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1. Introduction
The delegates at the NFFE’s 49th national convention adopted Article 3 section 6 into NFFE’s bylaws
to create a Special Committee to report directly to the National Executive Council (NEC) of NFFE on
minority issues critical to NFFE’s membership. In accordance with bylaws Article 6 section 2.a the
Minority, Diversity and Inclusion (MDI) Committee is commissioned upon approval of this charter by the
National President/DBR.

2. Purpose Statement
The primary purpose of the Minority, Diversity & Inclusion (MDI) Committee is to research
issues, and develop position/policy recommendations in timely pertinent reports to the NEC of NFFE.
Subject to its primary purpose the MDI will also:
•
•

•

•

Develop and support networking opportunities for the NFFE membership to present and discuss
matters pertinent to increasing diversity and inclusion; and
assist the NFFE to recruit and retain minority workers to its membership, and to embrace their
workplace needs and concerns, and to encourage the participation of minority members in the
staff and leadership of NFFE; and
assist the Councils and Locals of the NFFE to work with employers and agencies via LaborManagement Forums and “Partnership” as appropriate, to endeavor to achieve a work force
from all segments of society within the employers and agencies where NFFE represents
bargaining unit employees; and
to achieve these purposes while avoiding discrimination for or against any employee or
applicant on the basis of race, color, religion, sex (including pregnancy or gender identity),
national origin, age, disability, sexual orientation or any other prohibited basis. (5 U.S.C.
2301(b)(1), 2302(b)).

3. Methods
To achieve the purposes, the MDI Committee will:
a. Assist the NFFE Communications department in raising awareness among the general
NFFE membership about the concerns and value of minority employees as it pertains to
union membership, workforce diversity, and minority inclusion as it concerns
employment conditions, opportunities and/or barriers, actual or perceived.
b. Promote to the NFFE membership, activities that will support the betterment of NFFE
members who are minorities.
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c. Develop and maintain knowledge of Equal Employment Opportunity law sufficient to
serve as a subject matter advisor for NFFE staff in representing minority employees who
are NFFE members, and in developing bargaining proposals.
d. Identify and report to the NEC current and emerging barriers to implementation of the
objectives of Executive Order 13583 (attachment #1) or the OPM Strategic Plan of 2011
(attachment #2) in the Federal sector.

4. Membership
The committee shall consist of the committee chairperson appointed by the National President/DBR
and:
up to two members each from each of NFFE’s Councils; and
up to two members from the (aggregated) independent Federal sector Locals; and
up to two members from the (aggregated) Private sector Locals.
Members are appointed, not elected. Appointments will be made every two years for two year
terms. If a vacancy occurs within the two year period, a member may be appointed to fill out the
remainder of the term. Terms of committee members begin on January 1 of even-numbered years,
ending on December 31 of the following odd-numbered year. A member whose term has expired may
be reappointed. Appointees serve at the pleasure of the National President/DBR.
Applications for membership are submitted to the National President/DBR. If an insufficient number of
members volunteer to fill the slots described above, the National President/DBR may appoint any
member to fill the empty slot. Appointments must be ratified by the NEC who will consider
recommendations from the applicant’s local and/or council leadership.
Committee members, including former members shall not act on behalf of or represent the Committee
without the approval of the MDIC Executive Body.

5. Officers
The officers of the Committee shall be the Chair person appointed by the National President/DBR, and a
Vice-Chair and a Secretary elected by the committee from amongst its members. The Vice-chair and
Secretary offices shall be one year terms, but can be re-elected. These three officers constitute the
MDIC Executive Body.
The Chair shall:
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1. Preside at all meetings and keep order of meeting proceedings.
2. Establish and disestablish subcommittees; and, appoint subcommittee chairs subject to
ratification by the MDIC executive body.
3. Provide an annual report each May, and additional reports or updates to the NEC as
necessary to the MDIC’s purpose and when requested by the NEC.
4. Submit a proposed annual budget for the MDIC to the NEC before each December 1st for the
upcoming FY.
5. Be the official spokesperson for the MDI Committee.

The Vice-Chair shall:
1. Assist the Chair and Secretary in the management of MDI committee affairs, as assigned.
2. Assume the duties of the Chair in his or her absence or when designated by the Chair.

