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Prepared by:     
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Phone: 212-298-0835                                                                                         
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INSTRUCTIONS FOR FILLING OUT QUARTERLY REPORTS FY 2022
[NOTE:  These forms are cumulative and intended to retain information for the entire FY 2022.
For Q2, Q3 and Q4 use previous quarter’s submission to update, retaining all information for the prior quarters]

1. Please save this file as ‘XXXX Quarter X FY 2022 DEEO Quarterly Report.Part I’ where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Word format. Please do not convert it to PDF.
2. Complete the “Diversity and EEO Training Summary” details in Part II - Training Summary [see the attached Excel file].  Under Section 10 (“Other Diversity/EEO Related”), include training classes co-organized or co-sponsored by your agency EEO and/or HR that are related to the development of the agency staff in the areas of equal employment, diversity, inclusion, civil rights, workplace culture and behavior, interpersonal relations, and community relations.
3. Mark progress in check boxes in the column for the current quarter. [NOTE: DELAYED = behind schedule; DEFERRED = put off until later when better resources become available.]
4. Please save the Excel file as ‘XXXX Quarter X FY 2022 DEEO Training Summary”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Excel format. Please do not convert it to PDF.

PART I:  NARRATIVE SUMMARY


I. COMMITMENT AND ACCOUNTABILITY STATEMENT BY THE AGENCY HEAD

[bookmark: _Hlk530066932]Distributed to all agency employees?	☐ Yes, On (Date): ________________	☐ No
						☐ By e-mail	
						☒ Posted on agency intranet
						☐ Other _________________


II. RECOGNITION AND ACCOMPLISHMENTS

The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in diversity and equal employment opportunity through the following:

☐ Diversity & EEO Awards
☐ Diversity and EEO Appreciation Events
☐ Public Notices
☐ Positive Comments in Performance Appraisals
☐ Other (please specify): ___________________________________________


		* Please describe D&EEO Awards and/or Appreciation Events below:
		



III. WORKFORCE REVIEW AND ANALYSIS

1. Agency Headcount as of the last day of the quarter was:

Q1 (9/30/2021):  ___153___  Q2 (12/31/2021):  _____170___  Q3 (3/31/2022):  ____167______  Q4 (6/30/2022):  __________

2. Agency reminded employees to update self-ID information regarding race/ethnicity, gender, and veteran status.

	☒ Yes	, On (Date): 11/1/2021	☒ Yes	, again on (Date): _11/29/2021__	☐ No		

☒ NYCAPS Employee Self Service (by email; strongly recommended every year)		☐ Agency’s intranet site
☐ Newsletters and internal Agency Publications						☒ On-boarding of new employees

3. The agency conducted a review of the dashboard sent to the EEO Officer with demographic data and trends, including workforce composition by job title, job group, race/ethnicity and gender; new hires, promotions and separation data; and utilization analysis.

☒ Yes	, On (Dates):

		 Q1 Review Date:   __8/20/21 _ Q2 Review Date:  _2/2/22_   Q3 Review date:  _4/18/22______   Q4 Review date:  __________

The review was conducted with:

☐ Human Resources		      ☐ Human Resources	          ☐ Human Resources		☐ Human Resources
☒ Agency Head		      ☐ Agency Head		          ☒ Agency Head			☐ Agency Head
☐ General Counsel		      ☐ General Counsel	          ☐ General Counsel		☐ General Counsel
☐ Other  		                   ☒ Other 10/19/21 with chief MWBE Officer ☐ Other __________		☐ Other __________
		☐ Not conducted		      ☐ Not conducted		          ☐ Not conducted 		☐ Not conducted





IV. EEO, DIVERSITY, INCLUSION, AND EQUITY INITIATIVES FOR FY 2022

Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency Diversity and EEO Plan
for FY 2022 - Proactive Strategies to Enhance Diversity, EEO and Inclusion:

A. WORKFORCE:
	
	[bookmark: _Hlk530066305]Please list the Workforce Goal(s) included in Section IV: Proactive Strategies to Enhance Diversity, EEO and Inclusion, which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others):
	Please describe the steps that your agency has taken to meet the Workforce Goal(s) set/declared in your plan.
●	Include steps that were taken or considered to build an inclusive and sustainable pipeline for your agency across all levels.

	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	[bookmark: _Hlk79679266]MOCS will continue to align recruitment, professional development, and equitable selection practices strategically with current employment needs. 





	See below
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	MOCS has set aside funds for the agency’s recruitment efforts, which enables MOCS to recruit from additional sources.  MOCS also provides opportunities for professional development through training (on- and off-site), MOCS mentorship program, supporting employee applications to the Mayor’s Graduate Scholarship Program (MGSP) and Management Academy, as well as informing staff about civil service exams.

