
F IS C A L  A G E N T  O F T H E  U N IT E D  STATES  

D A LLAS, TEXAS 7 5 2 2 2

Fe d e r a l  R e s e r v e  b a n k  o f  D a l l a s

Circular No. 6 9 -56  
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To the Chief Executive Officer 
of the Bank Addressed
in the Eleventh Federal Reserve District:

The enclosed material concerning regulations issued under 

the equal employment opportunity Executive Order 112̂ 4-6, as 

amended, is being distributed at the request of the Treasury 

Department. Any inquiries concerning these regulations should 

be directed to the Contract Compliance Officer, Treasury Depart

ment, Washington, D. C. 20220.

FEDERAL RESERVE BANK OF DALLAS 
Fiscal Agent of the United States

Enclosures
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TREASURY DEPARTMENT  

F is c a l  S e r v ic eFiscal Assistant Secretary .

W A S H IN G T O N February 13, 1969

MEMORANDUM TO: Chief Executive Officer
of the Savings and Loan Association, Savings Bank 
or Other Financial Institution Addressed

Enclosed herewith are regulations, as published in the Federal 
Register of January 1, 1969, which the Treasury Department has issued 
to carry out its responsibilities under the equal employment oppor
tunity Executive Order 11246, as amended, and the implementing 
regulations of the Department of Labor. You are considered a Govern
ment contractor under this Executive Order since you are an issuing or 
paying agent of U. S. Savings Bonds and Savings Notes. 1 These regu
lations supersede the guidelines which were published in the Federal 
Register of November 3, 1967, 32 F. R. 15401.

I call your attention to two new features. The first is that each 
financial institution having 50 or more employees is required to 
develop and maintain a written affirmative action program as provided 
in the regulations of the Department of Labor, 41 CFR Chapter 60.
Please examine the pertinent section of those regulations, §60-1.40, a 
copy of which I am enclosing. Written programs must be available for 
review and evaluation upon request of the Treasury Department. This 
new affirmative action program will serve as a positive guide for the 
officials of your institution in all personnel activities, and it will 
enable you to analyze and evaluate your minority employment utilization.

The second new requirement is that the affirmative action employ
ment requirements have been expanded by Executive Order 11375, amending 
Executive Order 11246, to insure that applicants are employed without 
regard to their sex as well as their race, color, religion, or national 
origin. For your information, a copy of the Department of Labor Sex 
Discrimination Guidelines which were issued on January 17, 1969 is also 
enclosed.

If the Treasury Department can be of assistance to you in fulfilling 
the requirements of these new regulations, please do not hesitate to con
tact the Contract Compliance Officer, Treasury Department, Washington,
D. C. 20220.

SUBJECT Treasury Regulations on Equal Employment Opportunity

John K. Carlock

Enclosure



T itle  4 1 — PUBLIC CONTRACTS 
AND PROPERTY MANAGEMENT

Chapter 10— Department of the 
Treasury

PART 10-12— LABOR

Subpart 10—12.8— Equal Opportunity 
in Employment

The Secretary of Labor has issued reg
ulations under Executive Order 11246 to 
promote and insure equal opportunity in 
employment with Government contrac
tors. without regard to race, creed, color, 
or national origin, which have been 
promulgated as Chapter 60 of Title 41 
of the Code of Federal Regulations, 33 
F.R. 7804, May 28, 1968. Section 60- 
1.6(c) provides that the head of each 
agency shall prescribe regulations for 
the administration of the order and of 
the regulations of the Secretary of Labor.
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In conformity with that requirement, the 
following regulations are being issued by ■ 
the Department of the Treasury to pro
vide for the administration of the equal 
employment opportunity requirements 
with respect to contracts for Treasury 
procurement and to implement and sup
plement the regulations of the Labor De
partment as applied to contracts with de
positary banks and with those financial 
institutions which are issuing and paying 
agents for U.S. savings bonds and savings 
notes. These regulations were approved 
by the Acting Director of the Office of 
Federal Contract Compliance on Decem
ber 20,1968.

Since these regulations Involve matters 
relating to agency management and to 
public contracts, within the meaning of 
5 U.S.C. 553, they are issued without 
notice of proposed rule making and shall 
take effect as of the date of publication.

