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Audit Report 

December 1, 2014  

Thomas J. Curry 
Comptroller of the Currency 

This report presents the results of our review of the Office of the 
Comptroller of the Currency (OCC) personnel practices. We performed 
this review at the request of the Ranking and other Members of the 
House Committee on Financial Services.1 The request letter is provided 
as Appendix 1.  

Consistent with the Congressional request, our objective was to 
assess OCC’s personnel practices and other efforts to increase agency 
diversity, create a workplace free of systemic discrimination, and 
provide equal opportunity for minorities and women to obtain senior 
management positions. To accomplish this objective, we analyzed 
OCC data on diversity and performance management and recognition, 
equal employment opportunity (EEO) complaints and employee 
satisfaction surveys; reviewed related OCC documentation; and 
interviewed OCC Human Resources and Office of Minority and Women 
Inclusion (OMWI) officials. Also, a contractor completed statistical 
analyses on OCC performance appraisal data. See Appendix 2 for 
more details about our audit scope and methodology.  

In brief, we found that OCC tracks diversity levels and has taken steps 
to increase diversity in its workforce that has resulted in OCC 
employing minorities and females at a rate generally equivalent to 
nationwide participation rates. Additionally, OCC’s OMWI has made 

                                      
1  The Offices of Inspector General (OIGs) of the Federal Deposit Insurance Corporation, Board of 

Governors of the Federal Reserve System and Consumer Financial Protection Bureau, Federal Housing 
Finance Agency, National Credit Union Association, and Securities and Exchange Commission received 
similar requests to review their respective agencies’ practices. The results of the companion reviews will 
be issued under separate cover by the OIG office responsible for the work. 
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efforts to increase diversity across the workforce by participating in 
outreach programs and supporting employee network groups. These 
efforts maintain ongoing relationships that provide perspective on 
diversity at OCC and assist with the development of programs and 
activities to bolster OCC’s recruitment, career-development, and 
retention efforts. 

However, participation of minorities and women in OCC supervisory 
and senior-level positions currently falls below their workforce 
participation rates across the entire organization. Although their 
participation in these positions has increased, we believe that further 
increases in the participation of minorities and women in these 
positions going forward will be slow because of the limited number of 
supervisory and senior-level positions, the infrequency of position 
openings, and the internal hiring to meet specialized skill requirements. 

We are recommending that OCC continue its efforts to increase 
participation of minorities and women in supervisory and senior-level 
positions, consistent with applicable law. 

In a written response, which is included as Appendix 4, OCC agreed 
with the recommendation and stated that it remains committed to 
ensuring a diverse and inclusive work environment. We consider 
OCC’s commitment to ensuring a diverse and inclusive work 
environment to be responsive to our recommendation. 

Background 

OCC charters, regulates, and supervises all national banks and federal 
savings associations, as well as federal branches and agencies of 
foreign banks. As of September 2013, OCC supervised 1,808 banking 
institutions (1,245 national banks, 515 federal savings associations, 
and 48 federal branches of foreign banks in the United States) and has 
approximately 3,900 employees in locations throughout the United 
States. 

Section 342 of the Dodd-Frank Wall Street Reform and Consumer 
Protection Act (Dodd-Frank) required eight agencies, including OCC, 
and each Federal Reserve Bank to establish an OMWI to be 
responsible for all matters of the agency relating to diversity in 
management, employment, and business activities. According to 
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Dodd-Frank, each agency must take affirmative steps to seek diversity 
in the workforce of the agency at all levels. 

OCC compares its workforce participation and hiring rates2 to the 
relevant census civilian labor force when completing the Management 
Directive 715 Federal Agency Annual EEO Program Report (MD-715).3 
The MD-715 is a report required by the Equal Employment Opportunity 
Commission. These comparisons are reported in workforce data tables 
showing promotions, hires, separations and grade level. The MD-715 
also includes two trend analyses: (1) workforce data tables and 
(2) participation of females and minorities in supervisor roles and 
senior-level position feeder groups. Employment data for trends and 
statistics are obtained from the U.S. Department of Agriculture’s 
National Finance Center; the Office of Personnel Management’s 
Human Capital Management System, which interfaces with Treasury’s 
HR Connect and Workforce Analytics; and OCC’s Business 
Objects/Data Marts. 

Results of Audit 

OCC Diversity and Hiring Practices 

OCC’s total workforce increased from fiscal year 2011 through fiscal 
year 2013.  

