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J>umose of thjs Report 

To support the Federal Government's longstandjng ob ligation to provide a work 
environment free of discriminaUon and retaliation. the Notification and Federal Employee 
Antidiscrimination antl Retaliation Act of 2002 (No FEAR Act). Public Law 107-J 74. requin.:~ 
annual reports to Congress on the number and :-.cverity of discrimination and whistleblower easel­
brought against each federal agency. The No FEAR Act is intended to enable Congress to improve 
its c:wersight or federal avcncies ' compl iance with the laws and reduce the incidence or 
discrimination within the Federal Government by making agencies more accountable through a 
series of trat:king. reporting. ami tiscal reimbursement req uirement!-.. The Office of the Director of 
National Intelligence (O DNI) submits this annual report in compliance with Sect ion 203 of the No 
FEAR Act. covering Fbcal Year ( FY) 20 17. 

As directed by SGction 203, this repon is submitted to the Speaker of the House of 
Reprc:-.entative:-.. the Presidem Pro Tempore of the Senate, the Conunittee on Homeland Security 
and Governmental Affairs of the Senate. the Committee on Oversight and Government Reform of 
the House of Representatives, each committee of Congress with jurisdiction relating to the ODNL 
the Equal Employrnent Opportunity Commi sian (EEOC). the Attorney Genera l. and the Director of 
the Orticc of Personnel Management. The No FEAR Act Annual Report contains information 
relating to the ODNI's Equal Employment Opportunity (£EO) complai nts activity (including federal 
district c urt cases). as well as any resulting disciplinary actions and Judgment Fund 
reimhursements. The agency' s reporting obligations contained in Title 5 Code of Federal 
Regulations Part 724 have hecn incorporated into the ODN I' s No FEAR FY 20 I 7 Year-End Data 
report (Appendix f). concern ing EEO complaints. 

A. Introduction 

Fo ll owing the tragic event~ of September II , 200 I, Congress saw the need for sweeping 
change in the Intelligence Community (lC), resulting in the passage or the Intelligence Reform anti 
Terrorism Prevention Act of 2004 (lRTPA), signed on December 17, 2004. The lRTPA created 
the ODNl to lead the 17-membcr IC and improve information sh::u·ing, strategically promote a 
unified direction. and ensure integration across the IC. The ODNI began operaLions on April22, 
2005 . 

The Din.:ctor or ational IntelligGncc (DNl) serves as the head of the IC. acts as the 
principal advisor to the President and the National Security Council on intelligence matters related 
to national security. and oversees and directs the implementation of the National Intelligence 
Program. In addition to his IC-wide mission . the DNI also leads the ODNI workforce and 
organization. 

In accordance wtth 29 C.F.R. * 1614.102(b)(4). the Ch ief of the IC Equal Employment 
Opportunity and Diversity ( IC EEOD) Oftice reports directly to the DNl and serves as the 
principal advisor on i~sues related to equity. fairness , and inclusion. Since its inception. the !C 
EEOD Office has developed ODNI and IC-widc strategies and policie~ to promote a diverse 
workforce. In addition to IC-wide responsibilities for policy and oversight. the office provides 
EEO anu di versity services to the ODNl workforce. In this capacity, it educates and trains 
managers. supervi · or~ and employees on tl1eir obligation to maintain a workplace free of 
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unlawful discrimination and harassment. processes all informal and formal complaints of 
discrimination in accordance with EEOC gu idelines and timel"rcunes, promotes understand ing of 
diversity as a mission-critical imperative; and creates and implements diversity <Uld inclusion 
program~ . 