Accordingly, the Department of the 
Treasury hereby add to Chapter 10 of 
Title 41 of the Code of Federal Regula
tions a Part 10-12—Labor, and hereby 
promulgates as a subpart thereof Sub
part 10-12.8—Equal Opportunity in Em
ployment, to read as follows:

10—11.5— tqwel Opportunity  tn 
Employment

See.
10-12.801 Scope of sub p a rt.
10-12.802 A dm in istrative responsib ility . 
10-12.803 D efinitions.
10-12.804 E qual o p p ortun ity  clause. 
10-12.805 Exem ptions.
10-12.806 Notice of qualification  o f financial 

agents.
10-12,807 Reports.
10-12.808 Segregated facilities.
10-12.809 Com pliance reviews.
10-12.810 C om plaints.
10-12.811 V iolation of eq u al opportun ity  

clause.
10-12.812 H earings.
10-12.813 Sanctions and  penalties ..
10-12.814 Affirmative ac tion  com pliance 

program s.
10-12.815 S olicitations and  advertisem ents.

Authority : The provisions of th is  S u b p art 
10-12.8 issued under E.O. 11246,, as am ended 
by E.O. 11375. 42 U.S.C. Supp. I l l ,  2000e note; 
and  41 CFR ch. 60.

§ 10—12.801 Scope of subpart.
(a) This subpart implements and sup

plements rules and regulations issued by 
the Secretary of Labor as Chapter 60 of 
this title to carry out the provisions con
tained in Parts II, III, and IV of Execu

REPRINTED FROM FEDERAL REGISTER, VOL. 34, NO. 1-WEDNESDAY, JANUARY 1,1969



tive O m er u :  .. iu; ;.n.». . .  u j  awccu- 
tive Order 11375, ior tin: promotion of 
equal opportunity In employment with 
Government contractorn on the banla of 
merit and without discrimination be
cause ol race, color, religion, sex, or na
tional origin. The provisions of Chapter 
60 of this title apply to the contracts of 
the Treasury Department except as may 
be specifically provided herein. The reg
ulations in this subpart prescribe ad
ministrative requirements and proce
dures to assure compliance with the pro
gram for equal employment opportunity 
under Treasury contracts.

(b) Sections 10-12.803 to 10-12.815 
apply exclusively to contracts with finan
cial agents, as defined in 5 10-12.803(c). 
Sections 10-12.816 to 10-12.830 are re
served for subsequent provisions govern
ing financial agents. Sections 10-12.831 
to 10-12.899 are reserved for regulations 
applying to other Treasury contracts 
covered by Executive Order 11246, as 
amended.

§ 10—12.802 Administrative responsibil
ity.

The Secretary has designated an As
sistant Secretary as the Treasury De
partment Contract Compliance Offioer, 
who Is responsible to the Secretary for 
carrying out the duties and responsibili
ties of the Department under Chapter 60 
of thi« title  and the provisions of this 
Bubpart. In his office the Contract Com
pliance Officer has established an Office 
of Employment Policy, the Associate D i
rector of which is designated as the Prin
cipal Deputy Contract Compliance Offi
cer. He is assisted by Contract Compli
ance Specialists. Additionally, the bu
reaus and offices of the Department have 
designated Deputy Contract Compliance 
Officers to assist the Department Con
tract Compliance Officer in the admin
istration or the Executive order, as 
amended, with respect to contractors for 
■whom the respective bureaus and offices 
have been designated as compliance 
agency units.
§ 10—12.803 Definitions.

(a) T he term -“Compliance Agency** 
means the Treasury Department.

(b) The term “oontract” includes any  
agreement to serve as a financial agent, 
whether written or implied by the per
formance of services as a  financial agent.

<c) The term "financial agent” in this 
subpart means a bank which, under 
Treasury Department regulations, ac
cepts deposits of public money in any 
amount, or any financial institution 
which, under Treasury Department reg
ulations, acts as either an issuing or 
paying agent for U.S. savings bonds and 
savings notes. The term “financial agent" 
does not include any organization, other 
than  a financial institution, which is an 
issuing agent wily, or a Federal Reserve 
Bank.
§ 10—12.804 Equal opportunity clause.

