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OFFICE OF INSPECTOR GENERAL

PREFACE

The Office of Inspector General (OIG) prepared this report pursuant to the Inspector
General Act of 1978, as amended. It is one of a series of audits, reviews, and
investigative and special reports OIG prepares periodically as part of its oversight
responsibility with respect to the United States Capitol Police (USCP) to identify and
prevent fraud, waste, abuse, and mismanagement.

This report is the result of an assessment of the strengths and weaknesses of the office
or function under review. Our work was based on interviews with employees and
officials of relevant agencies and institutions, direct observation, and a review of
applicable documents.

We developed our recommendations based on the best knowledge available to OIG
and discussed the draft findings with those responsible for implementation. It is my
hope that the recommendations will result in more effective, efficient, and/or
economical operations.

1 express my appreciation to those contributing to the preparation of this report.

Rl Biegry

Ronald Gregory
Acting Inspector General
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Abbreviations and Acronyms

[Chief Administrative Officer " CAO

. Diversity, Equity and Inclusion

International Association for Chiefs of Police IACP
Office of Inclusion, Diversity, Equity and Action [DEA li
Office of the Inspector General OIG

| Office of Professional Responsibility OPR
Senior Executive Service SES
Training Services Bureau TSB
United States Capitol Police USCP or Department
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EXECUTIVE SUMMARY

In accordance with House Report 117-80 related to the Legislative Branch Appropriations Act
2022, the United States Capitol Police (USCP or Department) Office of Inspector General (OIG)
was directed to assess current practices to prevent bias within the USCP workforce that would
cause harm to or distract from the USCP mission. In response, OIG conducted a review. OIG is
encouraged to provide this report to the Committees no later than 180 days after the enactment of
this act.

Our objective for this review was to assess and compare (1) practices to prevent bias within the
USCP workforce that would cause harm to or distract from the USCP mission and (2) compare
those practices to industry best practices. Our scope included operations, existing policies, and
procedures related to the prevention of bias within the Department workforce that would cause
harm to or distract from the USCP mission.

The USCP Office of Inclusion, Diversity, Equity and Action (IDEA) is an organizational unit
reporting directly to the Chief of Police. According to the Department, IDEA is responsible for
creating an equitable and inclusive environment in which the Department values the capabilities
and talents of USCP's diverse workforce and employees are empowered to reach their full
potential in an adaptive and continuous learning organization. [DEA provides the following
services: diversity, equity, and inclusion educational programming; professional development;
mentoring and coaching; bureau/office consultation; and policy reviews through an equity lens.

The Department has two bias-based training modules for recruits and one bias-based training
module for new leaders. Additionally, the Department provides one annual online training
module for all sworn personnel. After our initial draft, the Department provided updated data
concerning their online bias-related training module. During 2019 to 2021, USCP’s completion
rate for their online bias-related training module consistently averaged 96 percent.

USCP’s Chief Diversity Officer (CDO) stated concerns about an inability to view the
Department’s Equal Employment Opportunity (EEO) complaints creating difficulty developing a
diversity and inclusion program when there is no visibility into current trends or issues. In
addition, [DEA and the USCP Office of Professional Responsibility (OPR) do not share
information due to concerns with their respective responsibilities. OlG concurs with the
Department that EEO complaints are not within IDEA’s purview to investigate or advise on such
matters. However, access to relevant general statistical data regarding complaints of bias
originating from external or internal sources would improve IDEA’s ability to create Diversity,
Equity and Inclusion (DEI) programs responsive to current trends and issues.
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Our research into best practices revealed that a strong DE] program and a diverse workforce are
integral to preventing bias. DEI programs focus on the importance of understanding and
educating personnel about other backgrounds. Staffing an organization with personnel from
diverse backgrounds creates an opportunity to expose other employees to a variety of cultures in
a positive manner. We found that the Department's bias prevention practices included a
commitment to these goals. Sce Appendix A for a complete list of recommendations.

