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FEDERAL DEPOSIT INSURANCE CORPORATION, washin9ron, DC2D429

MARTIN J. GRUENBERG
CHAIRMAN

December 7, 2015

Honorable Maxine Waters
Ranking Minority Member
Committee on Financial Services
House of Representatives
Washington, D.C. 20515
Dear Congresswoman Waters:
Thank you for your November 5, 201S letter to the federal financial services agencies in
support ofthe recommendations in the House Financial Services Committee Democratic Staff
Report(Staff Report) entitled,"The Dodd-Frank Act Five Years Later: Diversity in the
Financial Services Agencies." The Federal Deposit Insurance Corporation has carefully
reviewed the Staff Report. We support the objectives and suggestions in the Staff Report, and
will be implementing all ofthe recommendations not already in place at the FDIC.
The FDIC is dedicated to ensuring equal opportunity to minorities and women in its
workforce and business activities and committed to achieving a more diverse, inclusive, and
fully engaged workforce that reflects all segments of society. The FDIC recognizes that we are
stronger and better when we have a diverse workforce that brings a range of experiences and
perspectives to carrying out the responsibilities ofthe FDIC, and provide minorities and women
ample opportunities for contribution, professional development, and promotions to senior
management positions.
Our commitment to diversity and inclusion goes beyond merely complying with the letter
and spirit of all applicable federal laws and policies concerning Equal Employment Opportunity
and diversity. Diversity and inclusion has long been an important value for the FDIC and
continues to be a key element of our strategic vision. This vision is articulated in the FDIC's
Diversity and Inclusion Strategic Plan, which enhances our efforts in this important area and
addresses our goals to develop and implement a comprehensive, integrated, and strategic focus
on diversity and inclusion. The plan lays out a course for promoting workforce diversity by
recruiting from a diverse, qualified group of potential applicants; cultivating workplace inclusion
through collaboration, flexibility, and fairness; and, ensuring sustainability of our diversity and
inclusion achievements by equipping leaders with the ability to manage diversity, monitor
results, and refine approaches on the basis of actionable data. The plan details specific steps
to enhance diversity and inclusion at the FDIC in the areas of recruiting, hiring, succession
planning, leadership engagement, analytics and reporting, training, strategic planning,
communications, and performance management rating enhancements.
The FDIC's Diversity and Inclusion Executive Advisory Council(EAC)oversees the
implementation ofthe plan and ensures the commitment to diversity and inclusion remains
an important priority. Specifically, the EAC, which includes the Director ofthe FDIC Office

of Minority and Women Inclusion(OMWI), monitors the progress on the plan, goals, and
initiatives and ensures the FDIC's commitment to diversity and inclusion is woven into all
aspects ofthe Agency's culture. While the FDIC remains committed to its diversity and
inclusion efforts, we have learned that diversity is not a finite goal. It is a continuous process
that requires constant self-assessment, external audit and recommitment. The key objectives set
forth in your letter are discussed below.
Identifying the Causes of Disparities in Hiring and Promoting Diverse Candidates Through
all Levels of Employment
The FDIC adheres to the letter and spirit of all applicable federal laws, regulations and
policies addressing racial, ethnic or gender-based discrimination. The FDIC is committed to
workforce diversity and is a supporter of equal opportunities for minorities and women with
respect to hiring and promotions. To that end, the FDIC regularly reviews its recruiting, hiring,
and promotion policies to identify and remove any potential barriers to minorities and women
achieving equal access to employment and promotion opportunities.
The FDIC Office ofthe Inspector General's(OIG)Evaluation of the Agency's Efforts
to Provide Equal Opportunity and Achieve Senior Management Diversity(OIG Evaluation)
concluded that collectively, the Agency's commitment, initiatives, and process controls promote
a workplace that is free of systematic discrimination, and that provides equal opportunity
for women and minorities to obtain senior management positions.l The evaluation identified the
challenges to increasing workforce diversity overall and at the senior management level which
include factors difficult for the FDIC to control, such as low turnover of existing managers
and executives; underrepresentation of women and minorities in internal candidate pools;
competition from the private sector for diverse candidates; and limited representation of
minorities and/or women in certain areas in the United States, or within certain job occupational
series, such as examiners and attorneys, which are dominated by males and non-minorities.
The FDIC is aware ofthese challenges and continues to refine and retool its approaches
to increase diversity. For example, the FDIC is formalizing recruiting procedures to ensure
consistent and comprehensive outreach to diverse populations; establishing processes to measure
the success of recruitment efforts concerning women and minority outreach; and tracking
participation rates by gender and race/ethnicity in its various leadership training programs.
As part of its continuous workforce analysis, the FDIC works to remove any identified barriers
that inhibit equal opportunity for minorities and women.
Reducing Differences in PMR Scoring across Racial and Ethnic Groups
The FDIC continuously monitors and analyzes its performance management and
recognition(PMR)program and data to ascertain whether programmatic issues and/or
statistically significant differences exist for minority and women employees. Although
differences in performance ratings maybe due to actual differences in performance, regional
1 The FDIC's Efforts to Provide Equal Opportunity and Achieve Senior Management Diversity, Office
of Inspector General, November 2014(https:Uwww.fdici~. og v/reportsl5/15-OOlEV.pdfl.

