§60-2.14

(g) Design and implementation of in-
ternal audit and reporting systems to
measure effectiveness of the total pro-
gram.

(h) Compliance of personnel policies
and practices with the Sex Discrimina-
tion Guidelines (41 CFR Part 60-20).

(i) Active support of local and na-
tional community action programs and
community service programs, designed
to improve the employment opportuni-
ties of minorities and women.

(J) Consideration of minorities and
women not currently in the work force
having requisite skills who can be re-
cruited through affirmative action
measures.

§60-2.14 Program summary.

The affirmative action program shall
be summarized and updated annually.
The program summary shall be pre-
pared in a format which shall be pre-
scribed by the Director and published
in the FEDERAL REGISTER as a notice
before becoming effective. Contractors
and subcontractors shall submit the
program summary to OFCCP each year
on the anniversary date of the affirma-
tive action program.

[44 FR 77003, Dec. 28, 1979]

§60-2.15 Compliance status.

No contractor’s compliance status
shall be judged alone by whether or not
it reaches its goals and meets its time-
tables. Rather, each contractor’s com-
pliance posture shall be reviewed and
determined by reviewing the contents
of its program, the extent of its adher-
ence to this program, and its good faith
efforts to make its program work to-
ward the realization of the program’s
goals within the timetables set for
completion. There follows an outline of
examples of procedures that contrac-
tors and Federal agencies should use as
a guideline for establishing, imple-
menting, and judging an acceptable af-
firmative action program.

[43 FR 49249, Oct. 20, 1978; 43 FR 51400, Nov. 3,
1978. Redesignated at 44 FR 77003, Dec. 28,
1979]

41 CFR Ch. 60 (7-1-98 Edition)

Subpart C—Methods of Imple-
menting the Requirements of
Subpart B

§60-2.20 Development or reaffirma-
tion of the equal employment op-
portunity policy.

(a) The contractor’s policy statement
should indicate the chief executive offi-
cer’s attitude on the subject matter,
assign overall responsibility and pro-
vide for a reporting and monitoring
procedure. Specific items to be men-
tioned should include, but not be lim-
ited to:

(1) Recruit, hire, train, and promote
persons in all job titles, without regard
to race, color, religion, sex, or national
origin, except where sex is a bona fide
occupational qualification. (The term
““bona fide occupational qualification™
has been construed very narrowly
under the Civil Rights Act of 1964.
Under Executive Order 11246 as amend-
ed and this part, this term will be con-
strued in the same manner.)

(2) Base decisions on employment so
as to further the principle of equal em-
ployment opportunity.

(3) Insure that promotion decisions
are in accord with principles of equal
employment opportunity by imposing
only valid requirements for pro-
motional opportunities.

(4) Insure that all personnel actions
such as compensation, benefits, trans-
fers, layoffs, return from layoff, com-
pany sponsored training, education,
tuition assistance, social and recre-
ation programs, will be administered
without regard to race, color, religion,
sex, or national origin.

(b) [Reserved]

[43 FR 49249, Oct. 30, 1978; 43 FR 51400, Nov. 3,
1978]

§60-2.21 Dissemination of the policy.

(a) The contractor should dissemi-
nate its policy internally as follows:

(1) Include it in contractor’s policy
manual.

(2) Publicize it
paper, magazine, annual
other media.

(3) Conduct special meetings with ex-
ecutive, management, and supervisory

in company news-
report, and
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personnel to explain intent of policy
and individual responsibility for effec-
tive implementation, making clear the
chief executive officer’s attitude.

(4) Schedule special meetings with all
other employees to discuss policy and
explain individual employee respon-
sibilities.

(5) Discuss the policy thoroughly in
both employee orientation and man-
agement training programs.

(6) Meet with union officials to in-
form them of policy, and request their
cooperation.

(7) Include nondiscrimination clauses
in all union agreements, and review all
contractual provisions to insure they
are nondiscriminatory.

(8) Publish articles covering EEO pro-
grams, progress reports, promotions,
etc., of minority and female employees,
in company publications.

(9) Post the policy on company bul-
letin boards.

(10) When employees are featured in
product or consumer advertising, em-
ployee handbooks or similar publica-
tions both minority and nonminority,
men and women should be pictured.

(11) Communicate to employees the
existence of the contractor’s affirma-
tive action program and make avail-
able such elements of its program as
will enable such employees to know of
and avail themselves of its benefits.

(b) The contractor should dissemi-
nate its policy externally as follows:

(1) Inform all recruiting sources ver-
bally and in writing of company policy,
stipulating that these sources actively
recruit and refer minorities and women
for all positions listed.

(2) Incorporate the equal opportunity
clause in all purchase orders, leases,
contracts, etc., covered by Executive
Order 11246, as amended, and its imple-
menting regulations.

(3) Notify minority and women’s or-
ganizations, community agencies, com-
munity leaders, secondary schools, and
colleges, of company policy, preferably
in writing.

(4) Communicate to prospective em-
ployees the existence of the contrac-
tor’s affirmative action program and
make available such elements of its
program as will enable such prospec-
tive employees to know of and avail
themselves of its benefits.

§60-2.22

(5) When employees are pictured in
consumer or help wanted advertising,
both minorities and nonminority men
and women should be shown.

(6) Send written notification of com-
pany policy to all subcontractors, ven-
dors, and suppliers requesting appro-
priate action on their part.

[43 FR 49249, Oct. 30, 1978; 43 FR 51400, Nov. 3,
1978]

§60-2.22 Responsibility for implemen-
tation.

(a) An executive of the contractor
should be appointed as director or man-
ager of company equal opportunity
programs. Depending upon the size and
geographical alignment of the com-
pany, this may be his or her sole re-
sponsibility. He or she should be given
the necessary top management support
and staffing to execute the assignment.
His or her identity should appear on all
internal and external communications
on the company’s equal opportunity
programs. His or her responsibilities
should include, but not necessarily be
limited to:

(1) Developing policy statements, af-
firmative action programs, internal
and external communication tech-
niques.

(2) Assisting in the identification of
problem areas.

(3) Assisting line management in ar-
riving at solutions to problems.

(4) Designing and implementing audit
and reporting systems that will:

(i) Measure effectiveness of the con-
tractor’s programs.

(i) Indicate need for remedial action.

(iii) Determine the degree to which
the contractor’s goals and objectives
have been attained.

(5) Serve as liaison between the con-
tractor and enforcement agencies.

(6) Serve as liaison between the con-
tractor and minority organizations,
women’s organizations and community
action groups concerned with employ-
ment opportunities of minorities and
women.

(7) Keep management informed of
latest developments in the entire equal
opportunity area.

(b) Line responsibilities should in-
clude, but not be limited to the follow-
ing:
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