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Speaker: Sheila Clark

Sheila Clark is the Director, Office of Diversity and Inclusion at the Board of Governors of the Federal
Reserve System (Board) which is the Central Bank of the United States.
She is responsible for the Board's internal and external diversity and inclusion initiatives and for
implementing Section 342- Office of Minority and Women Inclusion (OMWI) provision of the Dodd-Frank
Wall Street Reform and Consumer Protection Act of 2010 (Dodd-Frank Act).
Sheila joined the Board in February, 1995 as the EEO programs director and on January 2, 2011was
appointed program director for the office of Diversity and Inclusion which also incorporates the OMWI
office.
Prior to joining the Board, she worked in New York City at Dow Jones & Company Inc. and CBS, Inc. where
she held EEO and workplace diversity program positions.
Sheila has a B.A. degree from Marymount College, Tarrytown, NY.

2

Speaker: Joyce Cofield

Joyce Cofield Executive Director for the Office of Minority and Women Inclusion
Joyce Cofield is the Executive Director for the Office of Minority and Women Inclusion at the Office of the
Comptroller of Currency (OCC).
In this role, Ms. Cofield provides executive direction, set policies, and oversees all agency matters relating to
diversity in management, employment, and business activities. She reports directly to the Comptroller of the
Currency. The OCC established this position to comply with Section 342 of the Dodd-Frank Wall Street Reform
and Consumer Protection Act. She assumed this position in December 2010.
Since joining the OCC in 2001, Ms. Cofield has served in a variety of leadership roles within human capital,
recruitment, and diversity management at the OCC.
Prior to joining the agency, Ms. Cofield served in executive roles at the Polaroid Corporation as Senior Human
Resources Administrator, Director of Diversity, and later as Staff Assistant to the chief executive officer, serving
as that senior executive’s chief of staff.
In addition to completing a number of executive development programs at the University of New Hampshire and
Massachusetts Institute of Technology, Ms. Cofield earned a bachelor of science from Virginia Union University
and a master’s degree from Boston University.
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Speaker Claire Lam

Ms. Claire Lam is the Chief of the Diversity and Business Inclusion Branch in the Office of Minority and Women
Inclusion at the FDIC. Her Branch is responsible for managing and administering programs that were
implemented pursuant to Section 342 of the Dodd-Frank Wall Street Reform and Consumer Protection Act of
2010. One of the programs is for Financial Institution Diversity to assess the diversity policies and practices of
FDIC regulated financial institutions. They also administer the FDIC's Minority and Women Outreach Program
(MWOP) which was established to ensure the inclusion, to the maximum extent possible, of minorities and
women, and entities owned by minorities and women, including financial institutions, investment banking firms,
underwriters, accountants, and providers of legal services, in contracts entered into by the FDIC. The FDIC’s
Contractor’s Workforces Fair Inclusion Program promotes the fair inclusion requirement for FDIC contractors to
make good faith efforts to include minorities and women in their workforces and their subcontractors, when
applicable.
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THE DODD-FRANK WALL STREET REFORM AND CONSUMER PROTECTION ACT OF 2010