 Fiscal year 2011 – 3,737 employees (3,560 permanent) 

 Fiscal year 2012 – 3,823 employees (3,678 permanent) 

 Fiscal year 2013 – 3,971 employees (3,919 permanent) 

                                      
2  The participation rate is the percentage of a particular group participating in an occupational category or 

a grade. The participation rate of a particular group in an occupational category or grade should be 
compared to that group’s participation rate in the agency’s total workforce. An OCC official told us that 
hiring rate represents the number of hires of a particular group (such as, Hispanics) compared to the total 
number of people hired.  

3  The MD-715 is the policy guidance that the Equal Employment Opportunity Commission provides to 
federal agencies for their use in establishing and maintaining effective programs of equal employment 
opportunity under Section 717 of Title VII of the Civil Rights Act of 1964 (Title VII), as amended, 
42 U.S.C. 2000e et seq., and Section 501 of the Rehabilitation Act of 1973, as amended, 
29 U.S.C. 791 et seq. The MD-715 provides a roadmap for creating effective equal employment 
opportunity programs for all federal employees as required by Title VII and the Rehabilitation Act of 
1973. 
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For details of OCC’s permanent-employee workforce by ethnicity and 
gender during fiscal year 2011 through 2013, see Figure 1. Figure 2 
shows gender totals for the same time period. 

Figure 1. OCC Permanent Workforce, by Ethnicity and Gender,  
Fiscal Year 2011 through Fiscal Year 2013 

 2011 2012 2013 

White (M) 1,481 1,521 1,586 

White (F) 1,022 1,036 1,075 

Black (M) 193 198 230 

Black (F) 384 392 423 

Hispanic (M) 103 118 135 

Hispanic (F) 98 112 125 

Asian (M) 107 119 152 

Asian (F) 105 110 136 

Native Hawaiian/Pacific Islander (M) 2 1 1 

Native Hawaiian/Pacific Islander (F) 3 3 4 

American Indian or Alaskan Native (M) 17 17 22 

American Indian or Alaskan Native (F) 12 12 17 

2 or more races (M) 14 17 5 

2 or more races (F) 19 22 8 

Total Employees 3,560 3,678 3,919 
Source: Fiscal Year 2011/2012 MD-715 Table A1, Fiscal Year 2012/2013 MD-715 
Table A1, and Fiscal Year 2013/2014 MD-715 Table A1. 
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Figure 2. OCC Permanent Workforce, by Gender,  
Fiscal Year 2011 through Fiscal Year 2013 

 
Source: Fiscal Year 2011/2012 MD-715 Table A1, Fiscal Year 2012/2013 MD-715 Table A1, 
and Fiscal Year 2013/2014 MD-715 Table A1. 

OCC Increased Diversity Within Its Workforce 

OCC has taken steps to increase diversity in its workforce resulting in 
employment of minorities and females at a rate generally equivalent to 
the National Civilian Labor Force (NCLF).4 Female participation 
generally remained stable over the last 3 years at 45.6 percent. During 
fiscal year 2013, participation for minorities increased from 30.5 
percent to 32.1 percent. Given the limited timeframe covered by our 
review (fiscal year 2011 through fiscal year 2013), it is reasonable 
that there was not significant change in diversity levels at OCC.  

Increasing Participation of Hispanics 

Hispanic employees represent a growing segment of OCC’s permanent 
workforce, with participation increasing from 5.7 percent in fiscal year 
2011 to 6.6 percent in fiscal year 2013. Generally, however, this 
participation remains below the NCLF of 10 percent. In fiscal year 
2011, hiring of Hispanics lagged the national and Occupational Civilian 

                                      
4  The National Civilian Labor Force data is derived from the 2010 census reflecting persons 16 years of 

age or older who were employed or were actively seeking employment - adjusted for citizenship, 
excluding those in the Armed Services. The census data is used for benchmark comparisons when 
reviewing OCC’s workforce demographics. 
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Labor Forces (OCLF).5 OCC hired Hispanic employees in fiscal year 
2012 at rates greater than the OCLF percentages and in fiscal year 
2013 at rates greater than the OCLF/NCLF comparisons. 

