














































July 13, 2020

Carolyn Lisa Miller





 

 

 

 

BY MAIL AND EMAIL 

 

August 15, 2019 

 

 

Carolyn Miller 

Executive Director 

Conflicts of Interest Board 

2 Lafayette Street, Suite 1010 

New York, NY 10007 

 

Re: Resolution #2019AP/233-312-(2019) 

 Conflicts of Interest Board 

Evaluation of Sexual Harassment Prevention and Response Practices 

Audit Period: January 1, 2017 to December 31, 2018 

Determination: FINAL 

 

Dear Executive Director Miller: 

 

On behalf of the members of the Equal Employment Practices Commission 

(EEPC), thank you for the continued cooperation extended to our staff. This 

document serves as a follow-up evaluation and Final Determination to the 

following:  

 

Preliminary Determination Issued on: July 29, 2019 

Response Received: August 9, 2019 

 

Purpose 

Chapter 35, Sections 815(a)(15) and (19) of the New York City Charter 

(Charter) calls for agency heads to ensure and promote equal opportunity 

for all persons in appointment, payment of wages, development, and 

advancement, and to establish measures and programs to ensure a fair 

and effective affirmative employment plan to provide equal employment 

opportunity (EEO) for minority group members and women.  

 

Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5) authorize the 

EEPC to audit, review, evaluate, and monitor the employment practices, 

procedures, and programs of city agencies and other municipal entities, 

hereinafter “entities,” and their efforts to ensure fair and effective EEO for 

women and minority employees and applicants. Charter Sections 831(d)(2) 

and 832(c) authorize the EEPC to make a determination that any plan, 

program, procedure, approach, measure, or standard does not provide 

equal employment opportunity, require appropriate corrective action, and 

monitor the implementation of the corrective action prescribed.  The 
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attachment contains the EEPC’s final determination regarding the audit, review, and evaluation of 

the Conflicts of Interest Board’s Sexual Harassment Prevention and Response Practices. 

 

As the Conflicts of Interest Board falls within the EEPC’s purview under Charter Chapter 36, 

Section 831(a), the EEPC is authorized to review, evaluate, and monitor the coordination and 

implementation of its affirmative employment programs of EEO and related practices. As indicated 

in our Preliminary Determination, the EEPC has adopted uniform standards1 to this end. The 

purpose of this Final Determination, as authorized by Charter Chapter 36, Section 832(c), is to 

determine the sufficiency of the Conflicts of Interest Board’s actions taken or planned thus far to 

correct areas of non-compliance identified in the EEPC’s Preliminary Determination. Further, 

Chapter 36, Section 832(c) requires that: (1) the EEPC assign a compliance-monitoring period of 

up to six (6) months to monitor efforts taken to eliminate areas of non-compliance, if any; and (2) 

the agency respond in thirty (30) days and submit a report each month during this period on the 

progress of efforts taken to correct outstanding areas of non-compliance. 

 

Next Steps 

The assigned compliance-monitoring period is: September 1, 2019 to February 29, 2020.  

Correcting all outstanding areas of non-compliance without delay is highly encouraged and will 

serve to shorten this period. 

 

If corrective actions remain: Corrective actions will be listed under the Monitoring Required 

section of the attached Final Determination. The EEPC requires that the agency head submit a 

signed response to this Final Determination. The signed response should indicate what steps the 

Conflicts of Interest Board has taken, or will take, to correct outstanding areas of non-compliance 

during the designated compliance-monitoring period.  The Conflicts of Interest Board will be 

monitored monthly until all outstanding areas of non-compliance have been sufficiently corrected.  

The Conflicts of Interest Board is required to submit documentation that supports the 

implementation of each corrective action via TeamCentral, the EEPC’s Automated Compliance-

Monitoring System.  Instruction on how to access and navigate TeamCentral is attached.  
 
