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Strategic Enforcement Plan (SEP) 2017-2021 

1. Eliminating Barriers in Recruitment and Hiring. 

The EEOC will focus on class-based recruitment and hiring practices that 
discriminate against racial, ethnic, and religious groups, older workers, women, 
and people with disabilities.



Strategic Enforcement Plan (SEP) 2017-2021 

2. Protecting Vulnerable Workers, Including Immigrant and Migrant 
Workers, and Underserved Communities from Discrimination. 

The EEOC will focus on job segregation, harassment, trafficking, pay, retaliation 
and other policies and practices against vulnerable workers, including 
immigrant and migrant workers, as well as persons perceived to be members of 
these groups, and against members of underserved communities.



Strategic Enforcement Plan (SEP) 2017-2021 

3. Addressing Selected Emerging and Developing Issues. 

● Qualification standards and inflexible leave policies that discriminate 
against individuals with disabilities;

● Accommodating pregnancy-related limitations;

● LGBT issues;

● Clarifying the employment relationship and the application of workplace 
civil rights protections;

● Addressing discriminatory practices against those who are Muslim or Sikh, 
or persons of Arab, Middle Eastern or South Asian descent



Strategic Enforcement Plan (SEP) 2017-2021 

4. Ensuring Equal Pay Protections for All Workers. 

Compensation systems and practices that discriminate based on sex under the 
Equal Pay Act and Title VII



Strategic Enforcement Plan (SEP) 2017-2021 

5. Preserving Access to the Legal System. 

Policies and practices that limit substantive rights, discourage or prohibit 
individuals from exercising their rights under employment discrimination 
statutes, or impede EEOC's investigative or enforcement efforts



Strategic Enforcement Plan (SEP) 2017-2021 

6. Preventing Systemic Harassment. 

This priority typically involves systemic cases. However, a claim by an individual 
or small group may fall within this priority if it raises a policy, practice, or 
pattern of harassment.



Five Changes to the SEP



Three Changes to the SEP

1. The Commission revised the priority on Immigrant, Migrant and Other 
Vulnerable Workers to have district offices and our federal sector program 
identify vulnerable workers and underserved communities within their areas for 
focused attention. 



Three Changes to the SEP

2. Under the Emerging and Developing Issues priority, the Commission
narrowed the issues under the Americans with Disabilities Act that fall within the 
category to qualification standards and inflexible leave policies that discriminate 
against individuals with disabilities. 



Changes to SEP

3. Under the Emerging and Developing Issues priority, the Commission 
adds two areas. 

● Clarifying the employment relationship and the application of workplace civil 
rights protections; and

● Addressing discriminatory practices against those who are Muslim or Sikh, or 
persons of Arab, Middle Eastern or South Asian descent



Changes to SEP

4. The Commission continues to focus on gender-based pay 
discrimination. In addition, in recognition of the pay disparities that persist 
based on race, ethnicity, and for individuals with disabilities and other protected 
groups, the Commission extends its equal pay priority to explicitly reach all 
workers. 



Changes to SEP

5. The Commission removes the term “retaliatory actions” from the access 
to the legal system priority as the term was undefined and resulted in 
inconsistent application. The Commission refines this priority to focus on 
significant retaliatory practices that effectively dissuade others in the workplace 
from exercising their rights, as well as to focus on retaliatory policies. 
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Best Practices For Employers

1. Re-examine your hiring practices.

Are you unintentionally, yet  disproportionately, impacting workers based on 
their protected status (e.g., pre-employment tests, background checks impacting 
African Americans and Latinos, date-of-birth inquiries impacting older workers, 
and medical questionnaires impacting individuals with disabilities).



Best Practices For Employers

2. Don’t let individuals fall through the cracks.

Train more vulnerable workers (immigrant, migrant, seasonal, younger, part-
time) about your EEO policies and procedures. Ensure that co-workers and 
managers provide the right support system.



Best Practices For Employers

3. Ditch the inflexible-leave and 100%-healed policies.

Leave, beyond the policy-allotted amount, may be a reasonable accommodation 
under the Americans with Disabilities. And, let’s face it, are any of us 100% 
healed? Don’t make that a condition of returning to work.



Best Practices For Employers

4. Bar Rules!

Whenever possible, keep politics and religious discussion out of the workplace. 
Except, of course, when an individual requests a religious accommodation. Take 
those seriously and engage in a good-faith, interactive dialogue to determine 
whether there exists a reasonable accommodation.



Best Practices For Employers

5. Pregnancy Accommodations - When in doubt, just accommodate.

Under federal law, an employer must accommodate a pregnant if it 
accommodated others "similar in their ability or inability to work." What does 
that mean? Well, it’s about as clear as mud. So, when in doubt, accommodate.*

* Never, ever, ever, require a pregnant employee to leave work -- even if you’re 
just looking out for mom and the unborn child. The only thing you’ll find is an 
EEOC Charge.



Notable EEOC Lawsuits and 
Victories in 2017
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ADEA @ 50

●In June 2017, the Commission held a public meeting to acknowledge the 50th 
anniversary of the Age Discrimination in Employment Act.

● The Commission's meeting brings renewed attention to age discrimination and 
the ADEA to break down barriers that deprive people of economic opportunity 
and stifle job growth and productivity.



EEOC Datanet Conference

●Big Data

●Gamified Neuroscience 

●Artifical Intelligence to De-Bias 

●Network Analysis and using Algorithms 
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