	MOCS is always striving to reach a diverse applicant pool, not just to address the impending retirement of employees, but also to address the possible loss of talent that results from any vacancy at MOCS. 

MOCS shared job vacancies with all MOCS staff and on multiple external sites, including Veteran and CUNY sites. 

MOCS will address underutilization by expanding internal and external applicant pools to address the underutilization through outreach strategies for broader recruitment.

MOCS will conduct workforce planning and forecasting to address the impending retirement of employees and possible loss or gap in talent.
· Integrate succession planning in the agency activities to develop a pipeline, facilitate a seamless transition and continuity of service
· Ensure that there will be a diverse applicant pool for the anticipated vacancies
· Encourage agency employees to take promotional civil service examinations by
· Sending emails with schedule of exams
· Providing link to specific DCAS exams
MOCS encouraged agency staff to take promotional Civil Service exams on a monthly basis by sending emails with exam schedules, providing links to specific DCAS exams, and posting exam announcements and schedule on the MOCS intranet.

MOCS will conduct workforce planning and forecasting to address the impending retirement of employees and possible loss or gap in talent.
· Integrate succession planning in the agency activities to develop a pipeline, facilitate a seamless transition and continuity of service
· Ensure that there will be a diverse applicant pool for the anticipated vacancies
· Encourage agency employees to take promotional civil service examinations by
· Sending emails with schedule of exams
· Providing link to specific DCAS exams
· Posting schedules and exam announcements on the MOCS intranet
· Ensure that applicant pools are reviewed and decisions to move forward or not are documented and reviewed for possible implicit bias.



	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	
	
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	
	
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Describe steps that were taken or considered to address underutilization identified through quarterly workforce reports. Please list Job Groups where underutilization exists in the current quarter.

	
In Q3 of FY 2022, the CEEDS Workforce Underutilization Report identified underutilization in the Job Groups of Managers for white managers.

The CEEDS report also identified underutilization of males and overutilization of females in the Clerical job group; however, the report does not provide a full picture of the demographic breakdown of these titles at MOCS, which when reviewed in light of MOCS agency titles, shows there is not truly underutilization for this job group. The MOCS employees identified in the Clerical job group have the Civil Service title of Mayoral Office Assistant; however, these individuals function in an analyst capacity at MOCS and their office title is Analyst. All other agency employees with the office title of Analyst have the Civil Service title of Research Projects Coordinator and are identified in the Para Professional Occupations job group of the CEEDS report. We consider the Civil Service title of Mayoral Office Assistance to be a legacy title and all new Analysts at MOCS are hired into the Research Projects Coordinator title. When Clerical and Para Professional Occupations are viewed as a group, there is no underutilization.













B. WORKPLACE:

	Please list the Workplace Goal(s) included in Section IV: Proactive Strategies to Enhance Diversity, EEO and Inclusion, which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys):
	Please describe the steps that your agency has taken to meet the Workplace Goal(s) set/declared in your plan.
●	Include steps that were taken or considered to create inclusive work environment which values differences that each of your unique employees brings to work, and to maintain focus on retaining talent across all levels.
	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	[bookmark: _Hlk79679297][bookmark: _Hlk104367978]Foster employee engagement by increasing staff inclusion in agency planning and communication.

To foster engagement and inclusion, MOCS continues to run a Staff Advisory Council (SAC) to support the agency’s mission and propagate positive agency culture. The SAC, comprised of a diverse representation of non-managers from all MOCS Divisions and Units, reports directly to the Agency Head, and serves as a conduit for input and discussion of relevant issues raised by staff. The SAC has identified communication advocacy, increased staff engagement, wellness promotion as this year’s continued goals.


	The SAC met 2 times in Q3, 1 virtual meeting and 1 in person, and will continue to meet regularly.  


	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	In FY 2022, the EEO team and the SAC will continue to collaborate on efforts to expand programming celebrating diversity and inclusion, create Employee Resource Groups, and improve agency-wide communication.

The EEO team also plans to collaborate with the Staff Advisory Committee to better engage the MOCS workforce on what racial equality issues they would like discussed in the workspace, and how the agency as a whole can better include viewpoints and concerns from all parts of the agency.  Through a bottom-up feedback loop, we hope to create a much more inclusive workspace that listens to employee voices and addresses racial equality concerns at a systemic level. MOCS will also explore creating interactive notice boards to allow staff to share information.

	MOCS and the EEO team plans to continue to collaborate with the SAC.

MOCS continued to provide information about guidelines and proposal processes to staff about the creation of Employee Resource Group during Q3.



	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	EEO will work to hold virtual lunch-and-learns to increase awareness at MOCS about employees’ EEO rights and the MOCS-specific EEO policies that indicate that MOCS does not tolerate unequal treatment among employees and that diversity and inclusion of people and ideas are valued by Senior Management. The program will also highlight programs like Employee Resource Groups. The series will be held multiple times within a given month to ensure that all that wish to attend are able to. 