By statute, the ODNI docs not fall under the whistleblower framework described in the No 
FEAR A~t. 1 The Congress amended the National Security Act or 1947 to include whistleblower 
protections for ODNl employees and all IC employees who properly disclose information about 
inte lli gence activities rea ·onably believed to be unlawful or contrary to Execu tive Order or 
Presidential Directive.~ The ·e 'tatutory provisions provide the foundation of a wh istleblower 
framework that is implemented through the Presidcntjal Policy Directive 19 (PPD-19), Protecting 
Whistlehloll'as with Access w Classij/ed h~f{mnotion (October 2012). The inspector General of 
the Intelligence Community ( lC lG) provides an independent review of whistleblower al legations 
ft.H· ODNI employees to determine whether or not a reprisal has occurred. The IC TG's statutory 
authority is derived from the National Security Act of 1947, which also protects IC 
whislleblowers who participate in communicating .. urgent concerns" ro Congress about alleged 
unauthorized intelJigence activities.:; Together, these statutory authorities and presidential pol icies 
provide IC employees with whistleblower protections akin to tho ·c found in the Nu FEARAcl. 

Nu FEAR Act web-based train ing, required for all ODNI employee~. addresses the rights 
and remedie!-. available to IC employees via tJ1e EEO process . The ODNI updated the No FEAR 
Act web-based training in PY 2015, disseminating copies to the IC elements for usc. IC 
whistleblowing training. mandatory fur all ODNI employ es and contracrors, addresses the right~ 
and remedies available to those who may disclose information through the appropriate channeb 
as set forth in the PPD-19 and tntelligcnce Community Directive 120. 

Prcwming discrimination in the workplace is the law of the nation. and the ODNI is 
committed to preventing discrimination in the ODNI workplace and the IC. The IC EEOD staff 
meets frequently with ~enior leaders, manager~. and other employees in lhe ODNILo resolve 

1 The o FEAR Acl pmv id~:~ for Judgmcnl Fund rmmhursement of. and annual r!.!poning rdnted tn. pnll·eeJing~ 
hrought untkr ( ll any pro is1on nf law proh ibiting any form or discrimination und~·r the laws inkrpn.:tct..l by the EEt lC. 
and < 2) the 5 .S.C. * 2:.02Ch)(~) and tYI whistkhlow..:r provisions. See Section 20 lla) and (t) of the o FEAR Act. 
Congress e xpn:ssly cxcmptcJ I he ODNI and other IC ag<.:nci..:s from the coverage of 5 U.S.C. ~ '230'2 . Instead , ODN I 
employee~ arc subje>.:t ttl othn whistlchlowcr proti.!L'lion~ CllllStstcnt with th~:: nc~::<.l to pwtcd classified infllrmat ton . 
Sc.; PPD- 1 Y t ( klllher I U. 20 l '2 ), Protectiug Whisrfeh/ower.l· with Al·re.ls /II Cfussified /11(ormarion: IC Direct ivt.: 1:20 
( Mun:h ::!0. ::!0 1-1-). lntcllip.e11n' CcmlltlltiJity Whistleh/rm·er Protection. 

2 Sl·e 50 U .S.C. * 3234. Prohihired per.ltl/11/ l' l pmcriccs in the inr.:lligt>nce cOI!IIIIIIIlity: and 50 .S.C. ~ 1~4t (j ). 
Hetuliotory rc i'OCtlliPII ~~r .1·entrity cli!liiWJCe~ and access determinmiuns. To obtain whistlt!blmv.::r protections unu.::r 
these pn vi sion~ . OD I empll>ye.;s are retJLi in.:d to make di~closurcs in a manner t·onsistcnt \ ith th.:: need to prott·c:t 
classified inr11nnation. See alvo PPD- IIJ t<ktoher Ill. 2012), Prorecting Wlt isr /chlou·e,:~ with tkcess w Class({ied 
lnj(mnarion and IC Dirl.!t:tiw 120 (Mardt 20. 20 14). lntelli~ettce C miii/IIIII IIY Wltisrieblnn·cr Protection. 

' See 50 U.S.C. * .I0.\3(k.)(:'i)(A). For purposes of this SIUllltl'. an .. urgl!nt <:onccrn" is a s..: rinus l•r llagrunt prohkm. 
ahuSl'. vinlation<lf law or int.·lligcn<.:l! activities that IC personnel have reason to believe may he: un law rul or contrary 
(\1 Ex.::cuti vc Or kr: or a false ~latclllcn t or wil lfully omill~:d material infonmllion to Congress. n:la1ing to th · runding. 
administ ration. or operation or an intclligem:e activny within the DNI's cognil><tncc: or an actual or threatl.!ncd adver. c 
pt:r"onnd action for ha vi ng repurtcJ an urgl!lll con..:l.!rn. 
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disputes. address reasonable accommmlatinns issues. ami to promote measure~ to prevent 
workplace haJassmcnt. IC' EEOD staff refers employee to the IC IG for whistleblower and other 
appropriate issue~. 