(a) By operation of the order, as 
amended, and of the regulations of the  
Treasury Department in 31 CFR Parts

~.,j, 203, 214, 317, and 321, the __  op
portunity clause in section 202 of Execu
tive Order 11246, as amended, applies to 
every contract with a financial agent 
whether the contract is made by written 
agreement with the Department, or with 
a Federal Reserve Bank acting as its 
fiscal agent, or is created by the deposit 
of public money by an officer, agent, or 
employee of the United States.

(b) Hereafter, the equal opportunity 
clause shall be Incorporated by reference 
In every written agreement entered into 
by a financial agent with the Treasury 
Department, or w ith a Federal Reserve 
Bank acting as its fiscal agent.
§ 10-12.805 Exemptions.

The exemptions provided In 5 60-1.5 of 
this title which are based on dollar > 
amounts do not apply to contracts with 
financial agents.

§ 10—12.806 Notice o f  qualification of 
financial agents.

The qualifying authority shall notify  
the Contract Compliance Officer, in  ac
cordance with Fiscal Service instructions, 
of the qualification of a financial agent, 
its address, and the services for which it 
has qualified. On the basis of informa
tion available to and furnished by the  
Contract Compliance Officer to the quali
fying authority, the qualification of a 
financial agent may be deferred pending 
a review of the agent’s equal opportunity 
compliance status. The provisions of 
§ 60-1.6 (d) of this title shall not other
wise apply to the making of a contract 
with a financial agent.
§ 10—12.807 Reports.

(a) Compliance reports. Each finan
cial agent which has 50 or more em
ployees shall file annually on or before 
the 31st day of March a complete and 
accurate report on Standard Form 100 
(EEO-1) promulgated jointly by the 
Office of Federal Contract Compliance, 
the Equal Employment Opportunity 
Commission, and Plans for Progress, or 
such form as may hereafter be promul
gated in its place.

(b) In it ia l  reports. Each newly quali
fied financial agent shall file with the 
Contract Compliance Officer an initial 
report on a form supplied by that officer 
within 30 days after receipt of the report 
form. If such report is filed on the com
pliance report form required under para
graph (a) of this section between 
November 1 of the year in which the 
financial agent is qualified and the fol
lowing March 31, no further report will 
be due as of that March 31.
§ 10—12.808 Segregated facilities.

(a) All financial agents agree as part 
of their obligations as an equal oppor
tunity employer not to maintain or pro
vide for employees any facilities which 
are segregated on the basis of race, color, 
religion, or national origin, at the main 
office or any branch office. .

(b) An application or agreement to 
perform the services of a financial agent 
shall include a certification in the form

uj^fioveu ay Hit .Director t h a t  no  such  
segregated facilities are or will be m ain
tained.
§ 10—12.809 Compliance reviews.

Compliance reviews required by virtue 
of § 60-1.20 of this title will be conducted 
by a Deputy Compliance Officer or other 
qualified personnel of the Treasury De
partment regularly involved in the Equal 
Employment Opportunity program.

§ 10—12.810 Complaints.
Complaints filed with the Treasury 

Department or referred to the Treasury 
Department by the Director of the Office 
of Federal Contract Compliance, Depart
ment of Labor, will be processed in ac
cordance with the provisions of § 60-1.24 
o f  this title.

§ 10—12.811 Violation o f equal oppor
tunity clause.

If any complaint, investigation or com
pliance review indicates a violation of 
the equal opportunity clause, reasonable 
efforts will be made to resolve this matter 
by informal means, by negotiation, con
ciliation, or compliance conference or 
informal hearings.

§ 10—12.812 Hearings.
Formal and informal hearings will be 

conducted in  accordance with provisions 
of § 60-1.26 of this title.

§ 10—12.813 Sanctions and penalties.
The sanctions described in § 60-1.27 

of this title include ineligibility for qual
ification and the termination of the 
qualification of a financial agent, accom
panied by the withdrawal of any public 
fluids maintained therein.
§ 10—12.814 Affirmative action compli

ance programs.
Each financial agent having 50 or more 

employees is required to develop and 
maintain a written affirmative action 
compliance program, as provided in  
§ 60-1.40 of this title, for each of its 
establishments which has administrative 
authority over the hiring, promotion, and 
separation of its personnel. Each affirma
tive action program will outline specific 
responsibilities of branch banks in imple
mentation of the central plan.
§ 10—12.815 Solicitations and advertise

ments.