	EEO is still planning on holding these lunch and learns in FY 22.


	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒
☐
☐
☐
☐
☐
	☒
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	MOCS Mentorship Program partners MOCS staff (mentees) with agency leaders to receive advice, coaching, and professional support that will encourage mentees’ growth and development, and organizational continuity.


	The mentorship program was deferred as MOCS staff continued to work remotely until September 2021 and facilitating the mentoring relationships would be difficult remotely. HR and EEO are planning to roll out this program in the fall of 2022.
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒
☐
☐
☐
☐
☐
	☒
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	The Mayor’s Graduate Scholarship Program offers opportunities to MOCS employees with undergraduate degrees to study at accredited colleges/universities in the metropolitan area.

The Management Academy exposes selected MOCS managerial staff to exceptional management practices and offers a fuller understanding of the formal and informal processes that drive City government. By providing workshops and opportunities to apply skills and knowledge acquired through the program, the Academy prepares its participants to meet the unique demands of managing in City government.

	No applications were submitted for the Graduate Scholarship Program or Management Academy in Q3. 
	☒ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒
☐
☒
☐
☐
☐
	☒
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	
MOCS will continue to take steps to increase agency-wide communication of programs and events celebrating diversity and inclusion, encourage participation in surveys and updates to self-ID information, send reminders of EEO trainings, and share information of interest about upcoming holidays and cultural celebrations. The agency will continue to utilize the weekly agency email newsletter, the MOCS Monday Minute, to share information with staff. 

	MOCS messaged information to all MOCS employees about holidays and cultural celebrations that occurred during Q2 in the agency’s weekly staff newsletter, the MOCS Monday Minute.

MOCS also informed newly hired employees during orientation of their rights and responsibilities under the Citywide EEO Policy and updates to self-ID information.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	
Please specify any other EEO-related activities designed to improve/enhance the workplace  during the quarter (e.g., postings, meetings, cultural programs promoting diversity, newsletters/articles, etc.) and describe briefly the activities, including the dates when the activities occurred.

	MOCS Monday Minute Agency-wide Emails: 

1/18/2022 – EAP Corner recognition of Martin Luther King Jr. Day
2/8/2022 – EAP Corner recognition of Black History Month3/7/2022- EAP Corner discussion on concern for Ukraine; Recognition of Women’s History Month
3/15/2022 – Recognition of Equal Pay Day; Women’s History Month
3/21/2022- Notice of DFTA seminar on Age-inclusiveness; EAP Corner on social media; Holi celebration recognition; Recognition of Women’s History Month
3/28/2022- Recognition of Women’s History Month











C. COMMUNITY:

	Please list the Community Goal(s) included in Section IV:  Proactive Strategies to Enhance Diversity, EEO and Inclusion, which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., community outreach and engagement, MWBE participation and customer satisfaction surveys):
	Please describe the steps that your agency has taken to meet the Community Goal(s) set/declared in your plan.
●	Include steps that were taken or considered to establish your agency as a leading service provider to the citizens of New York City focused on inclusion and cultural competency, while reflecting the variety of communities that are served.

	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	Increase access and level the playing field so that small nonprofits and M/WBEs can successfully compete for City business and contracts.

MOCS is committed to encouraging a competitive and diverse business environment that provides opportunities for our diverse vendor community to do more business with the City of New York. As a partner with both the Office of Minority and Women-Owned Business Enterprises and the Department of Small Business Services, MOCS stands firm with the City’s commitment to increase contracting opportunities among City-certified M/WBE firms. The City’s M/WBE program was established to address the impact of discrimination on the City’s procurement process and to promote the public interest in avoiding fraud and favoritism in the process, ultimately increasing competition for City business, and lowering contract costs. To that end, as part of the oversight team for the City’s M/WBE program, MOCS plays a pivotal role in creating and implementing policy, training and advising agencies, and collecting vital data, all in support of enhancing the participation of M/WBEs in City contracting.






	MOCS is engaging vendors and providers in PASSPort design and adoption efforts.  We are focusing on all vendor communities, with specific targeted outreach to M/WBEs and small community-based organizations.  

MOCS also looks for opportunities to award direct contracts to M/WBEs using the M/WBE Noncompetitive Small Purchase method.