B. Reporting Obligations 

Duri ng FY 2017. the ODNI had one Federal District Cou rt case pending under the luws 
covered in the No FEAR Act. The case alleged violation of the Rehabilitation At:t of 1973 as well 
as other violati< ns, and was di:mussed on motion for summary judgment. 

ODNI has made no reimbursements to the Judgment Fund for payment~ as defined in 5 
C.F.R. ~ 724. I 0:2. 

During.. FY 2017. there were no disciplinary actions taken against ODNJ employees based on 
findings of discrimination, retaliation, or harassment. 

The ODNl is committed to proviliing a workplace that promotes productivity and 
professionalism and an indusi vc environment that protects the dignity of the entire workforce. The 
DNl annually issues anti-harassmem. e4ual opportunity. and diversity policy statements declaring 
that any han-1~sment, sexuaJ or nonsexual, is strictly prohibited and will not be tolerated. These 
statements advise that employees will be subject to appropriate corrective action if they arc found 
to have engaged in discriminatory or harassing behavior. See attached Director' s Statement on 
EEO (Appendix II). 

( l) No FEAR FY 2011-FY 2017, Year-End Data Report 

Appendix I contains the ODNI's year-end FY 2017 EEO complaint data and the data from 
preceding fiscal years. in accordance ·with 5 C.F.R. § 724.302(a)(4). 

(2) Analysis of EEO Complaint Trends and Causality 

(A) EEO Complaint Activity and Causality 

Follnwing the ODNI"s stand up in 2005 , the baseline number or complaints has remained 
-;mall, as is reflected in Appendix l. The eight complaints in FY 2017 represented a continued 
increase after FY 2016 following a downward trend from FY 2014 to FY :20 I 5. With relatively 
few cases each yecu·. an increase o!' a !'ew cases appears statistically significant. The ODNI will 
continue to closely monitor this trend to determjne if the increases during FY 2016 and FY 2017 
were unornaUes. The increased number of complaints likely reflects the maturity of the IC EEOD 
Compliance program, which has increased its outreach to and training of the workforce. 

As referenced above. the ODNI mamlates that all employees take web-based No FEAR Act 
training. and all employees and contractors are required to take IC Whistleblowing weh-hascd 
training. IC EEOD also has incorporated expert training on EEO issues at it:- annual EEO 
confercn~e. and provided mandatory EEO training for all ODNI senior managers. 
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(B) Bases of Discrimination in EEO Complain~ 

During FY 2017. ODNrs most frequently alleged bases of discrimination in formal EEO 
c..:omplaints were. in order of frequency: r taliation, gender (female). and race !Black). In 
comparison. the most frequently alleged bases in FY 2016 were reLaliation. age, and disability. 
There arc no obvious trends in the data for basis uf discrimination for complaint activity from FY 
200lJ to FY _017. 

(C) lssues in EEO Complaints 

The must frequent ly raised issue~ in discrimination complaints during FY 20 I 7 involved 
non-sexual harassment. assignment of duties. performance evaluations. and directed reassignments. 
There are no clear trends in the issues raised, given the small number of complaints, c.llthough the 
most consisten tl y frequent issue was harassment (non-se · ual). 

(D) Practical Knowledge Gained Through Experience 

ln addition to the training discussed above. the ODNI has a program outside uf the EEO 
process to address harassment and bullying complaints that are not based on any category protected. 
under a nondiscrimination statute. T hat program results in the. addres~ing of complaints of 
ordinary workplace friction, conflict. and disputes: as a result. the affected employees do not need 
ro resort to the EEO process to addrc~s these concerns. rc EEOD abo participated in the ODNI's 
training [or supervisors and manager~, providing tools to prevent harassment and discrimination 
and address workplace con11ict. 

