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reaffirms the approach and principles of the Systemic Task Force, that systemic enforcement 
must be strategic, nationwide, coordinated and adequately resourced.  
 
III. NATIONAL PRIORITIES FOR INTEGRATED ENFORCEMENT  

 
The Commission’s goal in identifying these priorities is to ensure that agency resources are 
targeted to prevent and remedy discriminatory practices where government enforcement is most 
likely to achieve broad and lasting impact. The Commission anticipates that each of these 
priorities will require the development of a multi-pronged response to include enforcement, 
education and outreach, research, and policy development. The Commission believes that a 
comprehensive and coordinated focus on the following priorities will significantly advance its 
mission.  
 
The Commission does not expect that every EEOC office will approach every SEP priority 
identically or with the same level of intensity.  Charge trends and demographic differences may 
demand a more localized approach in addressing different priorities, which will be set forth in 
the District Complement Plans (DCP) (Infra at IV.C). 

 
A.  Criteria for Determining Priorities  
 
The Commission has identified priorities for national enforcement in the private, public, and 
federal sectors based on the following criteria: 
 
1. Issues that will have broad impact because of the number of individuals, employers or 
employment practices affected; 
 
2. Issues involving developing areas of the law, where the expertise of the Commission is 
particularly salient;   
 
3. Issues affecting workers who may lack an awareness of their legal protections, or who 
may be reluctant or unable to exercise their rights; 
 
4. Issues involving discriminatory practices that impede or impair full enforcement of 
employment anti-discrimination laws; and  
 
5. Issues that may be best addressed by government enforcement, based on the 
Commission’s access to information, data, and research.   
 
B.  National Priorities 
 
The Commission identifies the following issue priorities, with the goal and expectation that a 
concentrated and coordinated approach will result in reduced discrimination in these areas. Some 
of the priority categories, such as hiring discrimination, raise challenging and complicated issues 
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affecting all of the protected classes, which the EEOC is better situated than the private bar to 
address given its investigatory authority and access to data. Other priorities, such as emerging 
issues, are more discrete, but a concerted effort by the agency may result in early resolution of an 
unsettled area that promotes increased and lasting compliance with equal employment laws.   
 
The strategies for effectively addressing the priorities will vary as well. For some, a multi-
pronged, coordinated enforcement, outreach, research and policy effort may be appropriate.  For 
others such as harassment and retaliation, the Commission may intensify and target its education 
and outreach strategies.  
 
1. Eliminating Barriers in Recruitment and Hiring. The EEOC will target class-based 
intentional recruitment and hiring discrimination and facially neutral recruitment and hiring 
practices that adversely impact particular groups. Racial, ethnic, and religious groups, older 
workers, women, and people with disabilities continue to confront discriminatory policies and 
practices at the recruitment and hiring stages. These include exclusionary policies and practices, 
the channeling/steering of individuals into specific jobs due to their status in a particular group, 
restrictive application processes, and the use of screening tools (e.g., pre-employment tests, 
background checks, date-of-birth inquiries).  Because of the EEOC’s access to data, documents 
and potential evidence of discrimination in recruitment and hiring, the EEOC is better situated to 
address these issues than individuals or private attorneys, who have difficulties obtaining such 
information.   
 
2. Protecting Immigrant, Migrant and Other Vulnerable Workers.  The EEOC will 
target disparate pay, job segregation, harassment, trafficking and other discriminatory practices 
and policies affecting immigrant, migrant and other vulnerable workers, who are often unaware 
of their rights under the equal employment laws, or reluctant or unable to exercise them. 
 
3. Addressing Emerging and Developing Issues.  As a government agency, the EEOC is 
responsible for monitoring trends and developments in the law, workplace practices, and labor 
force demographics.  Under this SEP, the EEOC will continue to prioritize issues that may be 
emerging or developing.  Given the EEOC’s research, data collection, and receipt of charges in 
the private and public sectors, and adjudication of complaints and oversight in the federal sector, 
the agency is well-situated to address these issues.  

 
Swift and responsive attention to demographic changes (e.g. the aging of the workforce), 
recently enacted legislation, developing judicial and administrative interpretations and theories, 
and significant events (e.g. the attacks of 9/11) that may impact employment practices can 
prevent the spread of emerging discriminatory practices by promoting greater awareness and 
facilitating early, voluntary compliance with the law. 
 
For example, the Commission recognizes that elements of the following issues are emerging or 
developing: 1) certain ADA issues, including coverage, reasonable accommodation, qualification 
standards, undue hardship, and direct threat, as refined by the Strategic Enforcement Teams 
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(Infra at IV.B); 2) accommodating pregnancy-related limitations under the Americans with 
Disabilities Act Amendments Act (ADAAA) and the Pregnancy Discrimination Act (PDA); and 
3) coverage of lesbian, gay, bisexual and transgender individuals under Title VII’s sex 
discrimination provisions, as they may apply.  
 
These issues are illustrative and not exhaustive.  Additional emerging or developing issues may 
be identified and recommended by the Strategic Enforcement Team for Emerging or Developing 
Issues (Infra at IV.B).  The team will also make recommendations as to when an issue should no 
longer be considered a priority under the emerging or developing category.   
 

4. Enforcing Equal Pay Laws.  The EEOC will target compensation systems and practices 
that discriminate based on gender. Among the many strategies to address these issues, the 
Commission particularly encourages the use of directed investigations and Commissioner 
Charges to facilitate enforcement.  
 
5. Preserving Access to the Legal System. The EEOC will also target policies and 
practices that discourage or prohibit individuals from exercising their rights under employment 
discrimination statutes, or which impede the EEOC’s investigative or enforcement efforts.  These 
policies or practices include retaliatory actions, overly broad waivers, settlement provisions that 
prohibit filing charges with the EEOC or providing information to assist in the investigation or 
prosecution of claims of unlawful discrimination, and failure to retain records required by EEOC 
regulations. 
 
6. Preventing Harassment Through Systemic Enforcement and Targeted Outreach. 
Harassment is one of the most frequent complaints raised in the workplace.16 Harassment claims 
based on race, ethnicity, religion, age and disability combined significantly outnumber even 
sexual harassment claims in the private and public sectors.17  The same is true in the federal 
sector.18  While investigation and litigation of harassment claims has been successful,19 the 
Commission believes a more targeted approach that focuses on systemic enforcement and an 
outreach campaign aimed at educating employers and employees will greatly deter future 
violations.   
 
IV. Implementation of SEP National Priorities   
 
For the SEP to succeed, resources must align with the priorities established herein.   As part of 
the Strategic Plan for Fiscal Years 2012 – 2016, the Commission established Performance 
Measure 14, which requires the EEOC’s budgetary resources for FY 2014 – 2017 to align with 
the plan.20 The following guidelines are intended to ensure that SEP priorities receive the 
necessary attention and resources to advance the agency’s mission of ending and remedying 
unlawful discrimination in the workplace and to achieve the goals of a targeted and integrated 
national law enforcement approach.21 
 
 