On September 6, 2022, we provided a draft report to the Department for comment and attached
the responsc in its entirety in Appendix B. In its response, the Department provided updated
information which is incorporated into this report as necessary.

BACKGROUND

The USCP Oftice of [nclusion, Diversity, Equity and Action (IDEA) is an organizational unit
reporting directly to the Chief of Police. According to the Department, IDEA is responsible for
creating an cquitable and inclusive environment in which the Department value the capabilities
and talents of USCP's diverse workforce and employces are empowered to recach their full
potential in an adaptive and continuous leaming organization. IDEA provides the following
services: diversity, equity, and inclusion educational programming; professional development;
mentoring and coaching; burecaw/office consultation; and policy reviews through an equity lens.
USCP's Training Services Bureau (TSB) is onc of |1 organizational units reporting to the Chicf
Administrative Officer (CAO). TSB is responsible for preparing Department employees to act
decisively and correctly in abroad spectrum of situations, for improving overall productivity and
effectiveness, and for fostering cooperation and unity of purpose.

OBJECTIVE, SCOPE, AND METHODOLOGY

[n accordance with House Report 117-80 related to the Legislative Branch Appropriations Act
2022, USCP Office of Inspector General (OIG) was directed to assess current practices to
prevent bias within the Capitol Police workforce that would cause harm to or distract from the
USCP mission. In response, OIG conducted a review. OlG was encouraged to provide the
report to the Committees no later than 180 days after the enactment of this act.

Our objective was to assess and compare (1) practices to prevent bias within the USCP
workforce that would cause harm to or distract from the USCP mission and (2) compare those
practices to industry best practices. Our scope included operations, existing policies, and
procedures related to the prevention of bias within the USCP workforce that would cause harm
to or distract from its mission.

To accomplish our objectives, we interviewed Department officials and partner agency
representatives. For researching best practices, OIG conducted a site visit to the |G
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We additionally interviewed personnel

from th
B conceming their best practices related to anti-bias training. We reviewed policies and
procedures related to anti-bias training as well as reviewing Intemational Association of Chiefs
of Police (IACP) guidance and report

We conducted this assessment in Washington, D.C., from May 2022 through August 2022. We
did not conduct an audit, the objective of which would be the expression of an opinion on
Department programs. Accordingly, we did not express such an opinion. Had we performed
additional procedures, other issues might have come to our attention that we would have
reported. This report is intended solely for the information and use of the Department, the
Capitol Police Board (Board), and the USCP Oversight Committees and should not be used by
anyone other than the specified parties.

RESULTS

USCP’s practices to prevent bias within the Capitol Police workforce that would cause harm to
or distract from the USCP mission and the resulting impact to the public was consistent with
other Federal agencies and 1ACP best practices. The Department had strong leadership backing
for its anti-bias policies.

Training

According to JACP Bias-Free Policing, dated January 2021, “Modem training on this topic is
geared toward implicit bias awareness is a key component of an agency’s efforts to produce fair
and bias-free policing.” Diversity and Inclusion personne! ||| N 2! 2gre=d
that training is paramount for bias prevention practices.

The Department’s IDEA and TSB sections are responsible for conducting bias-based training for
employees. As of early July 2022, the Department had two training modules for recruit level
personnel totaling 5 hours. The training modules included: Understanding Diversity, Inclusion,
Equity and Unconscious Bias (3 hours) and Bias-Based Policing / Racial Profiling (2 hours).
The Department replaced the Understanding Diversity, Inclusion, Equity, and Unconscious Bias
module with Law Enforcement and Society: Lessons of the Holocaust module. The Law
Enforcement and Sociery module is presented in partnership with the Anti-Defamation League
and the Holocaust Museum. Additionally, the Department’s Chief Diversity Officer (CDO)
leading IDEA stated that the Department provided its leaders at the Sergeant level and above
with a 2-hour Diversity, Equity, and Inclusion (DEI) course during a 1-week leadership course
TSB provides. CDO stated that no follow-up recurrent training or testing existed for the DEI
course,
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requires that sworn employees complete one on training module annually.
According to a TSB official, the online bias-related training is updated annually.