During FY 2017. the ODNI conti nued to experience increasing numbers of re4uests for 
reasonable accommodation. IC EEOD's Disability Program Manager focused both o n internal 
compliance and coordination with other IC di sabili ty programs. ODNI also focused on ensuring 
that agency fac ilities arc accessible for indi viduals with disabilities. 

(E) Improvements in the Complaint Prugram 

A~ an EEO compliam:e org<m ization within the ODNL the IC EEOD Office works with the 
ODNI tr;1ining office to ensure that all ODNI employees and dctailees complete No FEAR Acl training 
bienniall y. All employees recei e reminders of the No FEAR Act mandatory training requirement. 
New employees arc required to take the No FEAR Act training within 90 days or entering on duty. 
Completion of tl1e biennial No FEAR training and annual IC Whistleblowing training requirements is 
required for employees to maintain computer system access. 

The ODNl continues to offer ru1 EEO briefing during new employee Oiientation. IC EEOD 
provides mandatory Unconscious Bim; training for all sen ior mc.u1atTers and supervisors who participate 
in the ODNI's Career Advisory Boards (career development and promotion boards) and also provides 
train ing on disability rights and EEO compliance. Throughout. the yew·. the IC EEOD educates ODNI 
managers and employees on a range of EEO issues. including how to use performance management 
tools, preventing or mitigating EEO issues, Lhc importance of contidentiality in the EEO process. 
reasonable accommodation, and identifying actions that constitute urllawful retaliation. 
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From FY 2012 through FY 20 17. all investigations of formaJ complainb were time ly 
conduc ted with in the time provided by the EEOC's regulations. 

APPENDICES: 

A ppendix I: ODNI No FEAR StalJSlLCs r"Y 2009-2017 
Appe1itlix II: Di rector's Statement on Equal Employment Opportunity 

h 
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ODNI's Equal Employment Opportunity Data Posted Pursuant to Title III of the 
Notification and Federal Employee Antidiscrimination and Retaliation Act of 2002 (No FEAR) 

Pub. L. 107-174 

Number of Complaints, Reported Pursuant to 29 C.F.R. § 1614.704(a)-(c) 
-- --- -- --·. -- -·---·- - - -~-

FY 2009 FY 2010 FY2011 FY 2012 FY 2013 FY 2014 FY 2015 FY 2016 

Number of Complaints 
-Filed during the FY 2 3 4 4 3 5 3 6 

Number of Complainants 
-Who filed a complaint during the 
FY 2 3 4 4 3 5 3 6 

-Who filed two or more 
complaints during the FY 0 0 0 0 0 0 0 0 

1111 'rill I lollll.l',f upd, l<'d •Ill ~/~l),''I)IX 
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FY 2017 

8 

8 

0 
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Number of Complaints by Basis, Reported Pursuant to 29 C.F.R. § 1614.704(d) 
----

FY 2009 FY 2010 FY2011 FY 20 12 FY 20 13 FY 2014 FY 2015 FY 2016 FY 2017 

Race 
I. American Indian/Alaskan Native 0 0 0 0 0 1 0 0 0 
2. Asian/Pacific Islander 0 0 0 1 0 0 0 0 0 
3. Black 1 0 2 2 1 4 I 0 4 
4 . White 0 0 0 0 0 0 I 0 0 
5. Two or More Races 0 0 0 0 0 1 0 0 0 

Color 0 0 I 1 1 0 0 0 0 
Religion 0 0 0 0 1 0 I 1 0 
Reprisal 0 1 2 1 0 1 1 3 6 
Sex 

