmail.com>
Leen, Craig - OFCCP
11/25/2020 2:55:17 PM
Happy Thanksgiving!

CAUTION - The sender of this message is external to the DOL network. Please use care when clicking on links and responding with sensitive
information. Send suspicious email to spam(Ool.gov.
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AAAED was proud to have you as a member or supporter when an ahistorical
government said "no" to diversity training that contained "implicit bias." We also
thank you for your support when we had to pivot from in-person learning to a
virtual platform. For some of us, Zoom was a new frontier and we had to learn
a new language. But we persisted, thanks to you.
On these days of thanksgiving, we want to let you know how much we
appreciate your being there.
We have much to do in the days ahead, and, with your help, AAAED will
continue to Advocate. Educate. Activate as we promote the tenets of access,
equity and diversity.
Please stay safe this season of thanksgiving, and have the best of holidays!
li o 're not an AAAED

e her, please join us h clicking here: Join Us
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Learn More

American Association for Access, Equity and Diversity I 1701 Pennsylvania Ave, NW, Suite 200,
Washington, DC 20006
Unsubscribe leen.craig@dol.gov
Update Profile I About our service provider
Sent by aaaaexecdir©gmail.com powered by
Trusted Erna from
Constant Contact
Try it FREE today,.

Try email marketing for free today!
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From:
To:
Sent:
Subject:
Attachments:

Taylor, Timothy J - SOL; Slater, Bryan - ASAM
11/25/2020 2:57:38 PM
OPM Memo
OPM Memo REGARDING EO 13950 11.25 (FINAL)--1126.pdf

Tim and Bryan,
OPM sent me this memo from today on EO 13950, which I thought would be useful for you both to have and
review.
Best,
Craig
Craig E. Leen
Director, Office of Federal Contract Compliance Programs
U.S. Department of Labor
200 Constitution Avenue, NW
Room C3325
Washington,._DC 20210
(b) 6 Ophone)
(202)
(202) 693-1304 (Fax)
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UNITED STATES OFFICE OF PER

IANAGE ENT

Washington, DC 20415
Employee Penne

MEMORANDUM REGARDING EXECUTIVE ORDER 13950
FROM:

Samuel F. Wright, Esq., Deputy Associate Director,
Outreach, Diversity, And Inclusion, Employee Services Division

SUBJECT:

Compliance Review of Employee Training Under E.O. 13950 of September 22, 2020

Executive Order (FAT) 13950—on Combating Race and Sex Stereotyping—issued on September 22,
2020, prohibits Federal agencies from utilizing diversity and inclusion training programs that "are
designed to divide us and to prevent us from uniting as one people in pursuit of one common destiny
for our great country." The Order also prohibits diversity and inclusion programs that "promote race
or sex stereotyping or scapegoating."
Under section 7(a) of E.O. 13950, the U.S. Office of Personnel Management (OPM) has been assigned
the responsibility for determining whether agency materials comply with E.O. 13950. No agency may
present any training or distribute or display any materials related to diversity and inclusion unless OPM
has first determined that such materials comply with the E.O.
This memo is a follow-up to the earlier OPM memo of October 2, 2020 as well as the related Office
of Management and Budget (OMB) AI-20-34 and M-20-37 memoranda. OPM has carefully reviewed
both E.O. 13950 and the two referenced OMB memoranda. Together, these four documents set out
the principles which will underpin OPM's review of agency materials.'
I. Guiding Principles
It has been incorrectly reported that E.O. 13950 eliminates diversity and inclusion training. It does
not. Rather, the E.O. states that "[t]raining employees to create an inclusive workplace is appropriate
and beneficial." In fact, the purpose of the E.O. is to eliminate a "malign subset" of diversity and
inclusion training. This malign subset includes the kind of training which either states or implies that

1 All earlier directives on Diversity training are attached as follows:
1)

The OMB Mei o, dated September 4, 2020

2)

The President's Executive Order 13950, dated September 22, 'kr

3)

The (Y\4B Memo, dated September 28, 2020

4)