Final Memorandum:  Upon the Conflicts of Interest Board’s implementation of the final corrective 

action, if any, the EEPC requires that the Conflicts of Interest Board submit a final memorandum, 

signed by the agency head, that recognizes the EEPC’s audit and reiterates commitment to equal 

employment practices.  Upon receipt of this final memorandum, the EEPC will issue a 

Determination of Compliance. 

  

If no corrective actions remain: In lieu of a response to this Final Determination, the Conflicts of 

Interest Board must submit a final memorandum (See Next Steps, Final Memorandum).  Upon the 

EEPC’s receipt of the final memorandum, the Conflicts of Interest Board will be exempt from the 

abovementioned compliance-monitoring period. 

 

 

 

 

                                                           
1 The EEPC’s uniform standards for auditing municipal entities and minimum standards for auditing community boards (collectively “Standards”) are founded upon, and 

consistent with, federal, state, and local laws and regulations, and policies and procedures, including, but not limited to, the City of New York’s Equal Employment 

Opportunity Policy, Standards and Procedures to be Utilized by City Agencies 2014;  New York City Human Rights Law (NYC Administrative Code 8); New York State 

Human Rights Law (New York Executive Law, Article 15); New York State Civil Service Law §55-a; and the equal employment opportunity requirements of the New York 

City Charter. 
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Conclusion 

 

This is the EEPC’s Final Determination. Questions regarding next steps may be addressed to 

Jennifer Shaw, Esq., Executive Agency Counsel/Director of Compliance at jshaw@eepc.nyc.gov or 

212-615-8942. 

 

Thank you and your staff for your continued cooperation.   

 

Sincerely,  

 

Charise L. Terry 

Executive Director 

 

c:  Katherine Miller, Principal EEO Professional 

 

Enclosed:  TeamCentral Agency Manual 

mailto:jshaw@eepc.nyc.gov
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FINAL DETERMINATION 

A response indicating progress of Conflicts of Interest Board’s efforts to correct outstanding areas of 

non-compliance, with supporting documentation, is due within 30 days. 

 

The Equal Employment Practices Commission’s findings and corrective actions required to remedy areas of 

non-compliance are based on the audit methodology, which included collection and analysis of the 

documents, records, and data provided; the EEPC’s Preliminary Interview Questionnaires (PIQs) for EEO 

professionals and others involved in EEO program administration; and, if applicable, the EEPC Employee 

Survey; the EEPC Supervisor/Manager Survey; the Annual EEO Plans and Quarterly EEO Reports of the 

audited entity; and workforce data from the Citywide Equal Employment Database System.  Additional 

research and follow-up discussions or interviews were conducted as appropriate. 

 

After reviewing the optional response2 (if applicable) to the EEPC’s Preliminary Determination, our Final 

Determination is as follows: 

 

Agree 

 

Regarding your responses to the following EEPC required corrective actions, we Agree based on 

documentation that is attached to your response. 

 

Corrective Action #1: 

Issue a Policy Statement or memorandum reiterating commitment to the prevention of sexual harassment 

annually. 

 

Agency Response: 

"Steps taken: The Board updated its annual Equal Employment Opportunity ("EEO") Policy Statement to 

reiterate its commitment to the prevention of sexual harassment. On August 7, 2019, the principal EEO 

Professional/Associate Counsel emailed the updated EEO Policy Statement, which was issued by the 

agency head, to all agency employees. Attached is a copy of the distribution email and updated EEO Policy 

Statement." 

 

EEPC Response:   

The EEPC recognizes the agency's commitment to implement corrective action #1. The EEPC accepts the 

agency’s response and documentation provided as confirmation that corrective action #1 has been 

implemented. 

 

Corrective Action #6: 

Submit to the EEPC an Annual Plan of measures and programs to provide equal employment opportunity 

and quarterly reports on efforts to implement the Plan within 30 days following each quarter. Include a 

breakout of sexual harassment complaint activity in each quarterly report. 