1. Female I 0 I 0 I 5 1 I 4 
2. Male 0 1 0 0 0 0 0 0 0 

Pregnancy Discrimination Act 0 0 0 0 0 I 0 0 0 
National Origin 

1. Hispanic 1 0 0 0 0 0 0 I 0 
2. Other 0 0 0 0 I 0 1 0 0 

Equal Pay Act 0 0 0 0 0 0 0 0 2 

Age I 2 0 2 2 2 I 3 2 
Disability 

1. Physical 0 1 I 0 0 I 0 1 I 
2. Mental 0 0 I 0 0 1 1 2 I 

Genetic Information 
0 0 0 0 0 0 0 I 0 

Nondiscriminat ion Act 

Non-EEO 0 0 0 0 0 0 0 1 0 

l1 11 ' 'I Ill .t I 1 Ill 1.1 I ·, J'd all d ' 1 ~ /' '1, . I I I \ 
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Number of Complaints by Issue, Reported Pursuant to 29 C.F.R. § 1614.704(e) 
-· ·· -

FY 2009 FY 2010 FY 2011 FY 201 2 FY 2013 FY 2014 FY 2015 FY 2016 FY 2017 

AppointmenUHire 0 0 0 0 0 0 I I 0 
Assignment of Duties 0 0 0 1 0 I 0 0 3 

Awards I I 0 0 I 0 0 0 I 

Conversion to Full-Time 0 0 0 0 0 0 0 0 0 
Disciplinary Actio n 

1. Demotion 0 0 1 I 0 0 0 0 0 
2. Reprimand 0 0 1 1 0 1 1 0 0 
3. Suspension 0 0 0 0 0 I 0 0 0 
4. Removal 0 0 0 0 0 0 0 0 0 
5. Other 0 0 0 0 0 0 0 0 1 

Duty Hours 0 0 0 0 0 0 0 0 0 
Evaluation/ Appraisal 0 0 0 I 0 I 0 1 3 

Examination/Test 0 0 0 0 0 0 0 · o 0 
Harassment 

1. Non-Sexual 1 1 2 3 0 2 l 2 8 
2. Sexual 0 0 0 0 0 0 0 0 0 

Medical Examination 0 1 0 0 0 0 0 1 2 

Pay/Overtime 0 0 I 0 0 0 0 0 I 
Pro motion/Non -Selection 1 0 0 0 0 0 1 2 I 

Reassignment 
I. Denied 0 0 0 0 1 0 0 0 0 
2. Directed 0 I 0 0 0 0 I I 3 

Reasonable Accommodation 0 0 I 0 0 0 0 I 0 
Reinstatement 0 0 0 0 0 0 0 0 0 
Retirement 0 0 0 0 0 0 0 I 0 
Terminati on 0 I I 0 I 2 0 1 I 

Terms/Conditions of Employment 0 I 0 2 0 0 0 2 I 

Time and Attendance 0 0 0 0 0 1 0 I 1 

Training 0 0 0 1 0 I 0 0 I 
Other 0 I 0 0 0 0 0 I 3 

lid•·lfiJoJIII 1ll1,1 llj•.ldil'l; 1111 ,._.,_q,;-., 
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Average Processing Time, Reported Pursuant to 29 C.F.R. § 1614.704(Q 

FY 2009 FY 20 10 FY 20 11 FY 2012 FY 2013 FY 20 14 FY 2015 FY 2016 FY 2017 

J614.704(f)( 1) 
366 323 362 580 345 203 345 307 3~9 

All Pending 
1614. 704(f)(2) 

366 323 339 269 194 127 220 92 159 
- No Hearing Requested 
1614.704(f)(3) 

0 0 414 735 797 735 1101 356 1076 
- Hearing Requested 

Number of Complaints Dismissed Pursuant to 29 C.F.R. § 1614.107(a) and Average Length of Time Pending Prior to 
Dismissal, Reported Pursuant to 29 C.F.R. §1614.704(g) 

---

FY 2009 FY 2010 FY2011 FY 2012 FY 2013 FY 2014 FY 2015 FY 2016 FY 2017 I 

Number of Complaints 
0 l 0 I 3 3 0 I 3 

Dismissed 
Average Number of Days 

0 102 0 !57 93 109 0 !50 73 
Pending Prior to Dismissal 

Number of Complaints Withdrawn by Complainants, Reported Pursuant to 29 C.F.R. § 1614.704(h) 