differences in ratings or job family differences in ratings (i.e., supervisors in certain fields are
more strict or lenient than supervisors in other fields), the OIG Evaluation concluded that the
statistical analyses represent a strong control over the PMR process and help to identify potential
areas for further oversight, concern, or action, such as education or training. Accordingly, the
FDIC has expanded its statistical analyses to include supervisory employee performance
management ratings (Leadership PMR(LPMR)).
The FDIC PMR program, covering non-supervisory employees, was developed through
negotiations with the National Treasury Employees Union(NTEU)in 2008. NTEU participated
in the implementation and design ofthe PMR system. The LPMR program was initiated in
2011. All employees and managers receive training annually on the PMR and LPMR programs
to ensure consistent application.
In 2014, the FDIC established a PMR Design Team comprised of FDIC and NTEU
employees to monitor the PMR program, seek program enhancements or modifications, and
address program issues. In mid-2015, the PMR Design Team proposed enhancements to the
PMR behavioral standards to expand focus on diversity and inclusion expectations among nonsupervisors. A draft excerpt from the revised "Teamwork and Collaboration" behavioral
standard reads in part ".. ,develops and maintains ~apport and effective working Nelationships,
networks and/o~^ par^tneNships with others within and beyond immediate work group, including
those with varied backg~°ounds and pe~^spectives; J~espects and values individual differences and
diversity by heating other^sfair^ly and piofesszonally ..."
The FDIC has established controls in its performance management and recognition
programs to ensure fairness and continues to consider strategies for addressing potential root
causes, such as unconscious bias by those who are responsible for malting PMR/LPMR
decisions. The Agency continues to train its leaders to understand and protect against
unconscious bias when malting HR related decisions, including those involving the interview
process and the PMR/LPMR process. While more work is needed and planned, unconscious bias
training was provided to senior managers and supervisors and the topic of unconscious bias was
recently included in FDIC's mandatory and recurring supervisory training program.
Ensuring Managers' Accountability for Achievement of Diversity Objectives
To communicate its commitment to diversity and inclusion, the FDIC has integrated
diversity principles into its corporate policies and plans. For example,the FDIC Policy on
Equal Opportunity states that the Agency:(1)is dedicated to equal opportunity in all of its
programs, policies, and practices, and to promoting diversity in its workforce; and(2)prohibits
discrimination in its workforce and all of its program activities. In addition, the FDIC Chairman
reinforces the FDIC's commitment with his annual Equal Employment Opportunity message to
all employees, as well as with other programs designed to more fully engage all managers and
employees in FDIC's diversity and inclusion initiatives.
The FDIC OMWI Director reports to the Office ofthe Chairman, regularly meets with
the Chairman, and advises on policies and practices to promote the advancement of diversity
and inclusion throughout the Agency. The OMWI Director is a member ofthe senior leadership

team and is involved in all policy meetings regarding the Agency's human capital strategies,
performance goals and budget planning.
The FDIC promotes diversity and equal opportunities for minorities and women through
a number of initiatives such as the Agency's annual performance goals, Diversity and Inclusion
Strategic Plan, and Diversity and Inclusion Executive Advisory Council. The Diversity and
Inclusion Executive Advisory Council, which is co-chaired by the OMWI Director and the
Deputy to the Chairman and Chief Operating Officer/Chief of Staff, includes the Directors of all
major divisions and offices and meets periodically (at least eight times a year)to discuss crosscutting diversity and inclusion issues. The FDIC has additional groups, such as the Workplace
Excellence Steering Committee and the Human Resources Committee, which address diversity
and inclusion, among other priorities.
The FDIC links the successful achievement of specific diversity objectives to
supervisors' performance reviews. We are working to enhance this objective through a proposed
new approach for measuring and evaluating managers' progress towards achieving the Agency's
diversity and inclusion goals and objectives. Once the new approach is vetted and approved,
all managers' performance objectives will include active participation in, and promotion of, the
FDIC's diversity and inclusion efforts. Specifically, managers will be held accountable for
developing and supporting strategies to:

•
•
•
•

Recruit from a diverse, qualified group of potential applicants to secure a high
performing workforce, drawn from all segments of the labor force,
Strengthen managers' own capabilities and staff through training and diverse work
experiences,
Foster a culture that encourages collaboration, flexibility and fairness to enable each
staff member to contribute to his/her full potential,
Encourage employees to seek management and leadership roles, and
Engage in active career development for managers and subordinates.

In addition, the FDIC's annual performance goals include diversity and inclusion goals
for which managers are collectively responsible. Further, the FDIC's Diversity and Inclusion
Strategic Plan, which is reviewed and updated annually, includes FDIC-wide goals and action
items to promote diversity and inclusion throughout the agency. All major Divisions and Offices
also have divisional diversity and inclusion strategic plans which are reviewed and updated
annually. Again, all managers are responsible for these goals and are rated on their support of
all FDIC performance goals.
Strengthening the Annual OMWI Reports to Congress
The FDIC OMWI will strengthen and re-evaluate the purpose and content of its annual
report to include information on efforts to measure and evaluate progress on achieving diversity
and inclusion goals, as recommended by the GAO in 2013. The FDIC OMWI will continue to
work with the other Agencies' OMWIs in an effort to adopt uniform standards to track and report
diversity data and enable meaningful cross-agency comparisons. The FDIC OMWI annual
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report will provide racial, ethnic, and gender data by specific occupational classifications and
supplier industry classifications.
Reaffirming its commitment to narrowing representational gaps and promoting fair and
equitable workplace outcomes, the FDIC concurred with the nine recommendations in the 2014
OIG Audit report related to recruiting, leadership training and expressions of interest programs,
further analysis of employee performance results, the reliability of diversity data, and the
updating of relevant policies. The FDIC responded to each ofthe OIG Audit recommendations
outlining a number of corrective actions with milestones and completion dates. To date, the
FDIC has addressed many ofthese recommendations and it is implementing the corrective
actions to satisfy the remaining recommendations. The Diversity and Inclusion Executive
Advisory Council meets regularly and monitors our progress on these remaining actions.
The FDIC will continue to coordinate closely with the OIG and we would welcome the
OIG's decision to conduct any evaluation in these areas. Until then, the FDIC will continue
to improve its policies, practices, and controls to ensure that the workplace is free of systemic
discrimination and provides equal opportunity for women and minorities in hiring, retention and
promotion, particularly to senior management level positions.
Conclusion
During 2015,the FDIC made steady progress enhancing the racial, ethnic, and gender
diversity of its workforce. However,the FDIC recognizes this is not easy and there is much
more work to be done to achieve a more diverse and inclusive workforce. The FDIC remains
committed to implementing the provisions and intent of Section 342 of Dodd-Frank and
achieving a diverse and inclusive workforce through a wide variety of methods aimed at
recruiting, hiring, retaining, and promoting high-performing individuals who reflect all segments
of society.
Thank you for the opportunity to respond to the Staff Report and for your support and
commitment to diversity and inclusion. Please contact me at(202)898-3888 or Andy Jiminez,
Deputy Director, Office of Legislative Affairs,(202) 898-6761, if you have further questions.
Sincerely,

Martin J. Gruenberg
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FEDERAL HOUSING FINANCE AGENCY
Office of the Director

December 7, 2015

The Honorable Maxine Waters
Ranking Member
Committee on Financial Services
United States House of Representatives
2221 Rayburn House Office Building
Washington, DC 20510
Dear Ranking Member Waters:
Thank you for the November 5, 2015 letters from you and other members of the House of
Representatives expressing your support for the recommendations in the report released by the
Democratic staff of the House Financial Services Committee entitled, "The Dodd-Frank Act Five
Years Later: Diversity in the Financial Services Agencies" (Report).
While I recognize that more needs to be done, I believe that the Federal Housing Finance
Agency (FHF A) is well positioned to make substantial improvements on our performance in this
important area. My staff and I have reviewed the Report and its recommendations and I am
pleased to provide specific responses to each recommendation, as well as an update on some of
the diversity and inclusion (D&I) initiatives currently underway at FHFA.