The Secretary shall:
1. Issue advance notice and call for agenda items for meetings to the NFFE Membership.
2. Record and keep accurate minutes of the MDI Committee meetings, which include
attendance of the members.
3. Make minutes/proceedings available to the NFFE membership.
4. Keep records of all official correspondence and activities of the MDI Committee.

6. Meetings
Regular meetings of the MDI committee will be conducted quarterly. Reminder notice of the
date/time/location and a call for agenda items will be made available to all members.
Special meetings of the MDIC may be called at any time with the approval of the MDIC Exec Body or by
direction of the President/DBR of NFFE, with 5 business days advance notice to the members including
the purpose and agenda.
Meetings shall normally be conducted via telecom.
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A majority of the MDIC member votes, the chair (or vice duly acting) and one other MDIC officer present
shall constitute a quorum.
The MDIC will use a consensus decision model. However, for elections and when the Chair determines a
vote is necessary, each member has one vote.
Any sub-committees shall act exclusively on the basis of specific authority delegated to them by the
MDIC Executive Body whose consent shall always be obtained before any assignment is undertaken.

_______________________________________________
Dated

_______________________________________________
William R. Dougan, NFFE National President/DBR
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ATTACHMENT #1: EXECUTIVE ORDER 13583
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Federal Register
Vol. 76, No. 163
Tuesday, August 23, 2011