The Department was requested to provide the completion results for the online training course, a
summary of the completion rate as compared to the number of sworn officers is displayed in

Figure 1.

Figure 1 - Completion Rate — Online Biased Profiling Trainin

Number of |  Number of Completion
Year Completed | Sworn Officers Rate
2019 1,796 1,901 04%
2020 1,832 1,854 09%
2021 1,727 1,823 95%

Source: USCP TSB.

Examining best practices from law enforcement partners, || N S ] its acency had a 90-
minute, in-person /mplicit and Unconscious Bias Course required for its senior leaders. The
course does not target any particular group but highlights the fact that all employees have bias.
In addition, an 8-hour in-person, anti-bias training course launched between ||| il
curriculum also includes bias-related training such as the mandatory Ne-Fear

training, which all employees must complete.

A representative from [ stated that every|Jil] cmployees receive 1.5 hours of live bias
training, and supervisors are required to plan and attend 3 hours of diversity training for their

employees every year. Additionally, is developing
recurrent bias-related training employees would receive throughout their careers. The

training is developed with input from academia.

Conclusion

The Department has two bias-based training modules for recruits and one bias-based training
module for new leaders. Additionally, the Department provides one annual online training
module for all sworn personnel. After our initial draft, the Department provided updated data
concerning their online bias-related training module. During 2019 to 2021, USCP’s completion
rate for their online bias-related training module is consistently averages 96 percent.
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Measurement and Assessment

IACP Bias-Free Policing states, “A data collection program can convey to the community a
commitment to fair and bias-free policing, accountability, and transparency.” OIG obtained data
from the Department’s Office of Professional Responsibility (OPR) regarding complaints from
the public for discrimination or harassment by USCP officers. OPR reviews complaints from the
public regarding discrimination or harassment regarding USCP officers. From January 2019
through May 2022, OPR investigated [Jflcomplaints concerning USCP officers for
discrimination or harassment. As shown in Figure 2, most of the complaints investigated by
OPR were either not sustained or dismissed. There was only one case suspended due to the
respondent (employee) retiring from the Department while the investigation was still ongoing.

Conclusion

From January 2019 through May 2022, OPR reviewed.;ompiaints over the span of
approximately 3 and one-half years concerning discrimination or harassment originating from
the public. The majority of the complaints were not sustained or dismissed and one was on-
going.

Compliance / Supervision and Accountability

[ACP Bias-Free Policing states, “*Agencies must train, prepare, and support supervisors so they
will ensure impartial and bias-free policing. Further, agencies should utilize existing
accountability mechanisms, such as personnel evaluations, in-car or body-worn cameras, early
intervention systems, and complaint review to promote fair and bias-free policing.”

stated [ (<! cmployees and front-line
leaders have diversity and inclusion as a rated performance skill on their annual Performance
Plans. The official added that his office was working on implementing this Performance Plan
objective for all of its [[jjilflemployees.
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office receives requests for special training [ related to disciplinary training.
In this instance || B statcd an assessment is done by the EEO office and targeted
training course developed to meet the needs of the employee—usually a 2.5-hour internal course
is the result—unless an external consultant is needed. He added that new leaders receive 2 hours
of in-person mandatory training provided by about how to prevent
bias and discrimination-related errors. Additionally, all employees receive EEQ,

harassment, accommodations, and training in reporting requirements for complaints.

IACP Bias-Free Policing further states.