During Q3, MOCS continued to support the work of the Nonprofit Joint Taskforce  (MOCS previously worked with the Nonprofit Resiliency Committee) to make City contracting more accessible for small community-based organizations (CBOs). In addition, MOCS has continued to cultivate mutually beneficial relationships between MOCS and industry communities through various citywide vendor engagement efforts, MOCS continued to grow its efforts and developed relationships in the following communities: M/WBE, construction, engineering, architecture, landscape architecture, professional services, standardized services and health and human services.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	MOCS engages with diverse groups of vendors through feedback sessions, workgroups, presentations and email outreach campaigns. Through these engagements, MOCS connects with thousands of vendors in the following communities: M/WBE, construction, engineering, architecture, landscape architecture, professional services, standardized services and nonprofits organizations.  Additionally, in response to the ongoing COVID-19 emergency, MOCS provides support to a diverse group of nonprofits and community-based organizations across the City. Collaborative strategies for emergency response efforts were enacted through the COVID-19 Response team participation, engagement with the City’s Vaccine Command Center’s Equity outreach - reaching residents in TRIE neighborhoods and the most vulnerable to COVID-19, outreach campaigns to provide business continuity guidance, and distribution of face coverings to organizations of all sizes to support with recovery efforts.






	MOCS conducts extensive outreach to nonprofit providers and community-based organizations of all sizes, particularly through email blasts, webinars, letters sent by the MOCS director, phone calls and emails to individual small CBOs and nonprofits in response to their questions, partnerships with coalitions, and maintenance of an informative redesigned webpage.




	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	





	





	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	
	
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Please specify any other Community-directed activities during the quarter (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe briefly the activities, including the dates when the activities occurred.

	
None
2/24/2022 – Visit to the African Burial Ground Monument arranged for all interested employees of MOCS with tour of the attached museum provided.











[bookmark: _Hlk23947624]








D. EQUITY and RACE RELATIONS INITIATIVES:

	Please specify Equity and Race Relations Initiatives embarked on or continued from previous year(s)  the quarter (e.g., meetings, educational and cultural programs, presentations, discussions, books/articles, other suggested readings, etc.) and describe briefly the activities, including the dates when the activities occurred.

	

MOCS is focused on promoting equity, increasing diversity, and improving race relations within the agency.  In addition to the goals and programs articulated herein, MOCS will continue to consider initiatives to enhance inclusion throughout the year, especially by listening to employee feedback on racial equity concerns. The MOCS EEO team will meet regularly throughout the year to coordinate and consider new ideas.








V. RECRUITMENT

A. RECRUITMENT EFFORTS

	Please list Recruitment Strategies and Initiatives which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., targeted outreach and outreach, diversity recruitment, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training):
	Please describe the steps that your agency has taken to meet the Recruitment Goal(s) set/declared in your plan.
	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	
Review policies, procedures, and practices related to targeted outreach and recruitment.



	MOCS reviews agency practices and procedures on an ongoing basis to find ways to maximize the number of type of candidates we recruit, within our budgetary constraints.




	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Utilize Inclusive Recruitment Guide Issued by the Office of Citywide Equity and Inclusion to develop strategic recruitment plans.




	As resources become available, MOCS will seek to increase efforts to bolster diversity recruitment. As we return to in-person recruitment, MOCS will send staff to recruitment events with the goal of increasing the agency’s pool of diverse candidates.




	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Review underutilization in job groups to inform recruitment efforts.

	MOCS reviews and will continue to review underutilization data as it is received and assess whether there is any adverse impact on recruitment of any particular group. In Q3, the data regarding underutilization was the same as in Q2. For all three  quarters so far, there was no meaningful underutilization; see above.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Identify resources to bolster efforts aimed at increasing the effectiveness of diversity recruitment.
	MOCS is committed to diversity in recruitment and will continue to identify resources to increase diversity. Currently, MOCS is taking steps and implementing new hiring procedures to foster diversity in recruitment by asking all hiring managers to review their interview choices for implicit bias and to further consider opportunities to diversify candidate pool.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Assess agency job postings to ensure new diversity, inclusion, and equal opportunity employer messaging is included.
	All of MOCS’ job postings include a statement that the City of New York and MOCS are an equal opportunity employer. Reasonable accommodations are provided for applicants with disabilities, and veterans and service members of the U.S. Armed Forces are strongly encouraged to apply.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Share job vacancy notices with the Mayor’s Office for People with Disabilities and Reach out to the DCAS Office of Citywide Recruitment (OCR) as a resource and post ALL vacancies on NYC Careers.
	For every job posting, MOCS shares vacancy notices with the Mayor’s Office for People with Disabilities and posts all vacancies on NYC Careers
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Ensure that agency personnel involved in both the discretionary and the civil service hiring process have received Structured Interviewing training and Unconscious Bias training.
	MOCS has continued to require that all newly hired managers at MOCS who are involved in both the discretionary and the civil service hiring process attend a structured interviewing training and an unconscious bias training. An agency-wide implicit bias training was conducted on April 14 and 28, 2022 with the assistance of NYC WorkWell. 
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Assess recruitment efforts to determine whether such efforts adversely impact any particular group.
	MOCS will continue to review underutilization data as it is received and assess whether there is any adverse impact on recruitment of any particular group. In Q3, the data regarding underutilization was the same as in Q2. For all three quarters, there was no meaningful underutilization; see above.