SEC. 342. OFFICE OF MINORITY AND WOMEN INCLUSION
(a) OFFICE OF MINORITY AND WOMEN INCLUSION.—
(1) ESTABLISHMENT.—
(A) IN GENERAL.—Except as provided in subparagraph
(B), not later than 6 months after the date of enactment of this Act, each agency shall establish an Office of
Minority and Women Inclusion that shall be responsible for all matters of the agency relating to diversity in
management, employment, and business activities.
(B) BUREAU.—The Bureau shall establish an Office of Minority and Women Inclusion not later than 6 months
after the designated transfer date established under section 1062.
(2) TRANSFER OF RESPONSIBILITIES.—Each agency that, on the day before the date of enactment of this Act,
assigned the responsibilities described in paragraph (1) (or comparable responsibilities) to another office of the
agency shall ensure that such responsibilities are transferred to the Office.
(3) DUTIES WITH RESPECT TO CIVIL RIGHTS LAWS.—The responsibilities described in paragraph (1) do not
include enforcement of statutes, regulations, or executive orders pertaining to civil rights, except each Director
shall coordinate with the agency administrator, or the designee of the agency administrator, regarding the design
and implementation of any remedies resulting from violations of such statutes, regulations, or executive orders.
(b) DIRECTOR.—
(1) IN GENERAL.—The Director of each Office shall be appointed by, and shall report to, the agency
administrator. The position of Director shall be a career reserved position in the Senior Executive Service, as that
position is defined in section 3132 of title 5, United States Code, or an equivalent designation.
(2) DUTIES.—Each Director shall develop standards for—
(A) equal employment opportunity and the racial, ethnic, and gender diversity of the workforce and senior
management of the agency;
(B) increased participation of minority-owned and women-owned businesses in the programs and contracts of
the agency, including standards for coordinating technical assistance to such businesses; and
(C) assessing the diversity policies and practices of entities regulated by the agency.
(3) OTHER DUTIES.—Each Director shall advise the agency administrator on the impact of the policies and
regulations of the agency on minority-owned and women-owned businesses.
(4) RULE OF CONSTRUCTION.—Nothing in paragraph (2)(C) may be construed to mandate any requirement
on or otherwise affect the lending policies and practices of any regulated entity, or to require any specific action
based on the findings of the assessment.
(c) INCLUSION IN ALL LEVELS OF BUSINESS ACTIVITIES.—
(1) IN GENERAL.—The Director of each Office shall develop and implement standards and procedures to ensure,
to the maximum extent possible, the fair inclusion and utilization of minorities, women, and minority-owned
and women-owned businesses in all business and activities of the agency at all levels, including in procurement,
insurance, and all types of contracts.
(2) CONTRACTS.—The procedures established by each agency for review and evaluation of contract proposals
and for hiring service providers shall include, to the extent consistent with applicable law, a component that gives
consideration to the diversity of the applicant. Such procedure shall include a written statement, in a form and
with such content as the Director shall prescribe, that a contractor shall ensure, to the maximum extent possible,
the fair inclusion of women and minorities in the workforce of the contractor and, as applicable, subcontractors.
(3) TERMINATION.—
(A) DETERMINATION.—The standards and procedures developed and implemented under this subsection
shall include a procedure for the Director to make a determination whether an agency contractor, and, as
applicable, a subcontractor has failed to make a good faith effort to include minorities and women in their
workforce.
(B) EFFECT OF DETERMINATION.—
(i) RECOMMENDATION TO AGENCY ADMINISTRATOR.— Upon a determination described in
subparagraph (A), the Director shall make a recommendation to the agency administrator that the contract
be terminated.
(ii) ACTION BY AGENCY ADMINISTRATOR.—Upon receipt of a recommendation under clause (i), the
agency administrator may—
(I) terminate the contract;
(II) make a referral to the Office of Federal Contract Compliance Programs of the Department of Labor; or
(III) take other appropriate action.
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(d) APPLICABILITY.—This section shall apply to all contracts of an agency for services of any kind, including
the services of financial institutions, investment banking firms, mortgage banking firms, asset management firms,
brokers, dealers, financial services entities, underwriters, accountants, investment consultants, and providers of legal
services. The contracts referred to in this subsection include all contracts for all business and activities of an agency,
at all levels, including contracts for the issuance or guarantee of any debt, equity, or security, the sale of assets, the
management of the assets of the agency, the making of equity investments by the agency, and the implementation by
the agency of programs to address economic recovery.
(e) REPORTS.—Each Office shall submit to Congress an annual report regarding the actions taken by the agency and
the Office pursuant to this section, which shall include—
(1) a statement of the total amounts paid by the agency to contractors since the previous report;
(2) the percentage of the amounts described in paragraph (1) that were paid to contractors described in subsection
(c)(1);
(3) the successes achieved and challenges faced by the agency in operating minority and women outreach
programs;
(4) the challenges the agency may face in hiring qualified minority and women employees and contracting with
qualified minority-owned and women-owned businesses; and
(5) any other information, findings, conclusions, and recommendations for legislative or agency action, as the
Director determines appropriate.
(f) DIVERSITY IN AGENCY WORKFORCE.—Each agency shall take affirmative steps to seek diversity in the workforce
of the agency at all levels of the agency in a manner consistent with applicable law. Such steps shall include—
(1) recruiting at historically black colleges and universities, Hispanic-serving institutions, women’s colleges, and
colleges that typically serve majority minority populations;
(2) sponsoring and recruiting at job fairs in urban communities;
(3) placing employment advertisements in newspapers and magazines oriented toward minorities and women;
(4) partnering with organizations that are focused on developing opportunities for minorities and women to place
talented young minorities and women in industry internships, summer employment, and full-time positions;
(5) where feasible, partnering with inner-city high schools, girls’ high schools, and high schools with majority
minority populations to establish or enhance financial literacy programs and provide mentoring; and
(6) any other mass media communications that the Office determines necessary.
(g) DEFINITIONS.—For purposes of this section, the following definitions shall apply:
(1) AGENCY.—The term ‘‘agency’’ means—
(A) the Departmental Offices of the Department of the Treasury;
(B) the Corporation;
(C) the Federal Housing Finance Agency;
(D) each of the Federal reserve banks;
(E) the Board;
(F) the National Credit Union Administration;
(G) the Office of the Comptroller of the Currency;
(H) the Commission; and
(I) the Bureau.
(2) AGENCY ADMINISTRATOR.—The term ‘‘agency administrator’’ means the head of an agency.
(3) MINORITY.—The term ‘‘minority’’ has the same meaning as in section 1204(c) of the Financial Institutions
Reform, Recovery, and Enforcement Act of 1989 (12 U.S.C. 1811 note).
(4) MINORITY-OWNED BUSINESS.—The term ‘‘minority-owned business’’ has the same meaning as in section
21A(r)(4)(A) of the Federal Home Loan Bank Act (12 U.S.C. 1441a(r)(4)(A)), as in effect on the day before the
transfer date.
(5) OFFICE.—The term ‘‘Office’’ means the Office of Minority and Women Inclusion established by an agency
under subsection (a).
(6) WOMEN-OWNED BUSINESS.—The term ‘‘women-owned business’’ has the meaning given the term
‘‘women’s business’’ in section 21A(r)(4)(B) of the Federal Home Loan Bank Act (12 U.S.C. 1441a(r)(4)(B)), as in
effect on the day before the transfer date.
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Final Interagency Policy Establishing Joint Standards for Assessing the Diversity Policies and Practices of
Entities Regulated by the Agencies (80 FR 33023)