Increasing Participation of Female Bank Examiners 

In fiscal year 2011, the overall participation of female examiners in the 
workforce declined and was below the OCLF. Participation increased 
slightly from 38.7 percent in fiscal year 2011 to 38.8 percent in fiscal 
year 2012 and then to 39.2 percent in fiscal year 2013, but was 
below the 2013 OCLF of 45.3 percent. 

In fiscal year 2011, the hiring rate increased, but in fiscal year 2012, 
it declined by 5.5 percent and then again by 0.9 percent in fiscal year 
2013. 

Increasing Participation of Females and Minorities in Supervisor Roles 
and Senior-Level Positions 

In fiscal year 2012, OCC conducted a review analyzing the 
participation of women and minorities in senior-level positions, finding 
that women filled 29.2 percent of those roles and minorities filled 
14.6 percent. In fiscal year 2013, although female and minority 
participation increased, their representation in senior-level positions 
remained below their participation rates. Women held 37.4 percent of 
supervisor positions and 32.6 percent of senior level positions 
compared with their workforce participation rate of 45.6 percent. 
Minorities held 23.4 percent of supervisory positions and 14.2 percent 
of senior-level positions—also below their overall workforce 
participation rate of 32.1 percent. 

For OCC hiring, by ethnicity and gender during fiscal year 2011 
through 2013, see Figure 3. 

                                      
5  The Occupational Civilian Labor Force term describes the use of civilian labor force data for specific 

occupational groups that are mission-related and heavily populated relative to other occupations within 
the agency. Major occupational groups within the OCC include bank examiners, attorneys, and 
economists. 
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Figure 3. OCC Hiring, by Ethnicity and Gender,  
Fiscal Year 2011 through Fiscal Year 2013 

 
Note: “Other” employees comprise Native Hawaiians and other Pacific Islanders, American 
Indians or Alaska Natives, and people of two or more races. These employees were combined 
into an “other” category because of their small populations. 

Source: Fiscal Year 2011/2012 MD-715 Table A8, Fiscal Year 2012/2013 MD-715 Table A8, 
and Fiscal Year 2013/2014 MD-715 Table A8. 

OCC Job Announcements and Hiring Campaigns 

Our review of OCC data on job announcements for all positions found 
the following regarding the vacancies announced during fiscal 
year 2011 through 2013: 

 87.6 percent were advertised externally. 

 53.4 percent and 42.6 percent of those who applied were male 
and female, respectively. 4 percent did not identify a gender. 

 Individuals who applied, self-identified themselves as: 

 Non-Hispanic (83.2 percent).  

 Hispanic (7.4 percent).  

 Unidentified (9.4 percent). 
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 individuals who applied to the announcements identified their race 
as: 

 White (39.2 percent). 

 African-American (36.6 percent). 

 Asian (10.7 percent).Two or more races (3.2 percent). 

 American Indian or Alaskan Native (2.3 percent). 

 Native Hawaiian or Other Pacific Islander (0.4 percent). 

 Unidentified (7.6 percent). 

We found the following regarding the vacancies filled during fiscal 
year 2011 through 2013: 

 70.9 percent were advertised externally.  

 57.7 percent were filled by males and 37 percent were filled by 
females. 5.3 percent did not identify a gender. 

 individuals hired identified themselves as: 

 Non-Hispanic (85.1 percent). 

 Hispanic (6.6 percent). 

 Unidentified (8.3 percent). 

 individuals hired identified their race as: 

 White (68.6 percent). 

 African-American (12.2 percent). 

 Asian (7.8 percent). 

 Two or more races (1.2 percent). 

 American Indian or Alaskan Native (1.1 percent). 

 Native Hawaiian or Other Pacific Islander (0.05 percent). 

 Unidentified (9.1 percent). 

In hiring campaigns for entry-level bank examiners conducted during 
fiscal year 2011 through 2013, all positions were advertised externally 
and a majority of the individuals hired identified their race as White. 
Figure 4 provides semiannual demographic information for people hired.  
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Figure 4. Semiannual Hiring Demographics, Fiscal Year 2011 through 
2013 

Fall 2010 Spring 2011  

36 selected (5 female, 13.9 percent): 

 28 White (77.8 percent) 
 4 Asian (11.1 percent) 
 2 African-American (5.6 percent) 
 2 Hispanic (5.6 percent) 

66 selected (28 female, 42.4 percent): 

 52 White (78.8 percent) 
 7 African-American (10.6 percent) 
 5 Asian (7.6 percent) 
 1 Hispanic (1.5 percent) 
 1 reported as two or more races (1.5 

percent) 

