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Inter-American Foundation
October 1, 2016 to September 30, 2017

Executive Summary

The Inter-American Foundation (IAF) was created by Congress in 1969 as an independent U.S.
foreign assistance agency that promotes and invests in citizen-led grassroots initiatives in Latin
America and the Caribbean to help communities thrive. IAF has a dedicated focus on investing
in citizen-led initiatives, helping to build thriving communities that are economically vibrant,
socially inclusive, and connected. IAF’s careful, direct, and sustained engagement with a
multitude of grassroots partners helps strengthen local democracies, expand economic
opportunities, and improve communities’ resilience to crime and violence. IAF maintains an
active portfolio of 300 grants in 20 countries representing over $67 million of investment by IAF
and more than $91 million by our grantee partners.

In awarding its development grants, the IAF works to assure the participation of indigenous
peoples, African descendants, persons with disabilities, and other marginalized groups, and
encourages their inclusion in political and social processes. By supporting the best ideas
emerging from the region, its program has strengthened a vast structure of community groups
and nongovernmental organizations that has become a highly effective and transparent channel
for productive foreign assistance. As it has for 49 years, IAF plays a meaningful role in our
country’s foreign assistance that is distinct from, and complementary to, the roles of other
agencies that work with much larger programs. The Equal Employment Opportunity
Commission’s (EEOC) Management Directive (MD)-715 requires Agencies to conduct an
annual self-assessment to determine how the organization compares to EEOC’s “Essential
Elements for a Model EEO Program.” The IAF responded to all the compliance indicators and
measures for each of the six Essential Elements. Based on the Fiscal Year (FY) 2017 self-
assessment no deficiencies were identified. In order to maintain this high standard of
performance, the IAF President and supervisors remain committed to making the agency’s EEO
program a priority.

The IAF is a small federal agency, employing 46 permanent and temporary staff members (16
male and 30 female/36 permanent and 10 temporary) at the end of FY 2017. The [AF workforce
continues to be diverse, and consisted of (39.13%) racial/ethnic Minorities and/or female. The
IAF is supported in its Equal Employment Opportunity (EEO) program and complaints
management function through an Inter-Agency Reimbursable Services Agreement with the
Office of Diversity and Equal Opportunity (DEQ), U.S. Geological Survey (USGS) of the
Department of the Interior (DOI). Under this Agreement, the USGS provided the IAF with EEO
Counseling and Mediation, Formal Complaints processing, Diversity Program services,
Alternative Dispute Resolution services, report preparation services, and EEO and diversity



program orientation training. The Chief, DEQ, and the Program Managers served as the
principal officials responsible for advising the IAF President concerning execution of the EEO
program.

A comparison of the IAF’s total workforce to the Civilian Labor Force 2010 percent (CLF 2010)
showed the organization continued to have a very diverse workforce. Again, the IAF continued
to exceed the CLF 2010 benchmark participation rate for Minorities. The total participation rate
of IAF’s Minorities (39.13%) in FY 2017 continued to be well above the CLF 2010 percentage
(27.64%). However, their total Minority workforce increased from 17 in FY 2016 to 18 in FY
2017. The female participation rate of the total workforce increased from 60.47% in FY 2016 to
65.22% in FY 2017, which is above the CLF 2010 benchmark rate of 48.14%. The total number
of females in IAF’s workforce increased from 26 in FY 2016 to 30 in FY 2017. The
Hispanic/Latino female participation rate of 17.39% was notably greater than the respective
4.79% CLF 2010. The participation rates for Hispanic/Latino females, Asian males and
American Indian/Alaska Native males continued to be above their respective CLF 2010
percentages. The participation rate of Hispanic males, White males, Black/African American
males/females, Asian females, Native Hawaiian or Other Pacific Islander males/females,
American Indian or Alaska Native females and two or more races males/females continued to be
below their CLF 2010 rates. The IAF saw an increase of three employees from FY 2016 to FY
2017 in the total workforce. Due to the fact that the IAF workforce remains so small, a single
accession or separation of any RNOG group, male or female, can positively or negatively inflate
the percentages.