1. Fully comply with the letter and spirit ofall current laws, regulations, and policies that
address racial, ethnic or gender-based discrimination and promote diversity and equal
opportunities for minorities and women.
FHFA' s Office of Minority and Women Inclusion (OMWI) has two sets of statutory obligations
that the agency is working to fulfill: a) responsibilities and authorities granted under section 342
of the Dodd-Frank WaJl Street Reform and Consumer Protection Act (Dodd-Frank Act), and; b)
supervisory and regulatory authority pursuant to section 1116 of the Housing and Economic
Recovery Act of2008 (HERA).
a. FHFA's OMWI responsibilities pursuant to the Dodd-Frank Act focus on enhancing
the agency's workforce diversity, improving internal operations, and developing
programs and practices designed to increase the representation and roles of minorities
and women at FHF A. As your Report indicates, FHF A issued an OMWJ Strategic
Plan for Fiscal Years 2016-2018 to adopt effective strategies to fulfill OMWI's
statutory responsibilities and deliver programs and services to agency staff. The five
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strategic goals set a comprehensive framework that has allowed FHFA to start, and in
some instances continue the work we have been doing, to promote D&l in our
workforce and work environment and to oversee the D&I programs, policies, and
practices of the entities we regulate.

b. Section 1116 of HERA requires each of FHF A's regulated entities to establish an
OMWI or designate an office to fulfill the OMWI function. Each of the 11 Federal
Home Loan Banks, the Office of Finance and Fannie Mae and Freddie Mac has an
OMWI or its functional equivalent. Under section 11 16 of HERA, FHF A also
published standards in 20 I 0 (FHF A Rule) to establish our examination and
enforcement authority with respect to D&I programs and activities at each regulated
entity. Under this FHFA rule, FHFA is developing D&I examination protocols for its
regulated entities. Before implementing the examination protoco ls, we intend to
propose amendments to the FHF A Rule in 20 16 to provide guidance on how each
regulated entity can implement D&l such that D&I becomes a normal and regularized
part of the way each of our regulated entities does business. As conservator of Fannie
Mae and Freddie Mac, FHFA has already incorporated D&I criteria into the 20 15
Conservatorship Scorecard fo r each Enterprise.
2. Investigate and determine whether discrimination is the root cause of the: (1)
underrepresentation of minorities and women at the senior-management level at the
Agencies; and (2) statistically significant differences in PMRs for minority and women
employees. Pending this investigation, consider strategies for addressing potential root
causes, such as unconscious bias by those who are responsible for making those decisions.

FHFA has policies that prohibit discrimination in any form and is committed to ensuring that
each employee is treated fairly and with respect and dignity. FHF A will conduct an analysis in
the upcoming performance review cycle to determine if, in fact, there are disparities among
employee ratings and, if so, to assess the reasons for such disparities. To better track and
monitor thi s data, FHF A recently converted to a new employee database system, the Human
Resources Information System (HRIS), which will allow FHF A to conduct regular analysis of
our workforce data, including performance ratings, compensation and awards, and promotions.
HRIS will provide more accurate data on race, national origin, and gender than was avai lable to
the Agency in the past. We note that, although your Report was based on workforce data from
2011 - 20 13, our 2016 OMWI Annual Report to Congress will reflect that FHFA's numbers
have improved.
3.

Should, while investigating their PMR systems, consider modification of, or alternatives to,
the current PMR systems.

While FHFA does not have plans at this time to modify its PMR system, FHFA is working to
provide staff trainings that better support the Agency' s current process. FHFA's OMWI, Office
of Human Resources Management (OHRM), and Leaming Academy plan to conduct training
sessions that would increase awareness by all employees, especially managers, of unconscious
bias in the areas of recruitment, hiring, training and development, and performance reviews.
Such training will include, if necessary, sessions on Emotional Intelligence, as well as modules
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on people management skills to focus on the importance of staff retention at all levels of the
agency. We believe that this training will make managers and supervisors more equipped and
accountable to recognize biases and promote diversity. The training will also help employees
develop cultural competency in the workplace, a precursor to having more diversity and greater
inclusion as recognized by your Report. In addition, the agency is currently examining how to
modify performance competencies to emphasize D&I, and clarify requirements and expectations
for managers and supervisors in this area.

4.

Ensure accountability of managers, at all levels, by evaluating them on their progress
toward achieving the Agencies ' diversity objectives and their ability to manage a diverse
group of employees.