Fall 2011  Spring 2012  

31 selected (12 female, 38.7 percent): 

 24 White (77.4 percent) 
 3 African-American (9.7 percent) 
 3 Hispanic (9.7 percent) 
 1 Asian (3.2 percent) 

133 selected (55 female, 41.4 percent): 

 100 White (75.2 percent) 
 15 African-American (11.3 percent) 
 8 Hispanic (6.0 percent) 
 6 Asian (4.5 percent) 
 4 reported as two or more races (3.0 

percent) 
Fall 2012  Spring 2013 

56 selected (19 female, 33.9 percent): 

 38 White (67.9 percent) 
 9 African-American (16.1 percent) 
 4 Hispanic (7.1 percent) 
 3 Asian (5.4 percent) 
 1 Native American (1.8 percent) 
 1 reported as two or more races (1.8 

percent) 

132 selected (49 female, 37.1 percent): 

 87 White (65.9 percent) 
 18 African-American (13.6 percent) 
 13 Hispanic (9.8 percent) 
 10 Asian (7.6 percent) 
 3 reported as two or more races (2.3 

percent) 
 1 Native American (0.8 percent) 

OCC Conducts Reviews to Improve Recruitment, Career 
Development, and Retention 

OCC conducts an annual review of its strategic human capital 
management and planning to improve the recruitment, career 
development, and retention of its workforce (OCC’s EEO Special 
Emphasis Activities Annual Report, a component of the MD-715). The 
fiscal year 2012 report identified no barriers to equal opportunity in 
human resources operations. However, the review made general 
observations about the pattern of poorly written resumes submitted 
by many individuals, in particular by females and minorities, applying 
for senior-level positions. The lack of details in resumes regarding 
experiences and qualifications kept individuals from meeting minimum 
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requirements. To address this situation, the human resources office 
created a quick-reference guide (Office of Management At-A-Glance) 
with tips on how employees can ensure their resumes have sufficient 
details to demonstrate their ability to meet all job requirements.  

OCC personnel told us that they are committed to providing 
employees with additional educational resources to help them apply 
for jobs/promotions. OCC personnel also told us that they have made 
process improvements, such as: 

 advertising vacancy announcements on Web sites that can reach a 
larger cross section of people—including social network sites like 
Twitter, LinkedIn, Facebook, and the OCC Alumni Page—and 
professional organizations, such as American Banker, E-Financial, 
Quant Finance Jobs, JOBS PHD’s, Jobs for Economists, Analytic 
Brain, and Legal Times, and 

 developing standardized processes, including (1) templates for 
vacancy announcements to assist in promoting consistency among 
human resources officials in recruiting and hiring within the Bank 
Supervision units and (2) crediting plans to provide greater 
transparency with customers 

OCC’s annual review also found that females and minorities generally 
participate in career development programs internal to the agency at 
rates comparable to their workforce participation. However, females 
and minorities generally participate at rates below their workforce 
participation in both external career development programs and 
internal leadership courses. 

OCC Has Programs for Developing Senior Leaders 

OCC has several programs in place to develop employees for senior-
level positions. Within Bank Supervision, Leader TRACK and EXCEL 
provide leadership and developmental opportunities to examiners. 
OCC also launched the “Leading” initiative to strengthen its focus on 
developing the leadership skills of OCC employees. In 2013, a 
Leadership Developmental Advisory Board (including the OCC OMWI 
Executive Director as a member) was established to provide ongoing 
guidance for agency leadership development. 
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Office of Minority and Women Inclusion 

According to Dodd-Frank, OMWI has responsibility for ensuring that 
OCC takes affirmative steps to seek diversity in the workforce at all 
levels as is consistent with applicable law. Additionally, Dodd-Frank 
requires OMWI to submit an annual report to Congress on (1) the 
success achieved and challenges faced by OCC in operating minority 
and women outreach programs; (2) the challenges the agency may 
face in hiring qualified minority and women employees and 
contracting with qualified minority-owned and women-owned 
businesses; and (3) any other information, findings, conclusions, and 
recommendations for legislative or OCC action determined to be 
appropriate. 