Agencies should utilize existing mechanisms for promoting personnel compliance with all
applicable laws, policies, and procedures, including those relevant to promoting fair and bias-free
policing. Because of the importance of fair and bias-free policing and because individuals may
ignore or be unaware when they are impacted by their implicit biases, it is important that personnel
be encouraged to intervene appropriately when they believe that biased policing is occurring. Clear
violations, particularly deliberate ones, should be reported to a supervisor. Supervisors should be
tasked with ensuring that the individuals in their command know and understand the contents of the
agency's fair and bias-free policing policy. They must also be alert and respond to indications of
biased policing and work to identify and intervene with individuals who are acting upon their biases.

iy | | staff routinel rates the

performance of During

those visits, the employee about diversity and inclusion. He
stated this was an important practice because it “holds employees accountable™ for diversity and

inclusion.

In contrast to USCP, ave an EEO position working with the CDO to create
DEI programs responsive to EEO claims arising from external or internal complaints. As of
August 2022, the CDO for USCP did not have access to data about trends as compared to other
law enforcement agencies that receive case specific information of violations and are able to
tailor policy, procedures, and training to counter specific challenges or department shortcomings.

Unlike executive branch agencies, USCP does not have an EEO office. EEQ-related complaints
received by the Department are investigated by the Department’s OPR or USCP OIG to
determine whether a violation of the Department’s policies has occurred. The Department’s
CDO stated their role is to create accountability and believes this was not currently in place. The
CDO stated their office does not have the ability to view the Department’s EEO complaints. Due
to privacy and confidentiality concerns the CDO does not have the ability to view detailed
complaints but the CDO would be able utilize generalized data from the complaints to enhance
IDEA programs. Additionally, the CDO opined that because OPR and the DEI office do not
currently share information, USCP does not have strong accountability in place.
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Conclusion

USCP’s CDO stated concerns about an inability to view the Department’s EEO complaints
creating difficulty developing a diversity and inclusion program when there is no visibility into
current trends or issues. In addition, the IDEA office and OPR do not share information due to
concerns with their respective responsibilities. OIG concurs with the Department that EEO
complaints are not within IDEA’s purview to investigate or advise on such matters. However,
access to relevant general statistical data regarding complaints of bias originating from extemnal
or internal sources would improve IDEA’s ability to create DEI programs responsive to current
trends and issues. Therefore, OIG makes the following recommendation.

Recommendation 1: We recommend that the United States Capitol Police Office of
Professional Responsibility coordinate with the United States Capitol Police Chief
Diversity Officer for access to relevant general statistical data regarding internal or
external complaints of bias.

Other Bias-Prevention Practices

The [ co\lcctively agreed a strong DEI program is the foundation of bias
prevention. DEI initiatives from include topics such as recruitment,

commitment from leadership, and DEI education.

stated that

A does not do “diversity hiring, we hire diverse candidates.”
Some practices include expanding recruitment geographically. [l
suggested this practice would expand the pool of candidates from diverse backgrounds.

stated the mission of his office was to “strive to recruit more diversity” into

He advised overall was more diverse now than ever in its history. He state
was currently comprised overall of
He stated the professional support employees were

The official also advised that while the metrics on Diversity, the most important
processes were the

According to the United States Census Bureau, as of July 1, 2021, the United States racial make-
up is estimated to be 13.6 percent African American, 75.8 percent White, 18.9 percent
Hispanic/Latino, 1.3 percent Native American/Alaskan Native, 6.1 percent Asian, and

0.3 percent Native Hawaiian and Other Pacific [slander, According to the figures released by the
USCP to the OIG shown in Figure 3, the 2022 percentage racial breakdown of the 1,830 sworn
Departmental Officers who identify as one race is 29.3 percent African American, 56.9 percent
White, 8.9 percent Hispanic/Latino, 0.3 percent Native American/Alaskan, 3.7 percent Asian,
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and 0.2 percent Native American/Pacific Islander, The Department’s racial makeup has been
mostly consistent for the period 2019 through 2022, Non-sworn personnel demographics are