I. Joint Standards
The Agencies designed these
Standards to provide a framework for an
entity to create and strengthen its
diversity policies and practices,
including its organizational
commitment to diversity, workforce and
employment practices, procurement and
business practices, and practices to
promote transparency of organizational
diversity and inclusion. The Agencies
recognize that each entity is unique with
respect to characteristics such as its
size, location, and structure. When
drafting these standards, the Agencies
focused primarily on institutions with
more than 100 employees. The Agencies
know that institutions that are small or
located in remote areas face different
challenges and have different options
available to them compared to entities
that are larger or located in more urban
areas. The Agencies encourage each
entity to use these Standards in a
manner appropriate to its unique
characteristics. Finally, the Agencies
intend that the Standards will address
an entity’s U.S. operations.
(1) Organizational Commitment to
Diversity and Inclusion
The leadership of an organization
with successful diversity policies and
practices demonstrates its commitment
to diversity and inclusion. Leadership
comes from the governing body, such as
a board of directors, as well as senior
officials and those managing the
organization on a day-to-day basis.
These Standards inform how an entity
promotes diversity and inclusion in
both employment and contracting and
how it fosters a corporate culture that
embraces diversity and inclusion.
Standards
In a manner reflective of the
individual entity’s size and other
characteristics,
 The entity includes diversity and
inclusion considerations in both
employment and contracting as an
important part of its strategic plan for
recruiting, hiring, retention, and
promotion.
 The entity has a diversity and
inclusion policy that is approved and
supported by senior leadership,
including senior management and the
board of directors.