Title 3—

The President
Executive Order 13583 of August 18, 2011

Establishing a Coordinated Government-Wide Initiative to
Promote Diversity and Inclusion in the Federal Workforce
By the authority vested in me as President by the Constitution and the
laws of the United States of America, and in order to promote the Federal
workplace as a model of equal opportunity, diversity, and inclusion, it
is hereby ordered as follows:
Section 1. Policy. Our Nation derives strength from the diversity of its
population and from its commitment to equal opportunity for all. We are
at our best when we draw on the talents of all parts of our society, and
our greatest accomplishments are achieved when diverse perspectives are
brought to bear to overcome our greatest challenges.
A commitment to equal opportunity, diversity, and inclusion is critical
for the Federal Government as an employer. By law, the Federal Government’s
recruitment policies should ‘‘endeavor to achieve a work force from all
segments of society.’’ (5 U.S.C. 2301(b)(1)). As the Nation’s largest employer,
the Federal Government has a special obligation to lead by example. Attaining
a diverse, qualified workforce is one of the cornerstones of the merit-based
civil service.
Prior Executive Orders, including but not limited to those listed below,
have taken a number of steps to address the leadership role and obligations
of the Federal Government as an employer. For example, Executive Order
13171 of October 12, 2000 (Hispanic Employment in the Federal Government),
directed executive departments and agencies to implement programs
for recruitment and career development of Hispanic employees and established
a mechanism for identifying best practices in doing so. Executive
Order 13518 of November 9, 2009 (Employment of Veterans in the Federal
Government), required the establishment of a Veterans Employment Initiative.
Executive Order 13548 of July 26, 2010 (Increasing Federal Employment
of Individuals with Disabilities), and its related predecessors, Executive Order
13163 of July 26, 2000 (Increasing the Opportunity for Individuals With
Disabilities to be Employed in the Federal Government), and Executive
Order 13078 of March 13, 1998 (Increasing Employment of Adults With
Disabilities), sought to tap the skills of the millions of Americans living
with disabilities.
To realize more fully the goal of using the talents of all segments of society,
the Federal Government must continue to challenge itself to enhance its
ability to recruit, hire, promote, and retain a more diverse workforce. Further,
the Federal Government must create a culture that encourages collaboration,
flexibility, and fairness to enable individuals to participate to their full
potential.
Wherever possible, the Federal Government must also seek to consolidate
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compliance efforts established through related or overlapping statutory mandates,
directions from Executive Orders, and regulatory requirements. By
this order, I am directing executive departments and agencies (agencies)
to develop and implement a more comprehensive, integrated, and strategic
focus on diversity and inclusion as a key component of their human resources
strategies. This approach should include a continuing effort to identify and
adopt best practices, implemented in an integrated manner, to promote
diversity and remove barriers to equal employment opportunity, consistent
with merit system principles and applicable law.
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Sec. 2. Government-Wide Diversity and Inclusion Initiative and Strategic
Plan. The Director of the Office of Personnel Management (OPM) and
the Deputy Director for Management of the Office of Management and Budget
(OMB), in coordination with the President’s Management Council (PMC)
and the Chair of the Equal Employment Opportunity Commission (EEOC),
shall:
(a) establish a coordinated Government-wide initiative to promote diversity
and inclusion in the Federal workforce;
(b) within 90 days of the date of this order:
(i) develop and issue a Government-wide Diversity and Inclusion Strategic
Plan (Government-wide Plan), to be updated as appropriate and at a minimum
every 4 years, focusing on workforce diversity, workplace inclusion,
and agency accountability and leadership. The Government-wide Plan
shall highlight comprehensive strategies for agencies to identify and remove
barriers to equal employment opportunity that may exist in the Federal
Government’s recruitment, hiring, promotion, retention, professional development,
and training policies and practices;
(ii) review applicable directives to agencies related to the development
or submission of agency human capital and other workforce plans and
reports in connection with recruitment, hiring, promotion, retention, professional
development, and training policies and practices, and develop
a strategy for consolidating such agency plans and reports where appropriate
and permitted by law; and
(iii) provide guidance to agencies concerning formulation of agency-specific
Diversity and Inclusion Strategic Plans prepared pursuant to section 3(b)
of this order;
(c) identify appropriate practices to improve the effectiveness of each
agency’s efforts to recruit, hire, promote, retain, develop, and train a diverse
and inclusive workforce, consistent with merit system principles and applicable
law; and
(d) establish a system for reporting regularly on agencies’ progress in
implementing their agency-specific Diversity and Inclusion Strategic Plans
and in meeting the objectives of this order.
Sec. 3. Responsibilities of Executive Departments and Agencies. All agencies
shall implement the Government-wide Plan prepared pursuant to section
2 of this order, and such other related guidance as issued from time to
time by the Director of OPM and Deputy Director for Management of OMB.
In addition, the head of each executive department and agency referred
to under subsections (1) and (2) of section 901(b) of title 31, United States
Code, shall:
(a) designate the agency’s Chief Human Capital Officer to be responsible
for enhancing employment and promotion opportunities within the agency,
in collaboration with the agency’s Director of Equal Employment Opportunity
and Director of Diversity and Inclusion, if any, and consistent with law
and merit system principles, including development and implementation
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of the agency-specific Diversity and Inclusion Strategic Plan;
(b) within 120 days of the issuance of the Government-wide Plan or
its update under section 2(b)(i) of this order, develop and submit for review
to the Director of OPM and the Deputy Director for Management of OMB
an agency-specific Diversity and Inclusion Strategic Plan for recruiting, hiring,
training, developing, advancing, promoting, and retaining a diverse workforce
consistent with applicable law, the Government-wide Plan, merit system
principles, the agency’s overall strategic plan, its human capital plan prepared
pursuant to Part 250 of title 5 of the Code of Federal Regulations, and
other applicable workforce planning strategies and initiatives;
(c) implement the agency-specific Diversity and Inclusion Strategic Plan
after incorporating it into the agency’s human capital plan; and
(d) provide information as specified in the reporting requirements developed
under section 2(d).
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Sec. 4. General Provisions. (a) Nothing in this order shall be construed
to impair or otherwise affect:
(i) authority granted to a department or agency or the head thereof, including
the authority granted to EEOC by other Executive Orders (including
Executive Order 12067) or any agency’s authority to establish an independent
Diversity and Inclusion Office; or
(ii) functions of the Director of OMB relating to budgetary, administrative,
or legislative proposals.
(b) This order shall be implemented consistent with applicable law and
subject to the availability of appropriations.
(c) This order is not intended to, and does not, create any right or benefit,
substantive or procedural, enforceable at law or in equity by any party
against the United States, its departments, agencies, or entities, its officers,
employees, or agents, or any other person.
THE WHITE HOUSE,
August 18, 2011.
[FR Doc. 2011–21704
Filed 8–22–11; 11:15 am]
Billing code 3195–W1–P
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ATTACHMENT #2: OPM Government-Wide Diversity and Inclusion
Strategic Plan 2011
governmentwidedistrategicplan.txt
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