OMWI has made efforts to increase diversity throughout the 
workforce by participating in outreach programs and supporting 
employee network groups. OCC’s outreach programs maintain 
ongoing relationships with minority professional organizations and 
colleges and universities with large populations of minority and 
female students. In fiscal year 2013, OCC sponsored its third annual 
National Diversity Internship Program with three student employment 
groups: the Hispanic Association of Colleges and Universities; 
Washington Internships for Native Students; and INROADS, a 
nonprofit organization that trains and develops minority students for 
professional careers in business and industry. OCC contracted for 25 
interns under the National Diversity Internship Program in 2013. In 
addition, OCC hired 29 students through the federal Pathways 
internship program, and all groups shown below exceeded their 
NCLFs:  

 44.8 percent were female (13 of 29 hired students). 

 58.6 percent were minorities (17 of 29 hired students), including 
6 Asian, 8 Black, and 3 Hispanic students 

OMWI supports six agency-sponsored employee network groups:  

 Network of Asian Pacific Americans 

 Coalition of African-American Regulatory Employees 

 Gay, Lesbian, and Straight Alliance 
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 Hispanic Organization for Leadership and Advancement 

 The Women’s Network 

 Generational Crossroads 

The employee network groups provide their perspectives on diversity 
at OCC and develop programs and activities to assist in OCC’s 
recruitment, career development, and retention efforts. According to 
an OCC official, approximately 33 percent (1,290) of OCC employees 
are members of at least one of these groups. 

OCC added the following metrics to its 2013 OMWI Annual Report 
(under the Workforce Diversity section) to better measure the 
progress and outcome of its programs and activities: 

 Participation in Supervisor Positions, by Race/Ethnicity and 
Gender, comparing workforce participation rates 

 Senior-Level Positions and Feeder Grades, comparing fiscal year 
2012 and fiscal year 2013, with ratio changes 

 Changes from 2000 to 2010 Civilian Labor Force, by 
Race/Ethnicity and Gender, overall and by mission-critical 
occupations 

 Workforce Profile by Race/Ethnicity and Gender, comparing fiscal 
year 2012 and fiscal year 2013 to the NCLF 

 5-Year Profile Trend of Hispanic Males and Hispanic Females, 
males and females profiled separately, within each major mission-
critical occupation, by hires, separations, and workforce 
participation 

According to an OCC OMWI official, the limited number of senior-
level positions, the infrequency of position openings, and the internal 
hiring conducted to meet specialized skill requirements pose a 
challenge in resolving the low participation of women and minorities 
in senior-level positions. Although progress is being made, it is a slow 
process that will require time and attention. In addition, the 2013 
OMWI Annual Report noted that retention of female bank examiners 
will continue to be a challenge because of retirement eligibility. 
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Complaints and Grievances 

We reviewed OCC’s complaint and grievance processes and related 
data to gauge whether this information suggested disparities in race, 
ethnicity, or gender. OCC’s OMWI manages the EEO pre-complaint 
process and the alternative dispute resolution (ADR) process. 6 OMWI 
is responsible for overseeing allegations of discrimination covered by 
EEO laws or related Executive Orders, and responding to allegations 
of harassment or hostile work environment, which may be raised by 
employees independent of the EEO complaint process. Employees and 
applicants wishing to pursue an EEO complaint must contact OMWI 
to officially initiate the EEO pre-complaint process. 

EEO procedures are communicated to OCC employees in several 
ways: 

 new-employee orientation 

 No FEAR Act training—required for all new employees within 60 
days of their report date and retaken every 2 years (current 
requirement is in 2014)7 

 Comptroller’s annual EEO policy statement (issued annually in 
compliance with MD-715)—displayed in the OCC’s headquarters, 
district, and field offices 

 Detailed information and brochures about the EEO complaint 
process and Policy and Procedures Manuals (PPMs)—available to 
all employees on OCCNet8 

 mandatory training for new managers/supervisors—includes 
management responsibilities 

                                      
6  The OCC’s Alternative Dispute Resolution Program resolves disputes for all OCC employees through 

informal, voluntary, consensus-building techniques. The program allows participants to make informed 
and uncoerced decisions to foster a work environment in which conflicts are settled quickly and at the 
lowest possible organizational level. 

7  The Notification and Federal Employee Antidiscrimination and Retaliation Act of 2002 (No FEAR Act) 
requires that federal agencies be accountable for violations of antidiscrimination and whistleblower 
protection laws and requires that each federal agency post quarterly on its public Web site, certain 
statistical data relating to federal sector equal employment opportunity complaints filed with such 
agency. 