  

Agency Response: 

"Steps taken: As of FY 2019, the Board submits an annual plan of measures and programs, titled Diversity 

and Equal Employment Opportunity Plan, a copy of which was provided to the EEPC. As a non-mayoral 

agency, the Board was not required to submit this plan prior to FY 2019. The Board also submits Agency 

Quarterly Diversity and EEO Reports. Attached are copies of an updated report for the first and second 

quarters of FY 2019 and reports for the third and fourth quarters of FY 2019." 

                                                           
2 Excerpts are italicized. 

Agency:   Conflicts of Interest Board 

Compliance Period:  September 1, 2019 to February 29, 2020  
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EEPC Response: 

The EEPC recognizes the agency's commitment to implement corrective action #6. The EEPC accepts the 

agency’s response and documentation provided as confirmation that corrective action #6 has been 

implemented. Once finalized, submit to the EEPC the agency’s Diversity and Equal Employment 

Opportunity Plan for fiscal year 2020, and annually thereafter. 

 

Monitoring Required 

 

The agency’s implementation of the following required corrective actions will be monitored during the 

assigned compliance-monitoring period.   

 

Corrective Action #2: 

Distribute/Post a paper or electronic copy of the Equal Employment Opportunity Policy, Standards and 

Procedures to Be Utilized by City Agencies -- or an agency Policy that conforms to city, state and federal 

laws against sexual harassment-- for use by managers, supervisors, and legal, human resources and EEO 

professionals. Include, or attach as addenda: uniform and responsive procedures for investigating 

discrimination/sexual harassment complaints, and current contact information for the agency’s EEO 

professionals as well as federal, state and local agencies that enforce laws against discrimination/sexual 

harassment. 

 

Agency Response: 

"Steps taken: The Board updated its EEO Policy to include the current contact information for the agency's 

EEO professionals as well as federal, state, and local agencies that enforce laws against 

discrimination/sexual harassment. On August 7, 2019, the principal EEO Professional/Associate Counsel 

posted and emailed the updated EEO policy, which was issued by the agency head, to all agency 

employees. Attached is a copy of the distribution email and updated EEO Policy.” 

  

Steps to be taken: The Board is planning to update its EEO Policy for 2020 to include uniform and 

responsive procedures for investigating discrimination/sexual harassment complaints." 

 

EEPC Response: 

The EEPC recognizes the agency's commitment to implement corrective action #2. Upon completion, 

provide the EEPC with the agency’s EEO Policy for 2020, which includes uniform and responsive 

procedures for investigating discrimination/sexual harassment complaints, and documentation of the 

updated policy’s distribution.   

 

Corrective Action #3: 

Where the agency’s organizational structure necessitates multiple EEO professionals, select such 

individuals from different office locations and, where possible, from a variety of levels within the 

organizational structure. Appoint EEO professionals who are trained in EEO laws and procedures, and their 

responsibilities under the EEO Policy. 

 

Agency Response: 

"Steps to be taken: The Board will ensure that EEO professionals are trained in their responsibilities 

identified in the EEO Policy." 

 

EEPC Response: 

The EEPC recognizes the agency's commitment to implement corrective action #3. The EEPC will monitor 



 

 

Page 6 of 6 

Final Determination: Conflicts of Interest Board 

 

the agency to ensure the EEO Counselors' completion of EEO trainings in EEO laws and procedures, and 

their responsibilities under the EEO Policy. 

 

Corrective Action #4: 

Maintain documentation regarding directives or decisions between the agency head (or a direct report 

other than the General Counsel) and the principal EEO Professional that impact the administration and 

operation of programs, policies or procedures concerning sexual harassment.  

 

Agency Response: 

"Steps taken: The Board maintains documentation regarding directives or decisions between the agency 

head and the principal EEO Professional that impact the administration and operation of programs, 

policies or procedures concerning sexual harassment."  