The distribution of diversity was reflected in the occupational categories and exceeded the
National CLF 2010 participation rate for Minorities. Minorities and females continued to be
well represented in the “Officials and Managers” category, and the “Professional” category,
which are mission critical positions for the organization. A review of these two categories
showed greater participation rates of Minorities to their CLF 2010. The female workforce
participation rate (69.23%) for “Officials and Managers” was higher than their male counterpart,
and above their CLF 2010 rate (48.14%), as was the Minority participation rate (30.76%)
compared to their corresponding CLF 2010 (27.64%). The “Professionals” occupational
category also reflected diversity; however the numbers decreased from 80.94% in FY 2016 to
45.45% in FY 2017. The following RNOG groups’ participation rates in the “Professionals”
occupational category were above their corresponding CLF 2010 rates: Hispanic/Latino females,
Black/African American males, Asian males, and American Indian/Alaska Native males.

Overall, there appears to be equitable distribution of Minorities, and White males and females, at
all grade levels for the IAF workforce. The largest concentration of permanent and temporary
grades at IAF was found in the GS-11 to GS-15 level (82.60%), with 56.52% of these grades
being held by Minorities and white females. The employees in the GS-1 through GS-10 grades
were held by 50.00% White females.

The number of IAF employees with disabilities increased from 0% in FY 2012- 2016 to 4.34%
in FY 2017, which exceeds the Federal Goal of 2%. The Reasonable Accommodation Policy is
available to all IAF employees and job applicants on the IAF website. The Chief Operating



Officer currently serves as the Selective Placement Coordinator for the employment of persons
with disabilities.

In July 2016, the Inter-American Foundation (IAF) received feedback from the U.S. Equal
Employment Opportunity Commission (EEOC), Office of Federal Operations, following its
review of IAF’s EEQ program, which included a recommendation for strengthening the IAF’s
Anti-Harassment Policy. Since that time, the IAF has reviewed and analyzed the content of that
recommmendation; obtained and reviewed other agencies’ anti-harassment policies for
comparison; and drafted a revised Anti-Harassment Policy to reflect the recommended changes.
The new revised policy is attached.

The IAF leadership remains committed to improving the diversity of its workforce, and
continuing a culture of acceptance and inclusion where all employees can thrive and everyone
matters.

Inter-American Foundation

EEO MD-715-01
Executive Summary FY 2017
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Dircctor/Oficial for
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The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the
essential elements as presceibed by EEO MD-715, L an essential element was not [ully compliant with the
standards of EEQ MD-713, a further evaluztion was conducted and, as appropriate, EEO Plans for Attaining the
Essential Elements of a Model EFO Program, are included with this Federal Agency Annual EEQ Program
Staws Report,
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included with this Federal Agency Annual EEO Program Status Report,
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Inter-American Foundation

An Indepanidenl Agency ol the U.S, Government

MEMORANDUM

Date: September 1, 2017

To: All IAF Cmployees

From: Paloma Adams-Allen, President & CEQ df’f awl //‘ / ‘ —
Subject: Equal Employment Opportunity and Diversity Non-Discrimination Policy

As President & CEO of the Inter-American Foundation (1AF), | am committed to the 1otal integration off
Lqual Employment Opportunity (2E0) and Diversity principles as a fundamental part of the guiding
principles we have at the FAF. All employcees, applicants for employment, and members of the public who
seek to participate in IAF programs, activitics, and services will not be diseriminated against becavse of race,
national origin, sex, religion, color, age, disability, sexual orientation, genetic information, or status as a
purent. Furthermaore, the TAF does not tolerate reprisal against those who exercise their rights under
applicable EEO laws.

[ am committed o ensuring all employees the reedom to compete faitly and equitably. Equal employment
opportunity covers all personnel/employment programs, manasgement practices and decisions, including, but
not limited to: recruiting/hiring, merit promotions, transfers, reassignments, lraining and carcer development,
bhenefits, and separations. | will ensure EEO program requirements are enforced in accordance with the
poverning repulatory guidelines, Atlegations ol discrimination arc addressed promptly and professionally.
‘The IAF promptly investigates all allegations of workplace harassment, and where allegations are
substantisied, appropriate action is taken.

Employees or applicants who believe they have been discriminated against by the FAF have the right to file a
complaint. TAF has cotered an Inter-Agency Agreement with the Office of Diversity and Equal Opportunity
(DEQ), U.8, Geological Survey (USGS) for EEO services. The first step is 1o contact an EEO counselor at
USGS within 45 days of the alleged discriminatory action. You may then choose to participate in ither
counseling or in Alternative Dispute Resolution (ADR) if it is available. At the end of counseling, or if ADR
is unsuccessful, s formal EEO complaint may be filed,

| am commilted o enforeing the Foundation’s policy of fair and equitable treatment of all employees,
applicants for employment, or members of the public wha belicve they have been subjected to unlawful
discrimination.