Each financial agent shall include in 
all solicitations or advertisements for 
employees a statement that all qualified 
applicants will receive consideration for 
employment without regard to race, 
color, religion, sex, or national origin. 
The alternative types of action which 
will satisfy this requirement are set forth  
in § 60-1.41 of this title.

Effective date. The regulations shall 
be effective upon promulgation in the 
F e d e r a l  R e g i s t e r .

Dated: December 27, 1968.

[ s e a l ] J o s e p h  W . B arr ,
Secretary of the Treasury.

[F.R. Doc. 68-15585; Filed, Dec. 31, 1908;
8:46 a.m .]
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DEPARTMENT OF LABOR

tlon oontracts, without regard to sex. Ac
cordingly, these interpretations are to be 
read in connection with existing regula
tions, set forth in 41 CFR Chapter 60, 
Part 60-1.

§ 60—20.2 Recruitment.
(a) All the affirmative acts of ex

panded recruiting which have become 
familiar under the Equal Employment 
Opportunity program of the Office of 
Federal Contract Compliance (referred 
to hereafter as OFCC) have equal appli
cation here. Recruiters must include, 

,in the itineraries of their recruiting trips, 
women’s colleges, and the female stu- 

_ _  dents of coeducational colleges, techni-
Ottice of Federal Contract Compliance cal institutes and high schools.

r 4 1  rep Pnrt i Written advertisements should be
designed to attract women by specifically 

SEX DISCRIMINATION inviting them to apply for those jobs
. . where they are not typically represented.

Guidelines Included among the publications in
Pursuant to Executive Order 11246 (30 which these advertisements are placed

F.R. 12319, Sept. 28, 1965) as amended should be those read predominantly by 
by Executive Order 11375 (32 F.R. 14303, women- „ , . . .  . . .
Oct. 17, 1967), it is proposed to amend ^  ^  omen workers should be sought 
Chapter 60 of Title 41 of the Code of for Part-tim e work. Many women with 
Federal Regulations by adding .a new valuable skills are excluded from the job 
Part 60-20 to read as set forth below, market because of the rigidity of the con- 
These are Interpetations as to th e  ventlonal hoursof work. Affimiative ac
q u irem en ts  with respect to sex discrim- *}on include a careful examina-
ination Imposed upon Government con- e company s work needs so that
tractors and subcontractors and upon P1686 women may not be excluded from 
Federally-assisted construction contrac- -I? . opportunities. In some cases a re- 
tors and subcontractors by Executive Or- Resign 0 hours of work may be a use- 

l i n e  J r  » +. ^  ful means of more fully utilizing this lm-
der 11246 as amended by Executive Or- portant labor source.
a e r iu / i ) .  , (d) Employers should recruit both

Any person Interested in this proposal sexes for all jobs If lt is at all posslble to
may file written data, views or argu- do so. Advertisement in newspapers and 
ment concerning it by mailing them to other publications for employment 
the Director of the Office of Federal should not express a sex preference 
Contract Compliance, U S . Department either b lacl the ad in a column 
of Labor !4th and Constitution Avenue, headed ..Male>. or <.Female” or by spe- 
Washlngton, D.C. 20210 within 30 days CiflCauy mentioning sex in the body of 
after the date of publication of this no- the ad| unless the employer relies upon 

4L F e d e r a l  R e g i s t e r .  valid State law restrictions or Justifiable
The proposed Part 20 of 41 CFR 60 occupational qualifications, discussed In 

reads as follows: } 60_1-76 of thls subpart below.

PART 60—20 SEX DISCRIMINATION § 60—20.3 Job policies and practices.
GUIDELINES

Sec.
60-20.1
60-20.2
60-20.3
60-20.4
60-20.5
60-20.6
60-20.7
60-20.8
60-20.9

General.
R ecru itm ent. ,
Job policies and practices. 
T ra in ing .
D iscrim inatory  wages.
O ther conditions o l em ploym ent. 
Em ployer’s self-analysis. 
Compliance review reports. 
Special Inquiries.