 The entity provides regular progress
reports to the board and senior
management.
 The entity regularly conducts
training and provides educational
opportunities on equal employment
opportunity and on diversity and
inclusion.
 The entity has a senior level
official, preferably with knowledge of
and experience in diversity and
inclusion policies and practices, who
oversees and directs the entity’s
diversity and inclusion efforts. For
example, this official may be an
executive-level Diversity Officer (or
equivalent position) with dedicated
resources to support diversity strategies
and initiatives.
 The entity takes proactive steps to
promote a diverse pool of candidates,
including women and minorities, in its
hiring, recruiting, retention, and
promotion, as well as in its selection of
board members, senior management,
and other senior leadership positions.
(2) Workforce Profile and Employment
Practices
Many entities promote the fair
inclusion of minorities and women in
their workforce by publicizing
employment opportunities, creating
relationships with minority and women
professional organizations and
educational institutions, creating a
culture that values the contribution of
all employees, and encouraging a focus
on these objectives when evaluating the
performance of managers. Entities with
successful diversity and inclusion
programs also regularly evaluate their
programs and identify areas to be
improved.
Entities use various analytical tools to
evaluate a wide range of business
objectives, including metrics to track
and measure the inclusiveness of their
workforce (e.g., race, ethnicity, and
gender). Entities that are subject to the
recordkeeping and reporting
requirements of the Equal Employment
Opportunity Commission (EEOC) and
the Office of Federal Contract
Compliance Programs currently collect
and maintain data and supporting
documentation that may assist in
evaluating and assessing their policies
and practices related to workforce
diversity and inclusion. Specifically,
entities that file EEO–1 Reports 9
9 The Employer Information Report EEO–1 (EEO–
1 Report) is required to be filed annually with the
EEOC by (a) private employers with 100 or more
employees and (b) federal contractors and first tier
subcontractors with 50 or more employees that have
a contract or subcontract of $50,000 or more or that
serve as a depository of government funds in any
amount.
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required under Title VII of the Civil
Rights Act of 1964 routinely track and
analyze employment statistics by
gender, race, ethnicity, and
occupational group. Entities that
develop and implement the affirmative
action programs required under the
regulations implementing Executive
Order 11246 track and analyze
employer-created job groups. Entities
also are encouraged to use other
analytical tools that they may find
helpful.
Standards
In a manner reflective of the
individual entity’s size and other
characteristics,
 The entity implements policies and
practices related to workforce diversity
and inclusion in a manner that complies
with all applicable laws.
 The entity ensures equal
employment opportunities for all
employees and applicants for
employment and does not engage in
unlawful employment discrimination
based on gender, race, or ethnicity.
 The entity has policies and
practices that create diverse applicant
pools for both internal and external
opportunities that may include:
o Outreach to minority and women
organizations;
o Outreach to educational institutions
serving significant minority and women
student populations; and
o Participation in conferences,
workshops, and other events to attract
minorities and women and to inform
them of employment and promotion
opportunities.
 The entity utilizes both quantitative
and qualitative measurements to assess
its workforce diversity and inclusion
efforts. These efforts may be reflected,
for example, in applicant tracking,
hiring, promotions, separations
(voluntary and involuntary), career
development, and retention across all
levels and occupations of the entity,
including the executive and managerial
ranks.
 The entity holds management at all
levels accountable for diversity and
inclusion efforts, for example by
ensuring that such efforts align with
business strategies and individual
performance plans.
(3) Procurement and Business
Practices—Supplier Diversity
Companies increasingly understand
the competitive advantage of having a
broad selection of available suppliers to
choose from with respect to factors such
as price, quality, attention to detail, and
future relationship building. A number
of entities have achieved success at
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Final Interagency Policy Establishing Joint Standards for Assessing the Diversity Policies and Practices of
Entities Regulated by the Agencies (80 FR 33023)
expanding available business options
by increasing outreach to minorityowned and women-owned businesses.
As in the employment context,
entities often use metrics to identify the
baseline of how much they spend
procuring and contracting for goods
and services, how much they spend
with minority-owned and womenowned businesses, and the availability
of relevant minority-owned and
women- owned businesses, as well as
changes over time. Similarly, entities
may use outreach to inform minorityowned and women-owned businesses
(and affinity groups representing these
constituencies) of these opportunities
and of the procurement process.
In addition, entities’ prime
contractors often use subcontractors to
fulfill the obligations of various
contracts. The use of minority-owned
and women-owned businesses as
subcontractors provides valuable
opportunities for both the minorityowned and women-owned businesses
and the prime contractor. Entities may
encourage the use of minority-owned
and women-owned subcontractors by
incorporating this objective in their
business contracts.
Standards
In a manner reflective of the
individual entity’s size and other
characteristics,
 The entity has a supplier diversity
policy that provides for a fair
opportunity for minority-owned and
women-owned businesses to compete
for procurement of business goods and
services. This includes contracts of all
types, including contracts for the
issuance or guarantee of any debt,
equity, or security, the sale of assets,
the management of the entity’s assets,
and the development of the entity’s
equity investments.
 The entity has methods to evaluate
its supplier diversity, which may
include metrics and analytics related
to:
o Annual procurement spending;
o Percentage of contract dollars
awarded to minority-owned and
women-owned business contractors
by race, ethnicity, and gender; and
o Percentage of contracts with
minority-owned and womenowned business sub-contractors.
 The entity has practices to
promote a diverse supplier pool, which
may include:
o Outreach to minority-owned and
women-owned contractors and
representative organizations;
o Participation in conferences,
workshops, and other events to
attract minority-owned and womenowned