In addition, additional steps to review candidate selection choices are underway to better mitigate any possible implicit bias.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐
☐
☒
☐
☐
☐
	☐
☐
☒
☐
☐
☐
	☐
☐
☐
☐
☐
☐

	Please specify any Recruitment efforts and initiatives designed to increase the effectiveness and improve the hiring and selection reach of your agency  during the quarter and describe briefly the activities, including the dates when the activities occurred.

	



B.	INTERNSHIPS/FELLOWSHIPS

	The agency is providing the following internship opportunities in FY 2022:
[NOTE:  Please update this table every quarter]

	Type of Internship\Fellowship
	Total
	[bookmark: _Hlk525313981]Race/Ethnicity* [#s]
* Use self-ID data obtained from NYCAPS
	Gender* [#s]
[N-B=Non-Binary; O=Other; U=Unknown]
* Use self-ID data

	1. Urban Fellows
	0 
	 
	M ___ F ___ N-B ___ O ___ U ___

	2. Public Service Corps
	0
	
	M ___ F ___ N-B ___ O ___ U ___

	3. Summer College Interns (SYEP)
	0
	White (), Hispanic (), Asian ()
	M _ F _ N-B ___ O ___ U ___

	4. Summer Graduate Interns
	0
	
	M ___ F ___ N-B ___ O ___ U ___

	5. Other (specify): Lee Fellow
	0
	Black ()
	M ___ F __ N-B ___ O ___ U ___





	[bookmark: _Hlk530067348]Additional Comments: 
There were no interns or fellows this quarter.








C.	55-A PROGRAM

The agency uses the 55-a Program to hire and retain qualified individuals with disabilities.                ☒ Yes		☐ No	

Currently, the agency employs the following number of 55-a participants:

Q1 (9/30/2021):  ___0___  Q2 (12/31/2021): 0  Q3 (3/31/2022):  ___0_______  Q4 (6/30/2022):  __________

During the 1st Quarter, a total of _0_ [number] new applications for the program were received.
During the 1st Quarter _0 participants left the program due to [state reasons] ________.

During the 2nd Quarter, a total of _0_ [number] new applications for the program were received.
During the 2nd Quarter __0_ participants left the program due to [state reasons] ________.

During the 3rd Quarter, a total of __0_ [number] new applications for the program were received.
During the 3rd Quarter _0_ participants left the program due to [state reasons] ________.

During the 4th Quarter, a total of ____ [number] new applications for the program were received.
During the 4th Quarter ___ participants left the program due to [state reasons] ________.

The 55-a Coordinator has achieved the following goals:

1. Disseminated 55-a information – by e-mail:    ☐ Yes   ☒ No
					in training sessions:    ☒ Yes   ☐ No
on the agency website:    ☒ Yes   ☐ No
through an agency newsletter:    ☐ Yes   ☒ No

2.  ___________________________________________________________________________________

3.  ___________________________________________________________________________________



VI. SELECTION (HIRING AND PROMOTION)

Please review Section VI of your Annual Plan and describe your activities for this quarter below:

	Please list additional Selection Strategies and Initiatives which you set/declared in your FY 2022 Diversity and EEO Plan (include use of structured interview, EEO or APO representatives observing interviews, review of placements, review of e-hire applicant data)
	Please describe the steps that your agency has taken to meet the Selection (Hiring and Promotion) Goal(s) set/declared in your plan.

	Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities
	The MOCS Career Counselor will continue to develop a professional development plan for all staff. Citywide training and educational opportunities will be sent to all staff via Monday Minute or email.  Each unit has a budget for ad hoc training requests. Employees who are interested in promotional opportunities but may not have all the preferred skills will be provided with training through DCAS’s Learning and Development unit.

Promotional opportunities at MOCS will be posted in NYCAPS eHire internally and shared across the agency to allow for fairness and transparency.



	Reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions
	
MOCS’ current new hire procedure for selection consists of Hiring Managers reviewing resumes and cover letters submitted via NYCAPS eHire. Hiring Manager invites additional interviewers (MOCS staff) for interviews with qualified candidates. Interviews may be one-on-one or group. Ultimately, all approvals are subject to background integrity screening of the candidate.
 
The City of New York Office of the Mayor is committed to appointing exceptional and diverse leaders who will aggressively pursue the goals and priorities of the administration. To achieve this goal, the Mayor’s Office and the Mayor’s Office of Appointments will continue to collaborate with MOCS with the hiring of senior-level positions: director, first deputy director, deputy directors, and general counsel. 