shown in Figure 4.
Figure 3 -USCP Officer Demographics

Total Native Native Two

No. of American, Hawalian, | Or

Sworn | African Alaskan Pacific More
Year | Officers | American | White | Hispanic/Latino | Native Asian | Islander | Races | Male | Female
2022 | 1,830 29.3% | 56.9% 8.9% 0.3% 3.7% 0.2% 0.7% | 82.2% | 17.8%
2021 1,823 29.3% 57.5% 8.4% 0.3% 3.7% 0.1% 0.7% | 82% 18%
2020 | 1,854 20.1% | 59.1% 7.7% 0.3% 3.2% 0.1% 0.5% | 82% 18%
20019 | 1,901 28.6% | 59.7% 7.6% 0.3% 32% 0.2% 0.4% | 822% | 17.8%
Source: USCP Office of Human Resources.
Figure 4 -USCP Nan-sworn Personnel Demographics

Total No. Native Native Two

of Non- American, Hawaiian, | Or

Sworn African Alaskan Pacific More
Year | Personnel | American | White | Hispanic/Latino | Native Asian | Islander | Races | Male | Female
2022 191 43.7% 45.2% 4.9% 0.3% 5.4% 0% 0.5% | 54.7% | 45.3%
2021 388 43.6% 45.9% 4.6% 0.2% 5.2% 0% 0.5% | 54.1% | 45.9%
2020 376 45.2% 46.2% 2.7% 0.3% 5.3% 0% 0.3% | 53.8% | 44.2%
2019 376 43.8% 47.1% 2.7% 0.3% 5.3% 0.5% 0.3% | 54.5% | 45.5%
Source: USCP Office of Human Resources.

Additionally, data provided

“leadership is key.”
he USCP CDO stated the Chief of Police fully supports DEI programs, which was

revealed the gender demographics of

From 2019 to 2022, USCP’s

gender demographics were approximately 18 percent female and 82 percent male.

is very supportive of diversity and this is critical because

reinforced by the release of the USCP 2022 Equity and Inclusion Statement, dated July 26, 2022,
outlining the Department’s commitment to DEL. Some highlights from the Chief’s statement
includes the following diversity, equity, and inclusion efforts:

« Supporting the development and implementation of USCP multi-year Diversity, Equity,

and Inclusion Strategic Plan
+ Leading and managing inclusively
« Creating a work environment that fosters growth and advancement

g
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* Engaging with our community and those we serve in a way that reflects and respects
their unique perspectives and experiences
» Officially changing the name of the IDEA Office to the Office of Equity and Inclusion

The USCP CDO suggested the Department should consider additional training | to 2 years after
an employee is on-boarded. Additionally, those employees could benefit from multi-cultural
mentorship programs, which would expose them to mentors of other races that they may not
normally seek out for professional development. Finally, the CDO stated they would like to
develop this type of mentorship program for the USCP.

The CDO stated that the Department received an increase in budget and funding for two
additional full-time employees (FTEs) who will focus on learning development programs or
modules of training for the Department. The CDO added the additional full-time positions are
being filled through vacancy announcements. The CDO further stated that “the tone by the
USCP Chief that bias will not be tolerated is a good one™ and “‘the Chief is right to be increasing
resources to help the department combat bias.”

Conclusions

Our rescarch into best practices revealed that a strong DEI program and a diverse workforce are
integral to preventing bias. DEI programs focus on the importance of understanding and
educating personnel about other backgrounds. Staffing an organization with personnel from
diverse backgrounds creates an opportunity to expose other employees to a variety of cultures in
a positive manner. We found that the Department’s bias prevention practices included a
commitment to these goals.
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APPENDICES
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Appendix A
Page 1 of 1

Listing of Recommendations

Recommendation 1: We recommend that the United States Capitol Palice Office of
Professional Responsibility coordinate with the United States Capitol Police Chief Diversity
Officer for access to relevant general statistical data regarding internal or external
complaints of bias.
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Appendix B

Page 1 of 4
DEPARTMENT COMMENTS

w%t ra @irnara

; 3
i&ﬂ 3 UNITED STATES CAPITOL POLICE
AFF I GATRE O

|65 ATREET, U
EEAHPISTAN NE A8y

September |5, 122

COP 220841
BRIEMORANDUM

TO: Renald Giegory
Asting luspeeror Geneial

TROM: 1. Thoma: Mungsr, 6
Chiel'ulPolice .