firms and inform them of contracting
opportunities; and
o An ongoing process to publicize its
procurement opportunities.
(4) Practices To Promote
Transparency of Organizational
Diversity and Inclusion
Transparency and publicity are
important aspects of assessing diversity
policies and practices. Greater
awareness and transparency give the
public information to assess those
policies and practices. Entities
publicize information about their
diversity and inclusion efforts through
normal business methods, which
include displaying information on their
Web sites, in their promotional
materials, and in their annual reports
to shareholders, if applicable. By
making public an entity’s commitment
to diversity and inclusion, its plans for
achieving diversity and inclusion, and
the metrics it uses to measure success
in both workplace and supplier
diversity, an entity informs a broad
constituency of investors, employees,
potential employees, suppliers,
customers, and the general community
about its efforts. The publication of this
information can make new markets
accessible for minorities and women
and illustrate the progress made toward
an important business goal.
Standards
In a manner reflective of the
individual entity’s size and other
characteristics, the entity is transparent
with respect to its diversity and
inclusion activities by making the
following information available to the
public annually through its Web site or
other appropriate communication
methods:
 The entity’s diversity and
inclusion strategic plan;
 The entity’s policy on its
commitment to diversity and
inclusion;
 The entity’s progress toward
achieving diversity and inclusion in its
workforce and procurement activities
(which may include the entity’s
current workforce and supplier
demographic profiles); and
 Opportunities available at the
entity that promote diversity, which
may include:
o Current employment and
procurement opportunities;
o Forecasts of potential employment
and procurement opportunities; and
o The availability and use of
mentorship and developmental
programs for employees and
contractors.
2