8  OCCNet is OCC’s intranet, accessible only to OCC employees. 
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OMWI enters the complaint data into the Department of the 
Treasury’s EEO database, “i-Complaints,” which is used to generate 
the annual 462 report to the Equal Employment Opportunity 
Commission, and the quarterly No FEAR Act report. OCC processes 
only EEO pre-complaints9, entering data for the pre-complaint stage 
into “i-Complaints.” The OMWI EEO team reviews OCC’s 462 report 
before it is certified by the OMWI Director for electronic submission 
to the EEOC. All formal complaints are processed at the Department 
of the Treasury level, where department-level staff enters data for 
such complaints in “i-Complaints”. 

Our review of all OCC prepared pre-complaint and formal complaint 
data for each fiscal year found the following as the most common 
basis for pre-complaints:10 

 fiscal year 2011 (total of 12 initiated)—gender, age, race, 
disability (physical) 

 fiscal year 2012 (total of 17 initiated)—gender, race, reprisal, 
disability 

 fiscal year 2013 (total of 21 initiated)—race, reprisal, gender 

The most common issues11 for pre-complaints were: 

 fiscal year 2011—harassment (non-sexual), promotion/non-
selection, directed reassignment 

 fiscal year 2012—harassment (non-sexual), evaluation/appraisal, 
promotion/non-selection, termination 

 fiscal year 2013—promotion/non-selection, harassment (non-
sexual), termination, assignment of duties 

                                      
9  Federal employees and job applicants are required to go through a pre-complaint process before filing a 

formal EEO complaint. The purpose of the pre-complaint process is to conduct a basic inquiry and to 
seek resolution, not to decide if discrimination occurred. If a resolution is not reached, a notice of the 
right to file a formal complaint is issued. All formal complaints are filed with the Treasury Complaint 
Mega Center, which investigates all complaints that are accepted. 

10  An EEO complaint must tie the issue to an illegal discriminatory basis (that is, discrimination based on 
race, color, national origin, sex, religion, age, disability, protected genetic information, or retaliation.) 

11  An EEO complaint must identify an issue (that is, the specific employment practice or policy alleged to 
be discriminatory). The issue should consist of an adverse employment action causing the individual an 
injury. 
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The most common EEO basis for allegations of discrimination for 
formal complaints were: 

 fiscal year 2011 (total of 3 filed)—physical disability, gender 

 fiscal year 2012 (total of 12 filed)—reprisal, gender, disability, 
race 

 fiscal year 2013 (total of 17 filed)—race, reprisal, gender 

The most common EEO issues of discrimination for formal complaints 
were: 

 fiscal year 2011—harassment, pay, performance evaluations 

 fiscal year 2012—harassment, non-selection, termination, 
appraisal 

 fiscal year 2013—non-selection, harassment, termination, 
assignment of duties, appraisal 

Although OMWI manages the EEO pre-complaint and ADR processes, 
OCC’s Office of Human Capital—Labor and Employee Relations 
manages the grievance processes. An OCC official provided the 
following numbers of filed grievances related to employment 
discrimination/unfair practices (we note that OCC had between 
approximately 3,600 and 3,900 employees during this time period): 

 fiscal year 2011—2 out of 6 filed grievances 

 fiscal year 2012—2 out of 9 filed grievances 

 fiscal year 2013—3 out of 14 filed grievances 

OCC’s fiscal year 2012 annual review determined that there were no 
patterns or trends observed in the EEO/ADR program data to suggest 
potential barriers or any connection to the disparity of females and 
minorities in higher grade levels. As part of the MD-715, a review of 
the Labor and Employees Relations program did not reveal any data 
patterns or impediments in related policies, procedures, practices, and 
conditions that could impact job assignments, developmental 
opportunities, training, fair/inclusive treatment, and promotions. 
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Employee Surveys 

We reviewed the responses to the Federal Employee Viewpoint 
Surveys for OCC for 2011 through 2013,12 OCC Exit Surveys13 for 
fiscal years 2011 through 2013, and the 2013 OCC Engagement 
Survey to gauge employee satisfaction with diversity and employment 
opportunity within OCC. The surveys showed that the majority of 
employees at OCC were satisfied with regard to agency diversity and 
employment opportunity.  

 Federal Employee Viewpoint Surveys – the percentage of positive 
responses was higher, to every question, than negative or neutral 
responses. 