MOCS will continue to work with Mayor’s Office of Appointments, who will provide resumes of candidates that meet the skills and qualifications required for particular positions. In addition, MOCS will source resumes from within the agency, through agency’s online postings and application portal, and networks. MOCS will identify additional ways to recruit potential candidates who are traditionally under-represented in these positions.

MOCS considers its own staff for title changes, promotions, salary increases, and other opportunities based on demonstrated knowledge, skills, and abilities. Promotional opportunities (other than inline promotions) will be posted in NYCAPS eHire internally and communicated to agency staff.  

MOCS is committed to ensure fair and equitable compensation practices and maintaining competitive salaries. A review of pay equity will be conducted on a scheduled basis to identify pay inequities. The goal of this review is to assist supervisors in determining if pay adjustments are necessary to address unjustified gaps in pay or issues related to misalignment (internal inequity, job movement, salary compression, salary inversion, etc.). 

For mid-level staff, we will continue to follow citywide guidelines for hiring practices.

MOCS staff will ensure that all selection criteria are job-related. Interviewing and selection decisions of managers and other personnel involved in the recruitment and hiring process must meet EEO requirements and those individuals who make selection and promotion decisions receive appropriate EEO and/or structured interviewing and unconscious bias training. For FY 2022, MOCS will continue to require all employees involved in the interview process to take the Structured Interviewing and Unconscious Bias training offered through the Citywide Training Center.

In FY 2022, the agency will provide resources and materials on the MOCS Intranet page to support hiring managers’ use of Structured Interviewing techniques, such as standardized interview questions and written objective criteria for evaluating candidates.

MOCS will consider its own employees for opportunities for promotion and transfer within the agency and promote awareness of such opportunities.

One-on-one interview and group interviews in person will be the preferred method. Teams and or video conferenced interviews will be utilized as needed.

MOCS will follow the City’s civil service list administration process and appoint eligible applicants from established lists. When there is a need for MOCS staff to serve as subject matter experts to assist the DCAS Test Development Team in the development of new civil service exams, MOCS will review and consider all staff in permanent title, ensuring that the group of subject matter experts is diverse and inclusive.

For all posted positions, as of Q3, hiring managers are being asked to document why they chose to offer an interview to candidates and why other candidates were rejected. In cases where there is a large volume of applicants, hiring managers need only document a sample size. This initiative is being monitored by MOCS HR and our Diversity, Equity, and Inclusion Officer. If it is found that a candidate should have been interviewed, MOCS HR/ our Diversity, Equity, and Inclusion Officer will prompt the hiring manager to interview that candidate. 

	Describe the role of agency EEO Officer and other EEO staff in the selection of candidates for appointment or promotion (pre- and post-appointment)
	The EEO Officer and other EEO staff continue to plan to collaborate with HR in the following ways:
· Ensure that an updated listing of sources for diverse applicants is maintained
· Review vacancy postings to ensure elimination of language that has the potential for gender stereotyping and other unlawful discrimination
· Monitor agency job postings
· Ensure all job postings include the updated EEO Employer statement
· Advice HR in development of a comprehensive guide for hiring managers
· Assist the hiring manager if a reasonable accommodation is requested during the interview
· Require all employees involved in the interview process to take the Structured Interviewing and Unconscious Bias Training offered through DCAS
· Periodically review candidate evaluation forms and conduct a job applicant analysis 


	Analyzing the impact of layoffs or terminations on racial, gender and age groups 
	There were zero layoffs and terminations during the quarter.


	Other:
	


	During this Quarter the Agency activities included:
			
		# of Vacancies
		# of New Hires
		# of New Promotions 
	Q1
# _43__
# __5_
# 3___

	Q2
# 74
# 26
# _21

	Q3
# 35
# 21
# 4

	Q4
# _____
# _____
# _____








VII. TRAINING

[bookmark: _Hlk530067472]Please provide your training information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).


VIII. REASONABLE ACCOMMODATION

Please report all reasonable accommodation requests and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by logging into your CICS Account at:   https://mspwva-dcslnx01.csc.nycnet/Login.aspx



IX. COMPLIANCE AND IMPLEMENTATION OF REQUIREMENTS UNDER EXECUTIVE ORDERS AND LOCAL LAWS


A. EXECUTIVE ORDER 16:  TRAINING ON TRANSGENDER DIVERSITY AND INCLUSION

Please provide E.O. 16 Training Information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).


B. EXECUTIVE ORDER 59:  CHIEF DIVERSITY OFFICER /CHIEF MWBE OFFICER

☒  The agency appointed new Chief Diversity Officer/ Chief MWBE Officer [different from the one listed in FY 2022 Annual Plan].

