
Resolving Officials at EEO Mediations Training 
 

Description: Some federal agencies, such as the Forest Service, require that 
the agency representative at the mediation of an EEO dispute (called a 
“Resolving Official”) be a different supervisor or manager than the 
Responding Official, the agency official alleged to have discriminated 
against the complainant, to enhance the possibility of settlement. This course 
provides the Resolving Officials with knowledge of the EEO laws, the 
process of mediation and the agency’s specific procedures for EEO 
mediations. It combines an explanation of EEO and mediation with role play 
in mediation and interactive classroom discussion. It includes discussions 
with experienced mediators and advocates at mediation (the partners in 
VG&G) and a panel discussion with experienced Resolving Officials. This 
course has been taught for the most senior Forest Service Resolving 
Officials (the Chief’s Cadre) and for the Pacific Southwest Region (Region 
5) and the Intermountain Region (Region 4). As with other VG&G courses, 
the materials are tailored for specific agencies and regions based upon prior 
consultations, and we inquire about any sensitive issues. The course 
sometimes includes an “EEO Update”, a two hour discussion of the latest 
developments, and trends in EEO, with other supervisors, EEO and HR staff 
participating. The course manual can be tailored for specific agencies and 
agency locations. 
 
  
Length: 1 or 2 days. 
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