SLBJECT:  Rciponse 10 Office of Inspecive General (OIG) chrufLrepimt {rsesrmenr of Unitcd
Mrares Capitol Police Hias Provention Practicss (Invesbputive Mo, 20022-1-0010)

Thark yiu dor prosuding the Departmend with an opporrunity to review the report listed
above and peovide eanurents helime the report i mudle nvnilable 1o & wider audicnse. As yous
report ladicetes, as the Chisf ol Palice, 1 (ully uckiunvleidge the imporfaice of diversity, suity,
snd inclusion iu crcating a swang warkzose shle Lo eflectively meel the Tiepartman s mission u
# luculity, regivn, and netion ther i= becoming miore diverse and glokal T efficlively palics: und
secure Congress in this eversyolving covieument, it 15 critical that we engage with our
communly ard those we serve in nway that reflects and 1espects thelr nalque patspectives und
expetiences, Ui fusienagy 3 diveme, eyuitdhle, nad inglugive awirsunecal pennits ow:
Licparrment o do suecessfully 1 .2m proud ul (e Deparhment's wops 1o casure a diverse
wyrkfores that is respeatful of all backprounds and that lnsters growih und mlysvcemam for all
employers, Twn plso commitrad to contiuing the Depanaei’s advancements in theye arces,
whidh ix in prrt why the Neparhnent has prisntized the hirug of new leadersbip for il Oflice o7
Inclusivm, Deversity, Tapoly and Acton (MTA), und bas scught o stall diac oftice w aoihiule
additican! taining and propranuuine tha, will mike the Theparent A leader 1n dhle area among
law enforcement agencies.

Afier revicwing the ropodt, howevar the Departinen] hust some Lonuerns, a3 if appenrs
hid rnmie oF the infonnat on containad wichis the rpon is misleading vr muccurate. These
isuen ure wlklreswsed mare (ully below

Firal, 3 to the secbion vl the report that cyalustes the Departroant & pravision and
tracking of anti-bias maining w ils swern saplovecs, wt we ha ¢ already nored to your office, the
dJata presentod oa page 10, Figore 1, 16 inavewate haserd un kiw the Deprrman malnaine and
reporty its fraimong deln According to Flgnre [, the numbery purport e alepict the nuiber of
e employ cex thal complated the Deparmnaut s online sau-hias eammy program by culentdar
year, The Deparumianl, however, conducty all of its waining on a fiscal year cycle and the dats
provided 10 the O1G caprured the wmmpleted trannme by fiseal years, Conscquently, the data
reporred i Rigurs 1ienccwately cellects ithal sl witi-bius imung wis completed by less
thim half of the swom workforee durig 2070 and 2021, when Jhe Truining Services Buicau
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Appendix B

Page 2 of 4
DEPARTMENT COMMENTS

CUSE) dute Todicuies thal the vast rugjority ol the swom workforce conipleted such maiuing.
Speerhicully, TS reported the tollowing.

+ FYI19 179 of 11 (¥4%) swom einplayees compluteal imnining
= FY20 - 1832 of 1654 (11%3) swarn vmployes: compleisd Gruinimg
= PYI1 = 1727 of 1§23 (033) nwarmn emplives: ainnpleisd taining

Addhtianily, the Depariomenl motes that ssvam emploves: who did oo complere the
mundtory tuiming were nul available 1o do 5o because dhoy wors ou an cxtended abgence {for
caarnple on military leave) or tefi the Department before the conclusion of the fseal year The
Department believes duis informadon iy erificul in evalusling whether it s priperly trothing am)
ensieing thal on-line anti-bins fruining is heing compleled by s wwom personnel.