(a) Personnel policies must expressly 
Indicate that there shall be no discrim
ination against employees on account of 
sex. If the employer deals with a bar
gaining representative for his employees 
and there is a written agreement on con
ditions of employment, this policy must 
be explicitly stated in all written 
agreements.

. „ .  „ . (b) An employer should not deny em-
Â r”ORIT7 : The Provisl°n8 of this Part paym ent to women with children or to 

60-20 Issued pursuant to Bee. 201, E.O. 11246 l l i *
(30 F.R. 12319), and E.O. 11375 (32 FJR. nmrried women unless it has similar ex- 
14303). clusionary policies for men; such a de-

' nial would Include the termination of
§ 60-2 0 .1  General. female employees, but not males, upon

The purpose of the provisions In this the attainment of a specific age. More- 
part is to set forth the interpretations over, compliance cannot be achieved by 
and guidelines of the Office of F e d e r a l  simply Instituting restrictive policies 
Contract Compliance regarding the im- against the employees of the other sex, 
piementation of Executive Order 11375 e.g., by reducing the wages of male em- 
for the promotion and Insuring of equal ployees to the level of females doing 
opportunity for all persons employed or substantially identical work, 
seeking employment with Government (c) The employer’s policies and prac- 
contractors and subcontractors or with tices must assure equal working condi- 
contractors and subcontractors perform- tions to both sexes. Where State laws 
ing under Federally-assisted construc- provide special minimum wages, over

time pay, or brief rest periods for 
women, the benefits of these statutory 
provisions must also be given to men. In 
addition, the employer may not use these 
laws as a basis for refusing to hire 
women. Affirmative action programs 
should provide for elimination of any 
working conditions which are incon
sistent with this principle of equal 
treatment.

(d) The employer should provide sub
stantially equal physical facilities, In
cluding accommodations such as rest
room lounges for all employees, unless 
the employer clearly shows that con
struction or maintenance would be an 
unreasonable expense.

(e) The employer should make all 
Jobs available to both sexes unless he Is 
precluded from doing so by a Justifiable 
occupational qualification (discussed in 
§ 60-1.76(f) of this subpart below) or by 
a valid State law. These State laws in
clude those which prohibit women from 
performing in certain types of occupa
tions (e.g., a barmaid In M ichigan), from 
working at Jobs requiring more than a 
certain number of hours, and from work
ing at Jobs that require lifting or 
carrying more than certain weights.

(1) If there is such a State law and lt 
contains provisions for employees’ ex
emptions, the employer’s application for 
exemptions must have been denied be
fore he can justify an exception to this 
policy.

(2) Frequently this problem arises 
among companies that work a substantial 
amount of overtime on defense con
tracts. Women may be denied the op
portunity to work in some positions be
cause they would have to work 7 days 
a week, 8 hours a day, which would vio
late a State law limiting the maximum 
hours of work for women. Assume that 
the State law also says that female em
ployees over 18 may be permitted to work 
In excess of the statutory limitation on 
hours, provided that a written request

,1s submitted to the State Secretary of 
.Labor, who may authorize such an ex
ception after an investigation is made 
to verify that the women Involved In fact 
desire such an exception. Since the max
imum hours’ statute contains a provision 
for an administrative exception, such an 
exception must be applied for and denied 
if the employer is to justify continuous 
exclusion of women from these positions.

(3) In the absence of a valid State 
law, no employer’s policies or practices 
should exclude women from specific jobs, 
from working certain hours, or from Jobs 
requiring ability to lift and carry weights. 
For example, In a terminal of a large 
passenger transport company 5 years ago, 
women employees in the baggage depart
ment were transferred out when a State 
official said that their job required lifting 
more than the 35-pound limit imposed 
by the State law. That State law has been 
repealed. If the company continues to 
exclude women from that department, it 
should be found to be out of compliance.

(4) There are serious questions as to 
whether at least some of the State laws 
are discriminatory, rather than merely
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prnU'cllvfi of wo/nmi, Thin lnfiim Ifi now 
hi-hiK nil/tcd willi l,o moiiiis of Uirwi
laws, tyid subsequent or'CC GuidelineM 
•will be provided as the Federal position 
is developed.