FY 2009 FY 20 10 FY 2011 FY 2012 FY 20 13 FY 2014 FY 2015 FY 2016 FY 2017 

Number of Complaints 
0 I 0 0 2 0 0 2 0 

I Withdrawn 

illlt II. I._ .. II I·'' IJltl:tlt'.l ''.. I 

UNCLASSIFIED 



UNCLASSIFIED 

Number of Final Agency Actions, Reported Pursuant to 29 C.F.R. § 1614.704(i) 

l614.704(i)( I): 
Total Number of Findings of 
Disctimination 

1614.704(i)(2): 
- Without a Hearing 

1614.704(i)(2) 
- After a Hearing 

FY 2009 II FY 2010 i FY 2011 I FY 2012 ~ FY 2013 I FY 2014 ~ FY 2015 I FY 2016 I FY 2017 

Number of Final Actions Involving a Finding of Discrimination by Basis, Reported Pursuant to 29 C.F.R. § 1614.7040) 

* Rendered without a hearing 
**Rendered after a hearing 

Total Number of Findings of 
Discrimination 

Race 

1. American Indian/Alaskan 
Nat ive 

2. Asian/Pacific Is lander 

3. Black 

4. White 

FY 2009 I FY 2010 ~ FY 2011 ~ FY 2012 I FY 2013 ~ FY 2014 I FY 2015 I FY 2016 ~ FY 2017 

I Ill• lllllll 1111 I. I" I upd.tll .I otl' ''·''I 'I) I 'I 
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5. Two or More Races 

Color 

Religion 

Reprisal 

Sex 

I. Female 

2. Male 

National Origin 

I . Hispanic 

2. Other 

Equal Pay Act 

Age 

Di sabi lity 

1. Phys ical 

lr•lt llli.llolllli.J'-1 "l'•l.il,d 11 '· '•!, 'til:--
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Number of Final Agency Actions Involving a Finding of Discrimination by Issue, Reported Pursuant to 
29 C.F.R. § 1614.704(k) 

* Rendered without a hearilzg 
FY 2009 FY 2010 FY 2011 FY 2012 FY 2013 FY 2014 FY 2015 FY 2016 FY 2017 

**Rendered after a hearing 

Total Number of Findings of ~ ~ ~ ~ ~ ~ ~ ~ ~ Discrimination 
Appointment/Hire 0 0 0 0 0 0 0 0 0 

· Assignment of Duties 7o IY, Yo iY, Yo I Yo 'Yo Yo Yo I 

Awards 7o IY, Yo 'Yo Yo Yo Yo Yo y. 
Conversion to Full-Time y. Yo ~ Yo Yo Yo y. y. Yo 
Disciplinary Action y. IY, Yo Yo Yo Yo Yo y. y. 

J. Demotion 7o IY, Yo 'Yo IY. 'Yo Yo ry. y. 
2. Reprimand 7o y. Yo y. y. v. v. y. y. 

! 

3. Suspension y. Yo Yo y. Yo Yo Yo ~ y. 
4. Removal ~ ~ /a ~ ~ ~ ~ ~ ~ 
5. Other ~ ~ ~ ~ /a ~ ~ ~ ~ 

Duty Hours ~ ~ ~ ~ /a ~ ~ Yo ~ 
! Evaluation/Appraisal ~ ~ ~ ~ ~ ~ ~ ~ ~ 

I ]I 11 Ill. I I• I ll l.t~l IIJ'd 11• ·,1 I •! ' ' Ill\ 
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Examinationffest 

Harassment 

1. Non-Sexual 

2. Sexual 

Medical Examination 

Pay/Overtime 

Promotion/Non-Selection 

Reassignment 

I. Denied 

2. Directed 

Reasonable Accommodation 

Reinstatement 

Retirement 

Termination 

Terms/Conditions of 
Emolovment 

'' Time and Attendance 

Training 

Other 

''''' ''" nL t q,J" I , '~'!, 111 
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Number of Complaints Pending at Any Time During the Fiscal Year, Reported Pursuant to 29 C.F.R. § 1614.704(1) 