 OCC Exit Surveys – questions regarding supervisory actions 
relevant to diversity and inclusion received higher positive 
responses than negative or neutral responses. 

 2013 OCC Engagement Survey – conducted by an independent 
contractor, this survey found that, in general, employees were 
highly engaged and felt satisfied with their jobs. The survey also 
reported that OCC consider focusing on providing career 
development opportunities to maintain high levels of engagement 
in the workforce and reduce the risk of turnover. 

Analysis of Performance Ratings 

Separate analyses were conducted by a contractor on OCC’s overall 
performance ratings administered from fiscal year 2011 through fiscal 
year 2013. These analyses were conducted to detect potential 
performance-rating differences based on gender, race/ethnicity, age, 
pay-band level, supervisory status, and bargaining unit status. See 
Appendix 3 for the contractor’s report. 

                                      
12  The Federal Employee Viewpoint Survey is administered by the Office of Personnel Management to 

measure employee perceptions of whether, and to what extent, conditions characterizing successful 
organizations are present in their agencies. Survey results provide valuable insight into the challenges 
agency leaders face in ensuring the federal government has an effective civilian workforce and how 
they are responding to those challenges. 

13  The OCC Exit Survey asks separating employees about their work experience and the extent to which 
various employment factors may have affected their decisions to leave OCC. Survey respondents are 
permanent employees who voluntarily separated from OCC. 
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The contractor found for the most recent performance period 
analyzed, fiscal year 2013, that there was statistically significant 
gender, race/ethnicity, and age differences in performance ratings. 
For gender, all statistically significant differences were in favor of 
female employees. For age, all statistically significant differences 
were in favor of older employees. For race/ethnicity, Whites received 
statistically significant higher ratings than both African Americans and 
Hispanics at a variety of levels of analysis, including the NB5-NB7 
pay-band level and jobs non-supervisory in nature. The contractor 
noted that the size of the difference in performance ratings between 
Whites and African Americans was smaller than those normally found 
in studies of performance appraisal differences. There were no 
statistically significant differences between Whites and Asians nor 
between Whites and American Indians/Alaskan Natives. Additionally, 
sample sizes were too small to confidently interpret any statistically 
significant differences between Whites and Native Hawaiians/Pacific 
Islanders. 

Across all three performance years, the statistically significant 
gender, race/ethnicity, or age differences on performance ratings 
across the overall workforce were largely driven by statistically 
significant differences at the non-supervisory level of analysis. 
Additionally, non-bargaining unit employees received higher ratings 
than did bargaining unit employees.14 

The contractor noted in its report that the different units of analysis 
(such as supervisors and bargaining unit status) were likely correlated 
with each other and, therefore, may have been analyzing similar 
information. The contractor also wrote that statistically significant 
group differences did not necessarily indicate discrimination by 
themselves. Differences in performance ratings could have been due 
to a wide variety of explanations, which could include actual 
differences in performance, regional differences in ratings, job family 
differences in ratings (for example, supervisors in certain fields were 

                                      
14  According to OCC officials, performance differences between the OCC’s bargaining unit and non-

bargaining unit employees may reflect differences in their age and supervisory status. At the end of 
fiscal year 2013, only 60 percent of bargaining-unit employees were age 40 or older, compared with 84 
percent of non-bargaining unit employees, and 504 of the 818 non-bargaining-unit employees (62 
percent) were in non-supervisory positions. 



 
 
 
 
 
 

 Review of OCC’s Personnel Practices Page 18 
 (OIG-15-017)  

more strict or lenient than supervisors in other fields), or some 
combination of all these factors. 

Recommendation 

We recommend that the Comptroller of the Currency continue efforts 
to increase participation of minorities and women in supervisory and 
senior-level positions, consistent with applicable law. 

Management Response  

OCC agreed with the recommendation and stated that it remains 
committed to ensuring a diverse and inclusive work environment. 

OIG Comment  

OCC’s commitment is responsive to our recommendation. 

*  *  *  *  * 

We appreciate the courtesies and cooperation provided to our staff 
during the audit. If you wish to discuss the report, you may contact 
me at (202) 927-0384 or Andrew Morgan, Audit Manager, at 
(202) 927-8121. Major contributors to this report are listed in 
appendix 5. 