(5) Entities’ Self-Assessment
The Agencies interpret the term
‘‘assessment’’ to mean self-assessment.
Entities that have successful diversity
policies and practices allocate time and
resources to monitoring and evaluating
performance under their diversity
policies and practices on an ongoing
basis. Entities are encouraged to
disclose their diversity policies and
practices, as well as information related
to their assessments, to the Agencies
and the public. Entities submitting
information may designate such
information as confidential commercial
information as appropriate, and the
Agencies will follow the Freedom of
Information Act in the event of requests
for particular submissions.
Standards
In a manner reflective of the
individual entity’s size and other
characteristics,
 The entity uses the Standards to
conduct self-assessments of its diversity
policies and practices annually.
 The entity monitors and evaluates
its performance under its diversity
policies and practices on an ongoing
basis.
 The entity provides information
pertaining to the self-assessments of its
diversity policies and practices to the
OMWI Director of its primary federal
financial regulator.
 The entity publishes information
pertaining to its efforts with respect to
the Standards.
II. Use of Assessment Information by
Agencies
The Agencies may use information
submitted to them to monitor progress
and trends in the financial services
industry with regard to diversity and
inclusion in employment and
contracting activities and to identify and
highlight those policies and practices
that have been successful. The primary
federal financial regulator will share
information with other agencies when
appropriate to support coordination of
efforts and to avoid duplication. The
OMWI Directors will also continue to
reach out to regulated entities and other
interested parties to discuss diversity
and inclusion practices and methods of
assessment. The Agencies may publish
information disclosed to them, such as
best practices, in any form that does not
identify a particular entity or individual
or disclose confidential business
information.
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Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act
The Office of the Comptroller of the Currency (OCC) provides this self-assessment template to national banks, federal savings associations, and federal branches and agencies of foreign banks
(together, banks) regulated by the OCC in support of the Interagency Policy Statement Establishing Joint Standards for Assessing Diversity Policies and Practices of Regulated Entities dated June 10,
2015. Pursuant to the Policy Statement, a self-assessment by a bank is voluntary. A bank that conducts a self-assessment of its diversity policies and practices using the standards contained in the
Policy Statement may utilize this template or its own assessment tool.

USE OF DATA AND DECLARATION OF CONFIDENTIALITY
The OCC may use information submitted by the bank to monitor progress and trends in the financial services industry regarding diversity and inclusion in employment and contracting activities and to
identify and highlight those policies and practices that have been successful. The OCC may also publish information disclosed by the bank, such as leading practices, in any form that does not identify a
specific bank or individual or disclose confidential business information. Finally, if a bank submits confidential commercial information that is both customarily and actually treated as private by the
institution, the bank can designate the information as such by checking the box below, in which case the OCC will treat the self-assessment information as private to the extent permitted by law, including
the Freedom of Information Act, 5 U.S.C. 552, et seq.
By selecting “Yes” in this box, the bank represents the diversity self-assessment it is submitting is confidential commercial information that is both customarily and actually treated as
private by the institution. If “Yes” is selected, the OCC will treat the self-assessment as private to the extent permitted by law, including the Freedom of Information Act, 5 U.S.C. 552, et
seq.

OCC OMWI
(10/2019)

Sample

1 | Page
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Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act

OMB Control No. 1557-0334
Expiration Date: 01/31/2020

SECTION I. BANK INFORMATION

Bank Name:

Period Covered by the
Assessment (yyyy):

Date Submitted
(mm/dd/yyyy):

State:

Zip Code:

Charter
Number:

Address:

City:
Diversity and Inclusion (D&I) Officer or Equivalent:
Name:
Email Address:

Sample
Title:

Phone Number:

Fax Number:

Supplier Diversity Officer or Equivalent (if different from D&I Officer):
Name:
Email Address:

Diversity and Inclusion
Website:

Title:

Phone Number:

Fax Number:

Brief Description of Bank Covered by this Assessment (e.g., governance structure, workforce size, total assets, geographic location(s), and community characteristics):

OCC OMWI (10/2019)

2 | Page
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Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act

OMB Control No. 1557-0334
Expiration Date: 01/31/2020

SECTION II. ASSESSMENT OF THE BANK’S DIVERSITY POLICIES AND PRACTICES
(1) Organizational Commitment to Diversity and Inclusion
The leadership of a bank with successful D&I policies and practices demonstrates its commitment to D&I. Leadership comes from the governing body, such as a board of directors, as well as senior officials and those
managing the bank on a day-to-day basis. These standards inform how a bank promotes D&I in both employment and contracting and how it fosters a corporate culture that embraces D&I.
Yes/No Program Successes and/or Program Challenges

STANDARDS
In a manner reflective of the individual bank’s size and other characteristics,
1.1 The bank includes D&I considerations in both employment and contracting as an important part
of its strategic plan for recruiting, hiring, retention, and promotion.

Sample

1.2 The bank has a D&I policy that is approved and supported by senior leadership, including senior
management and the board of directors.
1.3 The bank provides regular progress reports to the board and senior management.

1.4 The bank regularly conducts training and provides educational opportunities on equal
employment opportunity and on D&I.