Provide the name and title of the new Chief MWBE Officer: Chief Diversity Officer: Enrique Diaz_; Chief MWBE Officer: Sherece Joseph_____


C. LOCAL LAW 92:  ANNUAL SEXUAL HARASSMENT PREVENTION TRAINING

Please provide Sexual Harassment Prevention Training Information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).




D. LOCAL LAW 97:  ANNUAL SEXUAL HARASSMENT REPORTING

	☒ The agency has entered the sexual harassment Complaint Data in the DCAS Citywide Complaint Tracking System and updates the information as they occur.
	Q1   ☒		 Q2   ☒		 Q3   ☒		 Q4   ☐

☒ The agency has entered all types of complaints in the DCAS Citywide Complaint Tracking System and updates the information as they occur.

☒ The agency ensures that complaints are closed within 90 days. 


	Report all complaints and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by logging into your CICS Account at:  https://mspwva-dcslnx01.csc.nycnet/Login.aspx






E. LOCAL LAW 101:  CLIMATE SURVEY

Please provide a short description of your efforts to analyze the results of climate survey in your agency.

	Describe any follow-up measures taken to address the results of the 2018 Climate Survey:
none

___________________________________________________________________________________________________________
Describe your analysis of the results of the 2020 Climate Survey (when provided by DCAS):
none







X. AUDITS AND CORRECTIVE MEASURES

Please choose the statement that applies to your agency. 

☒ The agency is NOT involved in an audit conducted by NYC EEPC or another governmental agency specific to our EEO practices.

☐ The agency is involved in an audit; please specify who is conducting the audit: ___________________________________.
	
	☐ Attach the audit recommendations by NYC EEPC or the other auditing agency.

	☐ The agency has submitted or will submit to OCEI an amendment letter, which shall amend the agency plan for FY 2022.

☐ The agency received a Certificate of Compliance from the auditing agency.
     Please attach a copy of the Certificate of Compliance from the auditing agency.





APPENDIX: [AGENCY NAME] EEO PERSONNEL DETAILS
EEO PERSONNEL FOR _3rd___ QUARTER, FISCAL YEAR 2022

A. PERSONNEL CHANGES

	Personnel Changes this Quarter:	☐   No Changes
	Number of Additions: 2
	Number of Deletions: 0

	
Employee's Name & Title
	1. Enrique Diaz,  Senior Advisor/ Project Coordinator 
	2. Sherece Joseph, Associate Director/Project Coordinator
	3. 

	Nature of change
	☒  Addition		☐  Deletion
	☒  Addition			☐  Deletion
	☐  Addition			☐  Deletion

	Date of Change in EEO Role
	Start Date or Termination Date: 3/18/2022
	Start Date or Termination Date: 3/18/2022
	Start Date or Termination Date: 

	

	Employee's Name & Title
	
	
	

	Nature of change
	☐  Addition		☐  Deletion
	☐  Addition			☐  Deletion
	☐  Addition			☐  Deletion

	Date of Change in EEO Role
	Start Date or Termination Date: 
	Start Date or Termination Date: 
	Start Date or Termination Date: 

	For New EEO Professionals:

	
Name & Title
	4. Enrique Diaz, Senior Advisor/ Project Coordinator
	5. Sherece Joseph, Associate Director/Project Coordinator
	6. 

	EEO Function 
	☐ EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☒  Other: Chief Diversity Officer
	☐  EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☒  Other: Chief MWBE Officer
	☐  EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☐  Other: (specify)

	Percent of Time Devoted to EEO
	☐  100%	☒  Other: (specify %): 40% 
	☐  100%	☐  Other: (specify %): 25%
	☐  100%	☐  Other: (specify %): 

	

	Name & Title			
	
	
	

	EEO Function
	☐  EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☐  Other: (specify)
	☐  EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☐  Other: (specify)
	☐  EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☐  Other: (specify)

	Percent of Time Devoted to EEO
	☐  100%	☐  Other: (specify %): 
	☐  100%	☐  Other: (specify %): 
	☐  100%	☐  Other: (specify %): 





	EEO Training Completed within the Last TWO Years, including the Current Quarter (EEO and D&I Officers, Deputies, AND ALL NEW EEO Professionals):

	Name & EEO Role			
	1. Caroline Whitney, Co-EEO Officer
	2.	Alexandre Stamoulis, Co-EEO Officer
	3.	 Enrique Diaz, Chief Diversity Officer

	[bookmark: _Hlk104375403]Completed EEO Trainings:
1. [bookmark: _Hlk85533380]Everybody Matters-EEO/D&I
2. EEO Awareness
3. Diversity & Inclusion
4. Sexual Harassment Prevention
5. lgbTq: The Power of Inclusion
6. Unconscious Bias
7. Disability Etiquette
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No – training pending.
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No

	Completed OCEI Trainings:
A. EEO Officer Essentials:
Complaint/Investigative Processes
B.  EEO Officer Essentials: Reasonable Accommodation
C.	Understanding CEEDS Reports
	 
  ☒  Yes			☐  No
  ☒  Yes(RA procedural guidelines)			☐  No
  ☐  Yes	please note I believe there was a training that involved CEEDs reports		☒  No
	  
  ☒  Yes			☐  No
  ☒  Yes			☐  No
  ☐  Yes			☒  No – Please note that I attended the EEO Best Practices training, which covered CEEDS Reports, but I did not attend a training solely on CEEDS.
	