(5) Job qualifications for employees of 
Government contractors should, in al
most all cases, have no reference to sex. 
In the entertainment world the sex of a 
performer may be important to the job. 
However, in Government contract work 
there are few instances where there can 
be a valid reason to exclude all men or all 
women from any given job. If asserted, 
the contractor would have the burden 
of proving the justification for this ex
ceptional condition?

(6) Seniority lines and lists should not 
be based upon sex. Where there is such 
a separation, affirmative action to elimi
nate this deficiency must be taken. Mer
ger of seniority rosters, or other such 
alterations of a seniority system, can be 
extremely complicated. This is discussed 
generally in the August 8, 1968, memo
randum to all Contract Compliance 
Officers from the Acting Director, OFCC, 
on discriminatory seniority systems. The 
content of that memorandum applies to 
sex discrimination just as it does to other 
forms of discrimination covered by Ex
ecutive Order 11246 (30 F.R. 12319, 
Sept. 28, 1965). Seniority problems in sex 
discrimination are very similar to those 
that occur with respect to other forms of 
discrimination, but they will in some 
cases raise certain distinctive issues. Each 
situation must be examined specifically. 
For example, consider an aircraft manu
facturing plant maintaining some sepa
rate seniority lines for men and women. 
In order to-comply with the Executive 
Order these lines should be “merged” 
with other (“men’s”) lines on related 
work. Assume the women are clustered 
around the mid-point of the new senior
ity rosters. A simple merger of the lines 
would have the result, in a layoff, that 
men with more seniority would displace 
women from their jobs and force them 
into lower-paid more strenuous ones 
which they may be unable or very unwill
ing to perform. One way of avoiding this 
harsh result—which may be equitable in 
some situations—has been to separate all 
plant jobs into three categories: “A” jobs, 
being those primarily of interest ,to 
males; “B” jobs, being those primarily 
of interest to females; and “C" jobs, 
those of interest to both males and fe
males. Job assignments for men can then 
be made to jobs in categories A or C, 
while those for women can be made in 
categories B or C. However, all employees 
have the right to try for jobs designated 
for the opposite sex (i.e., men for “B” 
jobs; women for “A” jobs), provided that 
they have the requisite seniority and 
ability to either perform or to learn to 
perform the job within a reasonable time. 
Thus, when a woman is laid off, she will 
normally be permitted to bump down into 
a "B” or “C” job, but she may ask for an 
"A” job if she has the necessary ability 
and seniority. Likewise, a man who is 
laid off may opt for a "B” job if he has 
the necessary ability and seniority for 
the job. By a careful selection and dis
tribution of jobs into these categories,

mtmh of tho inequity of a Rim pi o mochnn- 
iiMM Kor of linen cun bo avoided. As in 

all seniority problems, the employer must 
develop his own way of taking necessary 
affirmative action.
§ 60—20.4 Training.

(a) The reporting system used in con
nection with the Federal Equal Employ
ment Opportunity program since 1962 
makes it clear that women are not typ
ically found in significant numbers in 
management. The 1966 Standard Form 
100 reports show that, in the textile in
dustry, women are 44.2 percent of the 
work force but only 4.5 percent of the of
ficials and managers. In tobacco they are 
39.9 percent of the employees, but only 
3.6 percent of officials and managers. In 
the manufacture of transportation 
equipment, 10 percent of the employees 
are women but only 0.7 percent are 
women officials and managers. In mak
ing instruments and related products, 
many of the firms are Government con
tractors, 35.5 percent of all employees 
are women but only 2.6 percent are offi
cials and managers. One of the increas
ingly important ladders to middle and 
top management is the management 
trainee program. Few, if any, women 
ever get into these programs in most 
companies. An important element of af
firmative action would be a commitment 
to develop women managers through 
these programs, with the goals and time
tables required by § 60-1.40 (a) of 
subpart (C ).