in a September 0, 2022 il w [T U2 Depetnent nowed ihis discrepancy and
provided g myre lebailed spreadalicst (tw 18 anil-lias onting taaindos “{he Deparunent
rexpectiully requests that the OIG revise Frpnre © 1o rofloet dis inforniation rnd revisit its
Rectimomendation 1 plven thar the Dopartment has procedures w place to propsly Imel and
ensure (hat us ou-Uns ami-bias wainiog is cormplesd,

Second, the report purparty Iy review practices Iy preven] hus with the Capitel Police
workfores taut would cagse hrm Woor distruct Tronn tie USTP inssion,™ but a sigaificant poctia
of the repart apines om Tigued Cinplogment Oppattunities (BEOQ) matters, which I3 distizet fum

“unii-hiu™ nnd *hi - hn.':ed polici: p-ulmt:. trnigdng, o1 pmcucm. EEO 4

Accordingly, it 15 tmproper fu wenerulizc thote madlers s “mtemal i external cnplanls
regarding hus™ ns they wpeviliclly concem allewations o unlawful personnel actlons akea
ygams«l USCP r:mpln):m-;

Such cnnplainls are alsu subject w an cuirely diffierzut stanitory and revulatory sinctuie

Urare thal which exists i the cxcoutive branch. Lhe CAA, snd not Title VI ar other simili inii-
discrintiantiou starues, govems i the legislative branel, which meany ik unlike many
cxceutive branch apensies, the USCE dacy net have on FLAY wNice. Rather, smy BRO-rulated

compluinty vl hy the Depattinenl wre s estigated hy the Departmert’s Ofice of
Pryfessinnul Resmy uui‘hlﬁiy {OPR) ot USCP OLG (i the conplabn allescs wiongdoing by the
eyusvident ol an Inspecior-level emplovee ar abovel 1o dercrmene wheeher a vialation of the
Depacunant’s policles g occwned, “Lhoso are vos matts thut would e should invohve MEA as
it 1s not within thelr prirview 10 fnvestigite ot advise o such matier, TDTA was exlubhshal o
facilitato pquity nmd ingludon in ull uress of’ the Pepurmeat. hutit is oot e syuivalet of the
statulumilyrepulauny erestal BEC affices s the exezutive brauch, whase mission aad muthory
incluile the abily W investipate mediate, and ldoae atleaed EEO violatlons.

Mureover, tie cepore wrongly states thar EkU-related complainty from USCP catplostas
are dicecred to 1hie House of Represcumtives RO office. Ay ftuted whove, any BTU relatad
conplaings -he Department reeives e myvesh gubal by the Depistment's OPR ar USCP 016G
Such complamis sme conlidentiol. The Nepartiient dues rat reler o oaliers te e Nouse of
Reprecautalives TRO office (isdeed, there 15 no office widh that name) To the evrent tueh
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Appendix B

Page 3 of 4
DEPARTMENT COMMENTS

malters are reviewed oumside of the Department, tlie 1eview 5 doce by the amency raspommble lur
investipating wedinting, and liigating allcgod EEO violations in the legislative biaach: the
Uffice of Congressiounl Workplace Rights (O™ R), Cowplaints to the OUWHR arc alo
confidentin! unider the €A & sndd exmmnl b shred with TDF A,

Acgenrdingly, becsuse Lhe foundution of e OIG's Reurmmendaion 2 i imaucurste, i
lecds 11 a recomenendution that 13 wnsupportd. which is Gal the USET should provids IDNA
pueedn 1 EEQ complaings it receives ns if it were an executive branch EEQ office. The
Depatment reques that che QIG revisc this seation of the reporr and seutsit its recomiendaton
given that the iufonuation peesentad is nat peeurnr, Specifically. the Department doss not
believie that this repost concemming he Depuriment’s unli-bivs programs 4ol tmining s he
sprripmiate vehicle for discussing TEO-reluled compleint the Nepariment receivey fon the
reacans sdted ahove Monsaver for the reasons axplainad herein, the Departnierit belicves that 1)
1$ hot appeoprlate 1o compare IDEA 10 an exccutive branch EEQ office as the [DEA does uet
share the raission or sutbonty of au EECH office. Accordingly, no basis cxisa 10 provide IDEA
with wfonnation coneerning the Depsruaent's coufiduntied EEO-rehited complaiins.