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No

	

	Name & EEO Role
	4. Sherece Joseph, Chief MWBE Officer
	5. 
	6. 

	Completed EEO Trainings:
1. Everybody Matters-EEO/D&I
2. EEO Awareness
3. Diversity & Inclusion
4. Sexual Harassment Prevention
5. lgbTq: The Power of Inclusion
6. Unconscious Bias
7. Disability Etiquette
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No

	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No


	Completed OCEI Trainings:
A. EEO Officer Essentials:
Complaint/Investigative Processes
B.	EEO Officer Essentials: Reasonable Accommodation
C.	Understanding CEEDS Reports
	  
  ☐  Yes			☒  No
  ☐  Yes			☒  No
  ☐  Yes			☒  No
	  
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No
	  
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No





B. CONTACT INFORMATION (Please list ALL current EEO professionals)

DIVERSITY AND EEO STAFFING IN MOCS AS OF  2nd QUARTER FY 2022 *


	EEO\Diversity Role
	Name
	Civil Service Title
	% of Time Devoted to EEO & Diversity Functions
	Office E-mail Address
	Telephone #

	Co- EEO Officers/Director
	Caroline E Whitney, Assistant Director/Associate General Counsel

Alexandre Stamoulis, Associate General Counsel

255 Greenwich Street, 9th Floor
New York, NY 10007

	Research Projects Coordinator MGR

Research Projects Coordinator MGR

	30%
	Caroline.whitney@mocs.nyc.gov

Alexandre.stamoulis@mocs.nyc.gov
	(212)-298-0835

(212)-298-0831


	Deputy EEO Officer OR
Co-EEO Officer
	See above
	
	
	
	

	Chief Diversity & Inclusion Officer
	
	
	
	
	

	Diversity & Inclusion Officer
	
	
	
	
	

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Enrique Diaz- Chief Diversity Officer
Sherece Joseph- Chief MWBE Officer

	Research Projects Coordinator MGR 

Research Projects Coordinator MGR

	40%
25%
	enrique.diaz@mocs.nyc.gov
sherece.joseph@mocs.nyc.gov
	212-298-0828

212-298-0826

	ADA Coordinator
	Kristine Gregorek, Senior Associate Director, Human Resources
255 Greenwich Street, 9th Floor
New York, NY 10007

	Administrative Staff Analyst
	3%
	Kristine.gregorek@mocs.nyc.gov 
	(212) 676-9731

	Disability Rights Coordinator
	Kristine Gregorek
	Administrative Staff Analyst
	
	
	

	Disability Services Facilitator
	Kristine Gregorek
	Administrative Staff Analyst
	
	
	

	55-a Coordinator
	Dafna Cruz, Senior Assistant Director, Human Resources
255 Greenwich Street, 9th Floor
New York, NY 10007

	Research Projects Coordinator MGR
	3%
	Dafna.Cruz@mocs.nyc.gov

	(212)-298-0818

	Career Counselor
	Kristine Gregorek
	Administrative Staff Analyst
	
	
	

	EEO Counselor
	Kristine Gregorek

Dafna Cruz



Charlemagne Tiendrebeogo
255 Greenwich Street, 9th Floor
New York, NY 10007

Roseann Portillo
255 Greenwich Street, 9th Floor
New York, NY 10007


	 Administrative Staff Analyst

Research Projects Coordinator MGR

Research Projects Coordinator MGR

Research Projects Coordinator MGR
	1-10%
	


charlem.tiend@mocs.nyc.gov



Roseann.Portillo@mocs.nyc.gov




	

	EEO Investigator
	
	
	
	
	

	EEO Counselor\ Investigator 
	
	
	
	
	

	Investigator/Trainer
	
	
	
	
	

	EEO Training Liaison
	Kristine Gregorek
	Administrative Staff Analyst
	
	
	

	Other (specify)
	
	
	
	
	

	Other (specify)
	
	
	
	
	


* Please note changes (new personnel filling the specified role). You may insert additional entries as needed. Title refers to the civil service title. If there is an EEO\Diversity role that your staff performs that is not on the list above, you may indicate it on the chart.  You may provide full contact information once if several roles are performed by the same person.
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