This policy is 1o be posted in ali personnel offices, and on the Foundation's internal Web site as a means to
communicate the high level of importance | persenally attach to equal employment opportunity al the |AF.
Any questions regarding either this policy or a specific situation relevant to this policy may be addressed
through the USGS Office of Diversity and Fqual Opportunity (DEQ} or an EEO counselor by calling (703)
648-7770 or (866) 816-1106. You may also dircet questions to your manager,

1331 Pennsylvania Ave , NW | Suite 1200 North | Washington, D.C 20004 | Tl (202} 380-4530 | Fox (202) H03-8120 | wwwalgov



Inter-American Foundation

An Independent Agency of the U5 Government

MEMORANDUM

Date: Seplember 1, 2017

To: All 1AF Employces . .

From: Paloma Adams-Allen, President & CEOQ % S ﬂ L - /——hﬁ_ h
Subject: IAT Policy on Harassment

It is the policy of the Inter-American Foundation (IAF) to provide cimployces a harassment {ree work
cavironment. TAF prohibits employment related harassment based on sex, race, color, religion, age (over
10), disability, national origin, reprisal, sexual orientation, genetic information, and status as a parent.

Harassment is any unwelcome verbal or physical conduct based on any of the prohibited actors that is so
objectively offensive as 1o alier the victim's tening and conditions of employment.

Lqual Employment Oppottunity Commission (ELOC) and Title 29 of the Code of ['ederal Regulations,
Scction 1604, have defined sexual harassment;

"Unweleome sexunl advances, requests for sexual favors, and other verbal or physical conduct of sexual
nature constitute sexual harassment when:

1} Submission to such conduct is made either explicitly or implicitly a term or condition of an

individual's employment,

2) Submission to or rejection of such conduct by an individual is used as the basis for employment decisions
affecting such individual, or

3) Such conduct has the purpose or effect of unrensonably interfering with an individual's work

performence or creating an intimidating, hostile, or offensive working environment.”

Fxamples of Flarassment, including sexual harassment, include, but are not limited to the following:

=  Making offensive remarks about leoks, clothing, or bady parts;

*  Pressure for dates;

» Touching in a way that may make an employee feel uncomfortable;

= Telling sexual jokes, hanging sexual posters, etc.;

= Epithets, slurs, negative stereotyping or threatening, intimidating, or hostile acts that relate to race,

color, rcligion, gender, national origin, age, disability, sexual orientation, genetic information, or status as a
parent;

= Written or graphic material that denigrates or shows hostility or aversion toward an individual or group
because of race, color, religion, gender, national origin, age, disability, sexual orientation, genetic information,

1331 Pennsylvania Ave \N'W | Suite 1200 North | Washington. D.C 20004 { Tl (202) 360-4530 | Fax:(202) 863-6120 | wwwial gov



or status as a parent, and that is placed on walls, builetin boards, or elsewhere on the IAF premises,
equipment, or electronic circulation of such material.

IAF has entered an Inter-Agency Agreement with the U.S. Geological Survey (USGS), Office of
Diversity and Equal Opportunity (DEO) for EEO services. Employees should report any harassment
immediately to the USGS DEO, their supervisor, or an appropriate management official, who will make
every effort to resolve the issue promptly, effectively, and confidentially. Other possible resources
available to the employees for reporting allegations of harassment include the Office of Human Resources
and the grievance procedure, Negotiated grievance procedure, Office of Special Counsel if a prohibited
personnel practice is involved, Merit Systems Protection Board if an appealable adverse action is
involved, and the Office of Inspector General.

All actions taken to resolve and address issues of harassment will be confidential and retaliatory action
against an employee who raises a claim of harassment will not be tolerated. Any employee found to have
participated in harassment of any kind, will be the subject of appropriate administrative or disciplinary
action, which may include removal from federal service.

IAF has an "expedited process" in place to address incidents of sexual and nonsexual harassment. For
further information on the EEO process, including the expedited process, please contact a USGS EEO
Counselor at (703) 648-7770.

1331 Pennsylvania Ave., N.W. | Suite 1200 North | Washington, D.C. 20004 | Tel: (202) 360-4530 | Fax: (202) 803-6120 | www.iaf.gov
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