Thind the repot’s evecutive suminary, paregiph 3, nnd) bockground section contams
wnncewle mivrnutivon about the respanisihiblics und seevices proviilail by MEA, INFA
yespunsible (o creating = eyuitabie and inclusive enviconment in which Uie Dispurtrien] values
the capabilities and tatents of LECE"s diverse wotkiorce and emplovess dee eanpovciad 1o reach
ther fult potcusial in an adaptive and coutinuous lcaaug orgacizacion 1DEA provides the
following services: diversity. equity. and inclision cducational pro gramung. prefessional
develnpment: menliming nnd coching hureau‘office comaluanon. mad pohiey yeviews through an
eyuity leme. 1264 dooi nol, e exanple, munage the Depurtmenl’s rmramable accommulbalivn
proacam 24 slated in the repart

Fourth, page b of the repant indicntes that a3 of August 2022, the Depacimient had the
followmg mw o tmitung madules far recruil level personncl: Undorastaadio: {Xversed Inafuvion
Fquity ard Uneonscima Rias (3 houts) amd Bs-Based Fualicing, Ruwial Profiling (2 bours)
Hinwever, lhe Depunment’s now Chiei Piveryily Oflicar roplavad the Undersramding {revrsi,
Fncinrion, Eqaty, aml Uneomvene Nliar ieodule wilth the T Enforceniens aud Saciery. Lasyons
of the Hotosoust {LEAS) medule on Juce 30, 2022, The LEAS ix presonitad in parinerhip with
the AntlDcfunation League and the Holocaust Museum ‘The LEAS “exaniing(s) the wlzul
peliec in Nazi Germauy in ercer 1o benar usderstand rhe relationdhip borween law eaforcemens
und the sommumilicd they senva toduy, [t canbles offfees 0 grina decper undersmnding of what
it meuns Lo belong b a valuealnven calling, wnd ol why serve undd for whom,™
Finally, the Deparlmenl in concerneil sboul the repurl’s use ol comperalive st wbes, On
E and 11 the reparnt looks at Jiversity and sender siatislics lin the USC
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Appendix B
Page 4 of 4

1 am huppy o discuss chese maners wirh you frther. or provide nny addiriona
infimnwion you may nzed ta complete your repont. Plesse do not hevibie (o contugl me il you
have additional questions.

Very Repevifully,

- /‘1
J 'I'humn.-. Manger
I:u:l ol Pulice

eur - Yopsnunda D, Piliman, Assinlant Lh.u':f for Proleetive & lnlclligence Upecanions
Seah P Gallagher, Acring Assiztant Chucf for Cniformal Opueritions
Dointnic A Storclh. Acting Chict Adminstrlive Oicer
mgrene Maniger s Awhit [ ieson
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CONTACTING THE OFFICE OF INSPECTOR GENERAL

Success of the OIG mission to prevent fraud, waste, abuse, or mismanagement depends on
the cooperation of employces and the public. There are several ways to report questionable
activity.

Call us at 202-593-3868 or toll-free at 866-906-2446. A confidential or anonymous message
can be left 24 hours a day/7 days a week.

Toll-Free
1-866-906-2446

Write us — we are located at:

United States Capitol Police

Atin: Office of Inspector General, Investigations
119 D Street, NE

Washington, DC 20510

Or visit us — we are located at:
499 South Capitol Street, SW, Suite 345
Washington, DC 20003

=

Email You can also contact us by email at: OIG@USCP.GOV

When making a report, convey as much information as possible such as:
Who? What? Where? When? Why? Complaints may be made anonymously or you may
request confidentiality.

Additional Information and Copies:

To obtain additional copies of this report, call OIG at 202-593-4201.










