
 
EEO for Supervisors and Managers 

 
Description: Emphasis on the way to avoid missteps and how the 
actions of managers and supervisors can affect the workplace. 
Participants are taught the basics of EEO law, the process and their 
responsibilities with respect to EEO.  Use of real life federal sector 
scenarios and group discussion to address more unclear areas of 
EEO law.  Other subjects that may be covered include federal 
sector disciplinary actions, interviewing and selection, EEO 
investigations and hearings, religious and other forms of 
expression in the federal workplace and USERRA. Participants 
receive a 250-page book, tailored for specific clients, that is used 
during the training and as a future reference. 
Length: 4 or 8 hours. 
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