FY 2009 FY 2010 FY 2011 FY 2012 FY 2013 FY 20 14 FY 2015 FY 20 16 FY 2017 

Number of Complaints 
Total Number of 
Complaints Pending for 

4 7 8 9 8 8 7 14 16 
any length of time during 
the FY 
29 C.P.R. § 1614.704(1)( 1) 
-Number Filed before 2 4 4 5 5 3 4 8 16 
10/1 
29 C.P.R.§ 
1614.704(1)(2)(i) 2 4 4 5 5 3 4 12 13 
- Number of Complainants 
29 C.P.R.§ 
16 14. 704(1)(2) (ii) 

2 4 I 4 0 2 3 10 10 
- Number Pending 
Investigation 
-Number Pending 

I 0 2 I 1 I I 6 6 
Hearing 
-Number Pending Final 

2 0 0 0 0 I 0 0 I 
Agency Action 

- Number Pending Appeal 0 0 0 0 0 2 2 0 3 

lnll•lllil'''''' "'''''I .1 '',I ·n • ,,,, 'llli'> II 
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Number of Complaints Pending at Any Time During the Fiscal Year that Exceeded the Authorized Investigation 
Timeframe, Reported Pursuant to 29 C.F.R. § 1614.704(m) 

FY 2009 FY 2010 FY 2011 FY 201 2 FY 2013 FY 2014 FY 2015 FY 2016 FY 2017 

Number of Pending 
Complaints that Exceeded 
the Investigation Time 

I 3 3 0 0 0 0 0 0 
Authorized by 29 C.F.R. 
§16 14.106(e)(2) including 
extensions 
Number of Pending 
Complaints that Exceeded 
the In vestigation Time 0 0 0 0 0 0 0 0 0 
Authorized by 29 C.F.R. 
§1614.108(e) 

-- ----- - - --- - --- -- - ·· -- ·-- . . . . . . 
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DIRECTOR OF NATIONAL I NTELLIGENCE 

WASHINGTON, DC 20511 

Director's Statement on Equal Employment Opportunity 

(U) Every Intelligence Community professional must embrace the importance of 
diversity, inclusion, and equal employment opportunity. In doing so, we must also strive to 
maintain a workplace that is free from unlawful discrimination and harassment, taking measures 
to create and maintain an inclusive culture wherein individual differences are celebrated and 
innovation is unleashed. At every level of the Office of the Director of National Intelligence 
(ODNI), we must exhibit conduct and communications consistent with that of a model workplace 
- and we must be swift to correct behaviors that marginalize any member of the workforce. 

(U) Our laws, regulations, and policies prohibit discrimination based on race, color, 
religion , sex (including pregnancy, sexual orientation, gender identity or expression, and 
transgender status), national origin, age (40 and over), mental or physical disability, and genetic 
information. Executive Orders also protect ODNI officers from harassment and discrimination 
based on status as a parent. These laws and policies establish the framework for our conduct. 
Federal equal employment opp01tunity (EEO) laws and ODNI policy also protect applicants for 
ODNl employment from retaliation for opposing employment discrimination, participating in the 
EEO process (including previous EEO activities), reporting discrimination, or providing 
information related to such complaints. Every member of this workforce is expected to conduct 
themselves in accordance with these standards. 

(U) Personnel who experience or witness inappropriate conduct, harassment or 
discrimination should report such behavior through their supervisory chain of command or to the 
Office of Intelligence Community Equal Employment Opportunity and Diversity (IC EEOD). 
Managers and supervisors must take prompt, effective action if faced with a situation that is 
inconsistent with our goal of a discrimination-free workplace. They must also consult with IC 
EEOD before initiating any corrective action in response to an allegation of harassment or 
discrimination. Individuals who report harassment or discrimination are protected by law from 
retaliation. Moreover, we must create an environment that encourages employees to raise 
concerns without fear of reprisal. 

(U) It is my honor to lead the ODNI's talented, mission-driven workforce. Thank you for 
your continuing commitment to equal employment opportunity. 

~J 
Daniel R. Coats 

8*'- / 'l, 2ot 2 
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