FHF A is developing a blueprint for forming an Executive Diversity Advisory Council (DAC),
with OMWI providing D&I advice. One of the DAC's first goals will be to establish a
framework for implementing the agency' s goal to increase the diversity ofFHFA' s workforce at
all levels. At the same time, OMWI is also collaborating internally with other Agency divisions
to develop Equal Employment Opportunity (EEO) standards as required by Section 342. These
standards will provide specific guidance to managers for the equitable treatment of employees,
and will form the basis for setting D&I performance goals against which they will be measured
and evaluated.

5.

Enhance the interactions between the Office ofMinority and Women Inclusion ( "OMWI")
Directors and the Agencies ' heads, by ensuring that the OMWI Directors report directly to
the Agencies ' heads and increasing the meetings between them. This dialogue will enable
the OMWI Directors to influence policymaking decisions at the Agencies and ensure the
Agencies ' heads are closely monitoring the effectiveness of diversity practices and policies
and are prepared to testify about these efforts and outcomes when appearing before
Congress.

FHFA's OMWI Director reports directly to me and is part of my executive team. She attends
and is an active participant in weekly Executive Staff meetings and participates in other standing
committee meetings at which significant agency policies and administrative initiatives are
discussed.

6.

Re-evaluate the purpose and content of their OMWl's annual reports to, among other
things:
a.
include information on OMWl's efforts to measure and evaluate their progress on
achieving diversity and inclusion goals, as recommended by the Government
Accountability Office ("GAO'') in 2013;
b.
consult with other Agencies' OMWJs, in an interagency manner, to adopt uniform
standards to track and report diversity data to enable meaningful cross-agency
comparison; and,
c.
provide racial, ethnic, and gender data by specific occupational classifications and
supplier industry classifications.
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FHF A will use data now available through HRIS to prepare and produce its next Annual OMWI
Report to Congress. We expect our initiatives to elevate the visibility of D&I and include it as a
specific competency in future review cycles. We anticipate that our efforts to educate and
measure managers and supervisors will improve our Annual OMWI Report to Congress.
Our OMWI Director meets with the OMWI Directors of the other financial regulatory agencies
at least quarterly to discuss and collaborate on initiatives related to Section 342 of the DoddFrank Act. FHFA's OMWI also participates in the OMWI Supplier Diversity Working Group
formed by the OMWis to discuss and promote D&I in supplier diversity. In August 2015, under
the leadership of FHFA's OMWI, OMWI staffs from the other agencies sponsored a joint
technical assistance event held at George Mason University to provide assistance to minorityand women-owned businesses in finding contracting opportunities within the Federal
Government.
7. Direct the O!Gs to:
a. periodically review the Agencies' representation of minorities and women within
their workforces along with their personnel practices, policies, and any other efforts
to ensure that the workplaces are free ofsystemic discrimination and provide equal
opportunity for minorities and women in hiring, retention, and promotion,
particularly to senior-management level positions; and
b. report the results of these audits to Congress every four years.
FHFA does not have the legal authority to direct the activities of the OIG. However, we do meet
regularly with our OIG and collaborate and cooperate with the OIG in various investigations and
resulting reports.
8. Additional Activities
In addition to the programs, initiatives and activities described above, FHF A has completed

and/or begun work on implementing several others:
a. Supervision of the regulated entities. FHF A is making positive strides with our
regulated entities to drive awareness ofD&I in all aspects of their business and
activities. FHF A has placed particular emphasis on those activities that will have a
direct impact on increasing economic opportunities for minority-and women-owned
businesses in the financial services industry.
b. D&I Examination Program and Guide. OMWI has started a D&I program review of
all the regulated entities, with the goal of establishing a baseline from which uniform
D&I requirements and standards will be developed for our examinations.
c. Federal Home Loan Bank Board Diversity. In May 2015 FHFA issued a Final Rule
revising the FHFA Minority and Women Inclusion Rule. The final rule requires the
Federal Home Loan Banks to collect certain demographic data on their Board
members. This requirement was established to drive more intentional and deliberate
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outreach to, and recruitment of, more diverse slates of candidates for Bank board
membership.
d. Financial Literacy Program. To comply with Section 342, OMWI is developing a
Financial Literacy program that will focus on educating urban high school students in
the basics of housing finance as well as the vast number of career tracks and
opportunities within or are related to the housing industry. We are currently
negotiating a memorandum of understanding with our partner organization that will
facilitate more direct access to schools in the District of Columbia.
If you have further questions, please contact Peter Brereton, Associate Director for
Congressional Affairs, at 202-649-3022.

