HIGHLIGHTS
•

•

•

The OMB has blocked the EEOC
from using a new, revised EEO-1
form for 2017 reporting.
Employers are NOT required to
submit summary pay and hours
of work information for 2017
EEO-1 reporting.
EEO-1 information is used to
enforce prohibitions against
employment discrimination.

IMPORTANT DATES
September 29, 2016
The EEOC announced new reporting
requirements.
August 29, 2016
The OMB put the new reporting
requirements on hold.
March 31, 2018
Deadline for employers to submit
the original EEO-1 form for 2017.
Provided By:
Kistler Tiffany Benefits

OMB Blocks New EEO-1
from taking Effect for 2017
OVERVIEW
On Aug. 29, 2017, the Office of Management and Budget (OMB)
issued a memorandum prohibiting the Equal Employment
Opportunity Commission (EEOC) from requiring employers to use
the new, revised EEO-1 form for 2017 reporting requirements while
the new form undergoes OMB review.
This means that all employers subject to the EEO-1 reporting
requirements must use the same EEO-1 form as used in previous
years when submitting information for 2017. Employers must
comply with EEO-1 reporting requirements for the 2017 calendar
year by March 31, 2018.

ACTION STEPS
All employers should use the previously approved,
unrevised EEO-1 form when submitting information for 2017.
Private employers with 100 or more employees and federal
contractors and subcontractors with 50 or more employees no
longer have to include summary pay and hours of work information
when reporting for 2017 but should watch for additional
information from the EEOC regarding reporting requirements that
may affect them for the 2018 calendar year.

Background
The EEO-1 report is a compliance survey required by the federal government. The report requires employers to submit
employment data categorized by race/ethnicity, gender and job category. The EEOC and the Office of Federal Contract
Compliance Programs (OFCCP) use this information to enforce federal prohibitions against employment discrimination
and to address discriminatory pay practices.
In September 2016, the EEOC announced that it would require employers to use a new, revised EEO-1 form to comply
with reporting requirements for 2017. The revised EEO-1 form would have required all private employers with 100 or
more employees and all federal contractors and subcontractors with 50 or more employees to begin reporting
information about employee wages and hours of work. Specifically, the new EEO-1 would have required:
Summary pay data—The total number of full- and part-time employees employed during the year in each of the
12 pay bands listed for each EEO-1 job category; and
Aggregate hours worked data—A complete tally of the number of hours worked by all employees accounted for
in each pay band.

OMB Memorandum
On Aug. 29, 2017, however, the OMB issued a memorandum that blocks the EEOC from requiring employers to use the
new form for 2017 reporting. Instead, the EEOC must use the previously approved EEO-1 form to collect data on
race/ethnicity and gender while the OMB reviews the revisions contained in the new form.
According to the OMB, its review of the new EEO-1 form is necessary because some aspects of it may lack practical
utility, are unnecessarily burdensome and do not adequately address privacy and confidentiality issues.
The OMB also noted that the new requirements in the revised EEO-1 form had not been published in the Federal
Register, nor outlined in a supporting statement, as required. Thus, the OMB directed the EEOC to submit a new
information collection package for the EEO-1 form for the OMB’s review. The OMB also directed the EEOC to publish a
notice in the Federal Register to:
•

Announce that the reporting requirements concerning wages and hours worked in the revised EEO-1 form will
not become effective, pending the OMB’s review; and

•

Confirm that employers may use the previously approved EEO-1 form in order to comply with their reporting
obligations for FY 2017.

More Information
Contact Kistler Tiffany Benefits or visit the EEOC website for more information regarding EEO-1 reporting.

This Compliance Bulletin is not intended to be exhaustive nor should any discussion or opinions be construed as legal advice.
Readers should contact legal counsel for legal advice.

2