The OPM Memo, dated October 2, 2020
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individual characteristics such as race and sex determine the outcome of employment-related decisions
within the Federal Government.
The E.O. prioritizes the consistent utilization of the Merit System Principles (MSPs) in the Federal
workplace. These principles—promulgated by Congress for the purposes of promoting excellence in
the Federal workplace and attaining a workforce which is representative of all segments of society—
align with the E.O.'s requirement that all Federal employees "receive fair and equitable treatment in
all aspects of personnel management without regard to race or sex and with proper regard to their
constitutional rights." In effect, the terms of the Order demonstrate a commitment to ensuring that
the Federal Government remains free of the Prohibited Personnel Practices (PPPs), because violating
the PPPs undermines solidarity and cohesion in the workforce.
E.O. 13950 provides three examples of objectionable training materials. The first example stated that
racism "is interwoven into every fabric of America." The second example claimed that an emphasis
on "rationality over emotionality" was a characteristic of "white male[s]" and asked those present to
"acknowledge" their "privilege." The third example, from a Smithsonian Institution museum graphic,
claimed that concepts like "objective, rational linear thinking," "hard work," and the "nuclear family"
are not values that unite Americans of all races but are instead "aspects and assumptions of whiteness."
The museum also stated that "[f]acing your whiteness is hard and can result in feelings of guilt, sadness,
confusion, defensiveness, or fear."
E.O. 13950 notes that such practices are "divisive" and "contrary to the fundamental premises
underpinning our Republic: that all individuals are created equal and should be allowed an equal
opportunity under the law to pursue happiness and prosper based on individual merit." They are
contrary to those premises because in each instance they promoted identitarian stereotyping and/or
scapegoating. This is unacceptable not only because it is counterfactual, but also because it creates
unnecessary division and discord among Federal employees who should feel comfortable in the
knowledge that their hiring, training, promotion, and performance ratings are based on the quality and
content of their work, not on the presence or absence of immutable characteristics.
II. Determining Compliance
OPM has adopted a broad interpretation of the words, phrases, and concepts whose use would render
a set of materials noncompliant with E.O. 13950. The Order encourages free, fair, and well-balanced
diversity and inclusion training materials that emphasize excellence and unity in the workforce. It
specifically prohibits a "malign subset" of training materials that violate the established MSPs and/or
would engage in the PPPs by advancing discrimination, prejudicial behavior, and disparate treatment
of one person versus another in the workplace.
While it would be impossible to set out a comprehensive list of words or phrases which—standing
alone—would conclusively demonstrate compliance or noncompliance with the Order, OPM has
assembled a non-exhaustive collection of phrases whose use may indicate noncompliance.
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Those phrases include, but are not limited to1) Terms explicitly cited in OMB memo 41 20 372:
■

"critical race theory"

■

"white privilege"

■

"intersectionality"

■

"systemic racism" (including variations such as institutional racism/sexism)

■

"positionality"

■

"racial humility"

■

"unconscious bias" (including implicit bias)

2) Terms or language that, when used in the context of diversity training, could a) potentially
communicate or imply a "divisive concept"3 prohibited by LO. 13950; b) possibly
"engender division and resentment within the Federal workforcei4; or, c) potentially
advance those identitarian "stereotyping and scapegoating" practices the Order finds
"offensive and anti-American,i5 thereby warranting further evaluation. Such as:
■

"New Inclusivity Quotient" (including "New IQ")

■

"Inclusive Culture Quotient" (ICO)

■

"Diversity Gap"

■

"Anti-racism/Anti-racist"

■

"Empowerment"

■

"Marginalized"

■

"Micro-aggression"

■

"Toxic Masculinity"

■

"Patriarchy"

■

"Oppression/oppressive"

■

"White fragility"

In the context of OPM's review, these terms may help to identify the type of training prohibited by
the E.O.; however, merely searching for these terms without additional review does not—and
cannot—satisfy the review requirements of the E.O. The divisive concepts prohibited by E.O. 13950
(e.g., that the United States is fundamentally racist or sexist or that an individual, by virtue of his or

OMB Memo M-20-37 of Sept. 28th, 2020.
E.O. 13950 of Sept. 22nd, 2020.
4 OMB Memo M-20-34 of Sept. 4th, 2020.
5 E.O. 13950 of Sept. 22m, 2020.
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her race or sex is inherently racist, sexist, or oppressive) could be expressed in any number of ways
and so each submitted item will be reviewed in its entirety.
III. Procedures
Each Cabinet-level department or independent agency is expected to designate a point person for
managing their compliance efforts.' He or she will then be granted the required permissions on the
Max, ov website by OPM in order to upload the agency's diversity and inclusion materials. OPM
requests that the point person submit on the Max.gov website all that agency's training materials as a
single complete submission and at one time. Agency point persons shall include in their submission a
statement of attestation, confirming that all materials stipulated for review have been included in the
submission.
Submissions must include all ancillary materials utilized during the presentation. For instance, if a
presentation refers to a specific video, that video must be submitted with the presentation that
references it. Similarly, if the context of the training material anticipates some form of audience
interaction or participation, the presenter's full script or some other description of the expected
interaction must be included with the presentation. Incomplete submissions will not be approved.
Please note that OPM must be able to review the entirety of each presentation before it may conclude
that the material complies with E.O. 13950. If, for whatever reason, a submitted presentation is
incomplete, OPM will have no choice but to find that it does not comply with the Order's
requirements. This is not reflective of a high burden of proof on the agency to show that their material
complies with the E.O.; but rather, it is reflective of each agency's burden to make the entire
presentation available for review. Put simply, if the material submitted is insufficient for proper
evaluation and the review is deemed inconclusive, the only alternative for OPM under the terms of
E.O. 13950 is to find that the material does not comply.
Departments and agencies are advised to review their own training materials and make improvements,
if necessary, before submitting them to OPM for approval. Of course, agency reviews are not a
substitute for OPM reviews. Under section 7(a) of E.O. 13950, all diversity and inclusion training
materials must be submitted to and approved by OPM before they are used, but if departments and
agencies review and improve their own materials before submitting them to OPM, it is likely that a
higher percentage of materials will be approved, and the process will be smoother and more
expeditious.