(b) Women are not actively recruited 
for training for a number of jobs, such 
as those involving skilled crafts and out
door work, despite their demonstrated 
abilities as artists, dental and laboratory 
technicians and in harvesting crops. 
Similarly, men are in many cases not 
sought for training where work involves 
digital dexterity and fine handwork, de
spite their record as jewelry makers and 
brain surgeons. Both sexes should be rep
resented in all training programs, and 
affirmative action programs should 
include this goal.
§ 60—20.5 Discriminatory wages.

(a) The employer’s wage schedules 
should not be influenced by the sex of 
the employees. The more obvious dis
crimination is where employees of dif
ferent sexes are paid different wages on 
jobs which require essentially equal skill, 
effort and responsibility and are per
formed under similar working condi
tions. A more subtle form of such dis
crimination, and perhaps a more per
vasive form, may occur even though all 
of the employees in one or several related 
job categories are of the same sex. These 
are usually women in a "ghetto depart
ment”, and they very often are Negro 
women. A typical situation might be a 
production division of an electrical man
ufacturing company, with three depart
ments: one (assembly) all female where 
the average wage is $2 per hour; another 
(wiring) all male with a $3.75 average 
wage; and a third (circuit boards), also 
all male, with a $3.70 average wage. The 
highest wage attainable in the assembly 
department is $2.50 per hour, but In the

circuit buard and wiring departments, 
new hires with no previous experience 
start at $2.60. Although the jobs in the 
various departments are not exactly  
alike, they are comparable, and seem to 
you not diiferent enough to justify 
paying the males almost twice as much. 
This is a situation where the employer 
must take affirmative action to change 
this questionable practice.

§ 60—20.6 Other conditions of employ
ment.

(a) There should be no difference for 
male and female employees in either 
mandatory or optional retirement age.

(b) Employers should allow a preg
nant employee to take a leave of absence 
for a reasonable time, and be reinstated 
in her original job or to a position of 
like status and pay.
§ 60—20.7 Employer’s self-analysis.

(a) A familiar method of self audit, 
developed in recent years in the Federal 
Equal Employment Opportunity pro
gram, has been for the employer to com
pare its employees’ education, training, 
experience and skills. Such an analysis 
has often revealed substantial under
utilization of some employees with 
minority group identification, and pro
vided employers with a sound basis for 
upgrading minority group employees. It 
is quite .clear from aggregate data that 
this must be the situation with respect 
to women also in many companies and 
that such a self analysis could be of simi
lar value there too.
§ 60—20.8 Compliance review reports.

(a) Wherever a compliance review re
veals that an employer may be in viola
tion of a Federal law relating to dis
crimination on account of sex (particu
larly title VII of the 1964 Civil Rights 
Act and section 6(d) of the Fair Labor 
Standards Act), the possible violation 
should be specifically identified In the 
Compliance Review Report, and this in
formation should be promptly forwarded 
by the agency to OFCC. The Compliance 
Officer should not discuss the possible 
violation of these laws with the em
ployer. However, the Compliance Officer 
should deal with all compliance ques
tions under Executive Orders 11246 and 
11375, and all relevant affirmative action 
commitments should be specifically set 
forth In his report.
§ 60—20.9 Special inquiries.

(a) It Is expected that, at least In the  
first year of Implementation of Execu
tive Order 11375 (32 F.R. 14303, Oct. 13, 
1967), certain employment policies and 
practices and some State laws will pre
sent policy questions which should be 
handled quickly. Each Federal agency 
should arrange to communicate these 
special inquiries to the OFCC Compliance 
Officer who is assigned to work with that 
agency.

Signed at Washington, D.C., this 14th 
day of January 1969.

W ard M cC reedy , 
Acting Director.

Reprinted from the FEDERAL REGISTER, Vol. 34, No. 12 • Friday, January 17,1969
(PJR. Doc. 69-665; Piled, Ja n . 16, 1989; 

8:50 a jn .]



IMPORTANT NOTICE

Pursuant to regulations issued by the Department of the Treasury, 
you are required to file 19&9 Employer Information Reports EEO-1 
(Standard Form 100) by April 30, 19^9 if you employ $0 or more employees 
and are a depositary bank or financial institution which is an issuing 
and paying agent of U. S. Savings Bonds and Savings Notes.