 
 
 
 
Jeffrey Dye  /s/ 
Audit Director 
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Consistent with the Congressional request, our objective was to 
assess the Office of the Comptroller of the Currency (OCC) 
personnel practices and other efforts to increase agency diversity, 
create a workplace free of systemic discrimination, and provide 
equal opportunity for minorities and women to obtain senior 
management positions. 

To accomplish these objectives, we took the following actions: 

 interviewed OCC personnel including the Deputy Comptroller for 
Human Capital regarding diversity levels and performance 
management and recognition results and reviewed relevant OCC 
policy and procedure documents 

 reviewed relevant OCC Office of Minority and Women Inclusion 
(OMWI) policies, procedures, and reports and interviewed the 
Executive Director of OMWI regarding her role and involvement 
in (a) assessing the impact of the agency’s personnel policies on 
minorities and women and (b) efforts to increase diversity 
throughout the agency and within senior management positions  

 used a contractor engaged by the Federal Deposit Insurance 
Corporation Office of Inspector General to perform statistical 
significant tests on OCC performance appraisal data as follows: 

 by gender and race/ethnicity in the following ways: 
agency-wide, senior management, middle management, 
all other employees, bargaining unit employee, and non-
bargaining unit employee 

 agency-wide by employees who are 40 years of age or 
older to those employees under 40 years of age, and 

 agency-wide by bargaining unit and non-bargaining unit 

The data used by the contractor and its tests was a listing of 
OCC employee performance appraisal results we obtained during 
the audit. This listing included a unique employee identifier code, 
the employee’s gender, race/ethnicity, age, pay grade, 
performance rating, whether a supervisor or not, and whether a 
bargaining unit member or not, among other things. Before 
providing the list to the contractor, we performed certain tests of 
the reliability of the data. We applied statistical sampling to select 
a sample of 52 of the 4,620 unique employee identifier codes 
provided by OCC. We verified the information provided by OCC 
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by comparing the information of the 52 employees in our sample 
to OCC records. (To determine our sample size, we incorporated 
missing identifier codes, indicated as temporary employees, into 
our population of 4,465 which increased the sampling frame to 
4,620. We used a 90 percent confidence level with a 5 percent 
sample precision and an expected error rate of 5 percent.) We 
also reviewed the 52 sampled employee’s age, gender, race, 
grade, salary, and summary performance rating to determine if 
each employee retained the same gender, race, grade, base 
salary, adjusted base salary and summary performance rating and 
if the age progressed each year  

We also used a software tool to determine the existence of any 
anomalies in the employee data provided by OCC. (This testing 
was done prior to providing the performance appraisal results to 
the contractor.) We performed a review of each employee’s 
unique identifier, age, gender, race, grade, base salary, adjusted 
base salary, supervisory position, summary performance rating, 
bargaining unit status, business unit, duty station location, 
location district, reporting district, merit increase amount, merit 
bonus amount, OCC years of service, the Office of Thrift 
Supervision (OTS) years of service, OTS transfer status, 
promotion status, separation status, and reporting official 
identifier to determine if any data was missing; not recorded in 
the proper format or outside of pre-determined boundaries, such 
as “under the age of 18”; or whether merit increases and/or 
bonuses were awarded to employees who did not meet the 
minimum summary performance rating requirement. 

 reviewed OCC reports related to agency diversity required to 
be published or otherwise made available 

 reviewed OCC information on employees hired and 
expressions of interest15 and selections during fiscal year 
2011 through fiscal year 2013 

 reviewed OCC information on the number of equal 
employment opportunity (EEO) complaints and grievances to 
identify trends and to determine if the information suggests 

                                      
15  Expressions of interest are job postings that allow current permanent OCC employees to apply for 

lateral reassignments to positions in other geographic locations within the agency. Selections from an 
expression of interest posting are permanent reassignments. 
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the existence of disparities based on race, gender, or other 
factors 

 reviewed employee-satisfaction survey results for fiscal year 
2011 through fiscal year 2013 to determine the level of 
employee satisfaction related to agency diversity and 
employment opportunity 

We performed our audit fieldwork from April through October 
2014. 

We conducted this performance audit in accordance with generally 
accepted government auditing standards. Those standards require 
that we plan and perform the audit to obtain sufficient, appropriate 
evidence to provide a reasonable basis for our findings and 
conclusions based on our audit objectives. We believe that the 
evidence obtained provides a reasonable basis for our findings and 
conclusions based on our audit objectives. 
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