6 E.O. 13950
6(c) directs agency heads to:
"(i) issue an order incorporating the requirements of this order into agency operations, including by making compliance
with order a provision in all agency contracts for diversity training; (ii) request that the agency inspector general thoroughly
review and assess by the end of the calendar year, and not less than annually thereafter, agency compliance with the
requirements of this order in the form of a report submitted to OMB; and, (iii) assign at least one senior political appointee
responsibility for ensuring compliance with the requirements of this order."
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Departments and agencies are also encouraged to cull training materials before submitting them to
OPM for review. One large Department informed OPM that it had 1,200 different diversity and
inclusion training presentations for review. That Department was encouraged to define 20-100
categories and to submit only the best, most representative example in each category for OPM to
review. In the end, that Department submitted 41 training modules for OPM to review. Of course,
training materials that are not submitted for review may not be used now or in the future.
IV. Criteria for approval
Pursuant to the above, OPM's review will consist of three stages. Step one will be rather
straightforward, routine, and mechanical. It consists of running a search for the problematic language
discussed earlier which could suggest noncompliance. Next, those materials flagged in the initial search
will undergo additional screening in order to examine the context in which they appear. If no divisive
terms or phrases are discovered, OPM will then review the entirety of the submission in order to
determine compliance with the intent, tenor, stated goals, and policy objectives of E.O. 13950.
Departments and agencies are encouraged to apply these same criteria in reviewing their materials
internally before submitting them to OPM for review.

5
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APPENDIX 1

EXECUTIVE ORDER 13950 - COMBATING RACE AND SEX STEREOTYPING
FREQUENTLY ASKFD QUESTIONS
On September 22, 2020, President Trump issued Executive Order 13950, "Combating Race
and Sex Stereotyping." The Executive Order sets forth the policy of the United States "not to
promote race or sex stereotyping or scapegoating" and prohibits Federal contractors from
inculcating such views in employees though workplace diversity and inclusion trainings. Here
are 16 frequently asked questions and OPM's responses:

1. When does Executive Order 13950 become effective?
The Executive Order became effective immediately when signed on September 22, 2020, but
the requirements for Federal contractors and subcontractors went into effect for contracts
signed 60 days or more after the date of the E.O.-November 21, 2020.
2. To what does E.O. 13950 apply?
E.O. 13950 applies to diversity or inclusion training of Federal civilian employees, members
of the uniformed services, and employees of Federal contractors. But OPM review
responsibility under section 7(a) is limited to "all training programs for [Federal] agency
employees relating to diversity and inclusion." All those training materials must be submitted
to OPM and approved before they are used.
3. Does E.O. 13950 apply to equal employment opportunity training? What about sexual
harassment prevention training or leadership development training?
E.O. 13950 applies to diversity or inclusion training, but the E.O. forbids use of the prohibited
terms or concepts in any training session for Federal civilian employees, members of the
uniformed services, or employees of Federal contractors (including subcontractors). We will
look with disfavor upon attempts to avoid compliance with the E.O. or OPM review of
materials through clever labeling or relabeling.
4. What constitutes "race or sex stereotyping" under Executive Order 13950?
As defined in E.O. 13950, race or sex stereotyping means ascribing character traits, values,
moral and ethical codes, privileges, status, or beliefs to a race or sex, or to individuals because
of their race or sex.
5. What constitutes "race or sex scapegoating" under Executive Order 13950?
Race or sex scapegoating means assigning fault, blame, or bias to a race or sex, or to members
of a race or sex, because of their race or sex. It encompasses any claim that, consciously or
unconsciously, and by virtue of their race or sex, members of any race are inherently racist or
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are inherently inclined to oppress others, or that members of a sex are inherently sexist or
inclined to oppress others.
6. Is such stereotyping and scapegoating unlawful in a training program?
Yes. Executive Order 13950 prohibits all departments, independent agencies, and Federal
contractors from using any workplace training "that inculcates in its employees any form of
race or sex stereotyping or any form of race or sex scapegoating."
7. What are examples of race or sex stereotyping or scapegoating?
Race or sex stereotyping or scapegoating includes but is not limited to the concepts that
•
•
•
•
•
•
•
•