1.5 The bank has a senior level official, preferably with knowledge of and experience in D&I policies
and practices, who oversees and directs the bank's D&I efforts.
1.6 The bank takes proactive steps to promote a diverse pool of candidates, including women and
minorities, in its hiring, recruiting, retention, and promotion, as well as in its selection of board
members, senior management, and other senior leadership positions.

OCC OMWI (10/2019)

3 | Page
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Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act

OMB Control No. 1557-0334
Expiration Date: 01/31/2020

(2) Workforce Profile and Employment Practices
Many banks promote the fair inclusion of minorities and women in their workforce by publicizing employment opportunities, creating relationships with minority and women professional organizations and educational
institutions, creating a culture that values the contribution of all employees, and encouraging a focus on these objectives when evaluating the performance of managers. Banks with successful D&I programs also
regularly evaluate their programs and identify areas to be improved.
Yes/No Program Successes and/or Program Challenges

STANDARDS
In a manner reflective of the individual bank's size and other characteristics,
2.1 The bank implements policies and practices related to workforce D&I in a manner that complies
with all applicable laws.
2.2 The bank ensures equal employment opportunities for all employees and applicants for
employment and does not engage in unlawful employment discrimination based on gender, race, or
ethnicity.

Sample

2.3 The bank has policies and practices that create diverse applicant pools for both internal and
external opportunities that may include:
2.3.a. Outreach to minority and women organizations.

2.3.b. Outreach to educational institutions serving significant minority and women student
populations.
2.3.c. Participation in conferences, workshops, and other events to attract minorities and
women and to inform them of employment and promotion opportunities.
2.4 The bank utilizes both quantitative and qualitative measurements to assess its workforce D&I
efforts. These efforts may be reflected, for example, in applicant tracking, hiring, promotions,
separations (voluntary and involuntary), career development, and retention across all levels and
occupations of the bank, including the executive and managerial ranks.

2.5 The bank holds management at all levels accountable for D&I efforts, for example, by ensuring
that such efforts align with business strategies and individual performance plans.

OCC OMWI (10/2019)

4 | Page
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Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act

OMB Control No. 1557-0334
Expiration Date: 01/31/2020

(3) Procurement and Business Practices—Supplier Diversity
Companies increasingly understand the competitive advantage of having a broad selection of available suppliers to choose from with respect to factors such as price, quality, attention to detail, and future relationship
building. A number of banks have achieved success at expanding available business options by increasing outreach to minority-owned and women-owned businesses. As in the employment context, banks often use
metrics to identify the baseline of how much they spend procuring and contracting for goods and services, how much they spend with minority-owned and women-owned businesses, and the availability of relevant
minority-owned and women-owned businesses, as well as changes over time. Similarly, banks may use outreach to inform minority-owned and women-owned businesses (and affinity groups representing these
constituencies) of these opportunities and of the procurement process. In addition, banks' prime contractors often use subcontractors to fulfill the obligations of various contracts. The use of minority-owned or womenowned businesses as subcontractors provides valuable opportunities for both the minority-owned or women-owned businesses and the prime contractor. Banks may encourage the use of minority-owned and womenowned subcontractors by incorporating this objective in their business contracts.
Yes/No Program Successes and/or Program Challenges

STANDARDS
In a manner reflective of the individual bank's size and other characteristics,
3.1 The bank has a supplier diversity policy that provides for a fair opportunity for minority-owned
and women-owned businesses to compete for procurement of goods and services. This includes
contracts of all types, including contracts for the issuance or guarantee of any debt, equity, or
security, the sale of assets, the management of the bank's assets, and the development of the bank's
equity investments.
3.2 The bank has methods to evaluate its supplier diversity, which may include metrics and analytics
related to:
3.2.a. Annual procurement spending.

Sample

3.2.b. Percentage of contract dollars awarded to minority-owned and women-owned
businesses by race, ethnicity, and gender.
3.2.c. Percentage of contracts with minority-owned and women-owned business
subcontractors.
3.3. The bank has practices to promote a diverse supplier pool, which may include:
3.3.a. Outreach to minority-owned and women-owned contractors and representative
organizations.
3.3.b. Participation in conferences, workshops, and other events to attract minority-owned
and women-owned firms and inform them of contracting opportunities.
3.3.c. An ongoing process to publicize its procurement opportunities.

