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IRS WORKFORCE 
Actions Needed to Address Barriers to Diversity, 
Equity, Inclusion, and Accessibility 

What GAO Found 
From 2013 to 2022, the Internal Revenue Service’s (IRS) workforce diversity 
increased. However, disparities persisted in the representation of women, 
employees from historically disadvantaged racial or ethnic groups, and persons 
with disabilities across ranks, occupations, and divisions. For example, in 2022, 
71.9 percent of IRS employees in General Schedule (GS) grades 10 and below 
were women, compared to 45.6 percent of employees at the executive level. 

IRS Workforce Representation by Demographic Group and Rank in the General Schedule (GS) 
Pay Plan and Executive Positions, Fiscal Year 2022 
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These same groups also frequently faced lower likelihoods of promotion, lower 
salaries, and—for historically disadvantaged racial or ethnic groups—greater 
likelihoods of separation compared to their counterparts during this period. For 
example, when controlling for other factors such as occupation, employees from 
historically disadvantaged racial or ethnic groups were 9 to 34 percent less likely 
than White employees to be promoted across most GS grades. This analysis, 
taken alone, does not prove or disprove the presence of discrimination, 
completely explain reasons for different career outcomes, or establish causality 
but can provide important insight. 

From 2013 to 2022, IRS reported eight trends, disparities, or anomalies—
referred to as triggers—related to workforce diversity, equity, inclusion, and 
accessibility (DEIA). However, IRS faced challenges identifying and addressing 
barriers—policies, procedures, practices, or conditions—underlying the triggers. 
IRS overly relied on workforce data to identify triggers, conducted limited 
stakeholder consultation, and did not complete some barrier analysis steps or 
took them out of order. In January 2024, IRS issued draft policies and 
procedures that, once implemented, should help address the last of these issues. 
However, without actions to use many information sources and improve 
stakeholder consultation, IRS will be limited in its ability to fully identify and 
address DEIA barriers.  

Furthermore, IRS has established multiple DEIA goals in separate strategic 
plans, creating a lack of clarity about the agency’s DEIA efforts. In addition, GAO 
found that associated performance measures were incomplete. Without a unified 
strategy for DEIA goals and fully developed performance measures, IRS cannot 
effectively set priorities, allocate resources, assess progress, and restructure 
efforts as needed to address DEIA barriers affecting its workforce. 

View GAO-24-105785. For supplemental 
material, view GAO-24-107365. For more 
information, contact James R. McTigue, Jr. at 
(202) 512-6806 or McTigueJ@gao.gov. 

Why GAO Did This Study 
With approximately 90,000 employees, 
IRS’s workforce is one of the largest 
among federal agencies. This 
workforce provides critical services 
affecting millions of Americans. IRS 
has long emphasized the importance 
of ensuring its workforce reflects the 
diversity of the nation it serves. 
However, recent analysis shows 
disparities and challenges for many 
demographic groups within IRS. 

GAO was asked to examine workforce 
diversity at IRS. This report examines 
(1) the demographic composition of 
IRS's workforce over the last 10 years; 
(2) the extent to which promotion, 
salary, and separation outcomes 
differed by demographic group in IRS's 
workforce during that time; and (3) the 
extent to which IRS has identified and 
taken steps to address barriers to 
DEIA in its workforce. 

GAO reviewed relevant federal laws 
and guidance and IRS documents; 
analyzed employee personnel data, 
survey data, and complaints data; and 
interviewed officials from IRS, the 
Equal Employment Opportunity 
Commission, and representatives from 
IRS union and employee groups. 

What GAO Recommends 
GAO is making eight recommendations 
to IRS, including that IRS consult many 
information sources and regularly 
consult stakeholders to identify triggers 
and address barriers, and establish a 
unified DEIA strategic plan with 
associated performance measures. 
IRS concurred with all eight 
recommendations. 
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