one race or sex is inherently superior to another race or sex;
an individual, by virtue of his or her race or sex, is inherently racist, sexist, or
oppressive, whether consciously or unconsciously;
an individual should be discriminated against or receive adverse treatment solely or
partly because of his or her race or sex;
members of one race or sex cannot and should not attempt to treat others without
respect to race or sex;
an individual's moral character is necessarily determined by his or her race or sex;
an individual, by virtue of his or her race or sex, bears responsibility for actions
committed in the past by other members of the same race or sex;
any individual should feel discomfort, guilt, anguish, or any other form of
psychological distress on account of his or her race or sex; or
meritocracy or traits such as a hard work ethic are racist or sexist or were created by
one race to oppress another race.

8. Does Executive Order 13950 prohibit unconscious bias or implicit bias training?
Unconscious or implicit bias training is prohibited where it teaches, or otherwise discusses,
that an individual, by virtue of his or her race or sex, is inherently racist, sexist, or oppressive,
whether consciously or unconsciously. It is advisable that agencies
carefully review unconscious bias or implicit bias training to ensure that the program does not
engage in race or sex stereotyping or scapegoating.
9. How will OPM keep track of the approved submissions?
OPM has implemented a pagination stamp alpha-numerical process for approved documents.
All approved submissions are stamped on each page sequentially—to prevent internal
additions after the fact.
10. Will Agencies have access to OPM-approved materials?
OPM has created an archive of approved materials under a designated folder on the MAX.gov
website. Agencies and Chief Human Capital Officers (CHCOs) will be able to access and
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consult this database as a resource in reviewing or devising their diversity/inclusion training
materials.
11. If two agencies use the same contractor and one of them has already shared and
gotten approval for training materials, does the other agency need to submit the same
slides?
Only materials that have been approved and have the OPM pagination stamp may be used in
training. Agencies do not need to resubmit for review pages that have already been approved
by OPM earlier or via other agencies' compliance efforts. A department or agency that wishes
to utilize diversity or inclusion training materials that have already been approved for other
departments or agencies should notify OPM, via the Max.gov website, identifying the specific
pre-approved training modules that will be used. All other diversity or inclusion training
materials must be retired and not utilized.
12. Do Federal Executive Boards submit their training materials through their parent
agencies or independently?
Only independent agencies and departments may file for review. Parent agencies must submit
all training materials in a single submission on Max.gov through a designated point person.
13. Must agencies submit all their existing training materials?
Agencies are free to review, check for redundancies, and consolidate all their existing training
materials. Agencies are encouraged to cull their training and submit their most compliant
materials, but they are advised that any unsubmitted, unapproved material is ineligible for
future use and must be retired.
14. What constitutes "training" that must be reviewed by OPM?
Pursuant to E.O. 13950, any training programs or activities, including pertinent monthly
observance events, that employ Federal Government resources and involve Government
employees or otherwise have anything to do with the Federal Government and that relate to
diversity or inclusion require submission, review, and approval by OPM. Unapproved
programming may not be used now or in the future. E.O. 13950 also forbids use of the
forbidden terms and concepts in Federal agency Internet and Intranet sites aimed at the
general public or Federal employees.
15. Does E.O. 13950 apply to training sessions conducted by labor organizations or
Employee Resource Groups (ERGs)?
Yes. If Federal employees conducting or attending the training are on Government-paid time
while conducting or attending the training, or if the training session is to be conducted on or
within a Federal facility, or if Federal resources or equipment are used to conduct or publicize
the training session, E.O. 13950 applies and the training materials must be submitted to OPM
and approved in advance.
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16. What criteria will OPM use when it considers whether a training material complies
with E.O 13950?
The Executive Order bans the use of "divisive concepts" that could promote discord and
disunity in the Federal Government. OPM has adopted a broad interpretation of those words,
phrases, and concepts whose use in the context of diversity or inclusion training would render
a set of materials noncompliant with E.O. 13950.
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