The Employer Information Report Forms will be mailed to you 
directly by the Joint Reporting Committee to satisfy the requirements 
of the Equal Employment Opportunity Commission, Office of Federal 
Contract Compliance, Plans for Progress Program and the Treasury 
Department. They must be filed by April 30, 1969*

You may have received a recent notice from the Joint Reporting 
Committee indicating that Federal Government Contractors with less 
than 100 employees will no longer be required to file Employer 
Information Reports EEO-1. Those instructions do not apply to banks 
and financial institutions which hold Federal deposits or are 
issuing and paying agents of U. S. Savings Bonds and Savings Notes.

The following instructions are applicable to banks and financial 
institutions and supercede any previous instructions:

A. Reports for employers with 50 ■ 99 employees are to be 
filed directly with the Department of the Treasury —
(send no copies to the Joint Reporting Committee) —
Please mail to:

U. S. Department of Treasury
Attention: Director, Equal Opportunity Program
Room 1^1^ - Main Treasury Building 
Washington, D. C. 20220

B. Reports for employers with 100 or more employees are 
to be submitted in duplicate to the "joint Reporting 
Committee”, P. 0. Box 12, Springfield, Virginia 22150, 
before April 0̂, 19&9» with an extra copy to:

U. S. Department of Treasury
Attention: Director, Equal Opportunity Program
Room lUlU - Main Treasury Building 
Washington, D. C. 20220

February 1969



Title 4 1 — PUBLIC CONHtASTS 
AND PROPERTY MANAGEMENT

Chapter 60—-Office of Federal Con
tract Compliance, Equal Employ
ment Opportunity, Departm ent ot  
Labor

Subpart C— Ancillary Matters
§ 60—1.40 Affirmative action  compli

ance programs.
(a) Requirements of programs. Each 

agency or applicant shall require each 
prime contractor who has 50 or more 
employees and a contract of $50,000 or 
more and each prime contractor • and 
subcontractor shall require each subcon
tractor who has 50 or more employees 
and a subcontract of $50,000 or more to 
develop a written affirmative action com
pliance program for each of its estab
lishments. A necessary prerequisite to 
the development of a satisfactory affirm
ative action program is the identifica
tion and analysis of problem areas in
herent in minority employment and an 
evaluation of opportunities for utiliza
tion of minority group personnel. The 
contractor’s program shall provide in de
tail for specific steps to guarantee equal 
employment opportunity keyed to the 
problems and needs of members of mi
nority groups, including, when there are 
deficiencies, the development of specific 
goals and time tables for the prompt 
achievement of full and equal employ
ment opportunity. Each contractor shall 
include in his affirmative action compli
ance program a table of job classifica
tions. This table should include but need 
not be limited to Job titles, principal 
duties (and auxiliary duties, if any), 
rates of pay, and where more than one 
rate of pay applies (because of length of 
time In the Job or other factors) the 
applicable rates. The affirmative action 
compliance program shall be signed by 
an executive official of the contractor.

(b) Utilization evaluation. The evalu
ation of utilization of minority group 
personnel shall include the following:

(1) An analysis of minority group 
representation in all Job categories.

RULES AND REGULATIONS

(2) An analysis of hiring practices for 
the past year, Including recruitment 
sources and testing, to determine 
whether equal employment opportunity 
is being afforded in all Job categories.

(3) An analysis of upgrading,, transfer 
and promotion for the past year to deter
mine whether equal employment oppor
tunity is being afforded.

(c) Maintenance of programs. Within 
120 days from the commencement of the 
contract, each contractor shall maintain 
a copy of separate affirmative action 
compliance programs for each estab
lishment, including evaluations of utili
zation of minority group personnel and 
the Job classification tables, at each local 
office responsible for the personnel mat
ters of such establishment. An affirma
tive action compliance program shall be 
part of the manpower and training 
plans for. each new establishment and 
shall be developed and made available 
prior to the staffing of such establish
ment. A report of the results of such 
program shall be compiled annually and 
the program shall be updated at that 
time. This information shall be made 
available to representatives of the 
agency or Director upon request and 
the contractor’s affirmative action pro
gram and the result it produces shall be 
evaluated as part of compliance review 
activities.
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