 

EEPC Response: 

The EEPC recognizes the agency's commitment to implement corrective action #4. Please provide 

documentation of directives or decisions between the agency head and the principal EEO Professional that 

impact the administration and operation of programs, policies, or procedures concerning sexual 

harassment. 

 

Corrective Action #5: 

Ensure that managers and supervisors are held accountable for enforcing the agency’s sexual harassment 

prevention policies and complaint procedures. Document this expectation and its implementation. 

  

Agency Response: 

"Steps to be taken: The Board's representative managerial performance evaluation form states that one of 

the responsibilities of a manager is to: "Make employment decisions based on merit and equal 

consideration, and treat others in an equitable and impartial manner." For its next round of employee 

performance evaluations, the Board plans to implement EEPC's suggestion to list this standard under the 

key performance responsibility of "Enforces City and Agency personnel procedures within the Legal Advice 

Unit," or the equivalent primary key performance responsibility for managers." 

 

EEPC Response: 

The EEPC recognizes the agency's commitment to implement corrective action #5. The EEPC will monitor 

the agency for implementation of this managerial expectation. 

 

Final Action: 

Upon the EEPC’s determination that the entity does not require further review or monitoring: Distribute a 

memorandum signed by the agency head that re-emphasizes the commitment of agency administrators to 

the EEO program, including the prevention of sexual harassment, and informs employees of any changes to 

the agency's employment practices as a result of the EEPC’s audit/monitoring.  This final action is required 

to conclude the audit and monitoring process. 

 

The EEPC thanks you and your staff for your continued cooperation.   

 



 
 

 
 

BY MAIL AND EMAIL  
 
May 7, 2020 
 
 
Carolyn Miller 
Executive Director 
Conflicts of Interest Board 
2 Lafayette Street, Suite 1010 
New York, NY 10007 
 
Re: Resolution # 2019AP/239-312(2020)C5 

DETERMINATION: Compliance 
 
Dear Executive Director Miller:  
 
On behalf of the members of the Equal Employment Practices 
Commission (EEPC), I write to inform you that pursuant to New 
York City Charter Chapter 35, Sections 815(a)(15) and (19), 
which requires agency heads to ensure and promote equal 
opportunity for all persons in appointment, payment of wages, 
development, and advancement, and to establish measures and 
programs to ensure a fair and effective affirmative employment 
plan to provide equal employment opportunity (EEO) for minority 
group members and women, the EEPC’s Board of Commissioners 
has approved the attached Determination. 
   
Thank you and Principal EEO Professional Katherine Miller for the 
cooperation extended to the EEPC during the course of our 
review, evaluation, and monitoring of your agency’s employment 
and EEO-related practices. 
 
Sincerely, 
 
 
 
For Sasha Neha Ahuja 
Chair 
 
 
c:  Katherine Miller, Principal EEO Professional, COIB 

 
Sasha Neha Ahuja 
Chair 
 
Angela Cabrera 
Malini Cadambi Daniel 
Elaine S. Reiss, Esq. 
Arva R. Rice  
Commissioners  

 
Charise L. Terry 
Executive Director  
 
Jennifer Shaw, Esq. 
Executive Agency Counsel/ 
Director of Compliance 
 
253 Broadway  
Suite 602 
New York, NY 10007 
 
212. 615. 8939 tel.  
212. 676. 2724 fax 
 
 



 

 

 

Determination of Compliance 
is hereby issued to  

 

Conflicts of Interest Board 

In care of Executive Director Carolyn Miller 
and Principal EEO Professional Katherine Miller 

This 

for successful implementation of 6 of 6 required corrective action(s),  
thereby achieving compliance with the Equal Employment Practices Commission’s  

Sexual Harassment Prevention and Response Practices 
from January 1, 2017 to this date. 

On	this	7th	day	of	May	in	the	year	2020,	

	

Charise	L.	Terry,	Executive	Director	
	