OCC OMWI (10/2019)

5 | Page
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Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act

OMB Control No. 1557-0334
Expiration Date: 01/31/2020

(4) Practices to Promote Transparency of Bank's Diversity and Inclusion
Transparency and publicity are important aspects of assessing D&I policies and practices. Greater awareness and transparency give the public information to assess those policies and practices. Banks publicize
information about their D&I efforts through normal business methods, which include displaying information on their websites, in their promotional materials, and in their annual reports to shareholders, if applicable. By
making public a bank's commitment to D&I, its plans for achieving D&I, and the metrics it uses to measure success in both workplace and supplier diversity, a bank informs a broad constituency of investors, employees,
potential employees, suppliers, customers, and the general community about its efforts. The publication of this information can make new markets accessible for minorities and women and illustrate the progress made
toward an important business goal.
STANDARDS
Yes/No Program Successes and/or Program Challenges
In a manner reflective of the individual bank's size and other characteristics, the bank is transparent with respect to its D&I activities by making the following information available to the public annually through its
website or other appropriate communication methods.
4.1 The bank publicizes its D&I strategic plan.
4.2 The bank publicizes its policy on its commitment to D&I.

Sample

4.3. The bank is transparent about its progress toward achieving D&I in its workforce and
procurement activities, which may include the bank's current workforce and supplier demographic
profiles.
4.4. The bank publicizes its opportunities to promote diversity, which may include:
4.4.a. Current employment and procurement opportunities.

4.4.b. Forecasts of potential employment and procurement opportunities.

4.4.c. The availability and use of mentorship and developmental programs for employees and
contractors.

OCC OMWI (10/2019)

6 | Page

14

Diversity Self-Assessment Template for OCC-Regulated Entities
Section 342(b)(2)(C) of the Dodd-Frank Wall Street Reform and Consumer Protection Act

OMB Control No. 1557-0334
Expiration Date: 01/31/2020

(5) Bank's Self-Assessment
Banks that have successful D&I policies and practices allocate time and resources to monitoring and evaluating performance under their D&I policies and practices on an ongoing basis. Banks are encouraged to disclose
their D&I policies and practices, as well as information related to their assessments, to the OCC and the public.
Describe the Bank's Current Practices for Each Standard Below

STANDARDS
In a manner reflective of the individual bank's size and other characteristics,

5.1 The bank conducts an assessment of its D&I policies and practices annually.

Sample

5.2. The bank monitors and evaluates its performance under its D&I policies and practices on an
ongoing basis.

5.3. The bank publishes information pertaining to its assessment of its D&I policies and practices.

OCC OMWI (10/2019)
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SECTION III. DIVERSITY DATA
Workforce Profile
Total Workforce #

Women #

Total Management #

Women #

Women %

Minorities %

Minorities #

1.1. What are the numbers and percentages of women and minorities in the
bank's total workforce for the period covered by this assessment?
Women %

Minorities %

Minorities #

1.2. What are the numbers and percentages of women and minorities in the
bank's Executive/Senior Level Officials and Managers job category for the period
covered by this assessment?

Sample
Total Board Members #

Women #

Women %

Minorities #

Women-Owned
Spend %

Minority-Owned
Spend $

Minorities %

1.3. What are the total numbers and percentages of women and minorities on
the bank's Board of Directors for the period covered by this assessment?

Procurement – Supplier Diversity

Total Spend $

Women-Owned
Spend $

Minority-Owned
Spend %

Minority Women- Minority WomenOwned Spend $
Owned Spend %

2.0. What is the bank’s total annual procurement spend for the period covered by
this assessment with women-owned, minority-owned, or minority womenowned businesses compared to the total procurement spend with all vendors and
suppliers?

OCC OMWI (10/2019)
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SECTION IV. ADDITIONAL INFORMATION
Other information or comments the bank deems important regarding its assessment of its D&I policies and practices:

Sample
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