Melvin Watt
cc:

The Honorable William Lacy Clay
The Honorable Karen Bass
The Honorable Corrine Brown
The Honorable Gwen Moore
The Honorable Elijah Cummings
The Honorable Marcia Fudge
The Honorable Danny Davis
The Honorable Bonnie Watson Coleman
The Honorable Eleanor Holmes Norton
The Honorable James Clyburn
The Honorable Hakeem Jeffries
The Honorable Henry Johnson, Jr.
The Honorable Joyce Beatty
The Honorable Robin Kelly
The Honorable Barbara Lee
The Honorable Alcee Hastings
The Honorable Yvette Clarke
The Honorable Robert Scott
The Honorable G.K. Butterfield
The Honorable Charles Rangel
The Honorable Donna Edwards
The Honorable Sanford Bishop, Jr.
The Honorable Chaka Fattah
The Honorable Al Green
The Honorable Gregory Meeks
The Honorable Judy Chu
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The Honorable Bobby Rush
The Honorable Brenda Lawrence
The Honorable Frederica Wilson
The Honorable Terri Sewell
The Honorable Alma Adams
The Honorable Eddie Bernice Johnson
The Honorable Shelia Jackson Lee
The Honorable Norma Torres
The Honorable John Lewis
The Honorable Nydia Velazquez
The Honorable Ruben Hinojosa
The Honorable Grace Meng

UNITED STATES

SECURITIES AND EXCHANGE COMMISSION
WASHINGTON,

D.C. 20549

THE CHAIR

December 9. 2015

The Honorable Maxine Waters

Ranking Member
Committee on Financial Services

U.S. Flouse of Representatives

2221 Rayburn House Office Building
Washington, DC 20515
Dear Representative Waters:

Thank you for your November 5. 2015 letter concerning the report issued by the House
Financial Services Committee Democratic staff entitled. The Dodd-Frank Act Five Years Later:

Diversity in the Financial Services Agencies (staff report). The staff report contains
recommendations addressed to the U.S. Securities and Exchange Commission (SEC) and other
federal financial services agencies designed to enhance efforts to promote and sustain diversity
within our respective workforces. I write separately as the SEC Chair to respond to the staff
report recommendations.
First and foremost, I want to reiterate that the SEC is committed to the goals and
objectives of Section 342 of the Dodd-Frank Act to promote diversity and inclusion of minorities
and women in the agency's workforce. Indeed, the SEC's success in achieving its mission protecting investors, maintaining fair, orderly, and efficient markets, and facilitating capital
formation - is dependent on the agency's ability to attract, engage, and retain a high-quality,
technically proficient, and diverse workforce drawn from all segments of society.

The SEC is currently taking steps to address certain of the staff report recommendations,
and will begin taking appropriate steps to implement others. Our first priority is to comply fully
with the requirements of Section 342 of the Dodd-Frank Act by developing the prescribed
standards for equal employment opportunity and diversity in the agency's workforce. The SEC's
Office of Minority and Women Inclusion (OMWI) is making progress toward completing these
standards.

Beyond this. SEC staff is analyzing whether minorities and women are receiving equal
opportunities for employment and promotion to senior management positions and the cause of
any racial disparities that exist in performance ratings. Further, the SEC has adopted a
performance standard to ensure that managers and supervisors are held accountable for

The Honorable Maxine Waters
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supporting diversity and inclusion in a manner consistent with the Commission's strategic
objectives and the requirements of Section 342 of the Dodd-Frank Act.

I believe the remaining recommendations - strengthening OMWI's Annual Report,
requesting periodic OIG review of the SEC's workforce representation of women and minorities,
and developing other innovative initiatives - will help to advance the SEC's efforts to foster a
diverse and inclusive workforce. Accordingly. I have directed staff to begin taking the steps
necessary to implement these recommendations.
Thank you again for your letter. Please do not hesitate to contact me at (202) 551-2100.
or have a member of your staff contact Tim Henseler, Director of the Office of Legislative and
Intergovernmental Affairs, at (202) 551-2010, if we can be of further assistance.
Sincerely,

•J

•$>**
Mary Jo White

Chair

The OMWI Director isa Senior Officer reporting directly to me. and as such, the interactions described in the staff
report's fifth recommendation currently take place at the SEC.

