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Instructions for Filling out Quarterly Reports FY 2026
[NOTE: These forms are cumulative and designed to retain and preserve information for the entire FY 2026.]

· For Q1, please copy the goals, programs, and initiatives from your draft of the FY 2026 DEI-EEO plan. Insert these statements in the corresponding sections of the Quarterly Report below, particularly sections IV, V, and VI.
· For Q2, Q3 and Q4, use the previous quarter’s submission to update your status, retaining all information for the prior quarters.  You should also add programs and initiatives begun in these quarters, even if they were not mentioned in your Annual Plan.

1. Please save this file as “XXXX Quarter X FY 2026 DEI-EEO 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, Equity, Inclusion and EEO Training Summary” details in Part II – Training Summary [see the attached Excel file].

Core EEO Training: Copy the information from the Training Completion Report you receive quarterly from DCAS Learning & Development onto grey-shaded cells in rows 26, 30, 34, and 38. Include any of these trainings that were administrated by your agency in the rows immediately below (27, 35, 39).

Other Diversity, Equity, Inclusion and EEO Related Training: Beginning with row 45, 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 opportunity, 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; Ongoing = in progress and on schedule.]

4. Please save the Excel file as “XXXX Quarter X FY 2026 DEI-EEO Report. Part II 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.

I.  Commitment and Accountability Statement by the Agency Head
Distributed to all agency employees?
☒ Yes, on: 10/10/2025
☐ No
☒ By e-mail	
☐ Posted on agency intranet and/or website
☒ Other: BROADCAST MESSAGE

II. [bookmark: _Hlk530066932] Recognition and Accomplishments
The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in fostering principles of equal employment opportunity and inclusivity for all through the following:
☐ Employee Accomplishment Awards
☐ Employee Appreciation Events
☐ Public Notices
☐ Positive Comments in Performance Appraisals
☐ Other (please specify): Enter text here


		Please describe Awards and/or Appreciation Events below: [Enter Awards and/or Appreciation Events Here]

III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 7430  Q2 (12/30/2025): Enter number 
Q3 (03/30/2026): Enter number  Q4 (6/30/2026): Enter number

Agency reminded employees to update self-ID information regarding race/ethnicity, gender, and veteran status (as aligned with objectives of Local Law 14 of 2019)
☐ Yes on (Date): (MM/DD/YY)
☐ Yes (again) on (Date): (MM/DD/YY)
☒ No
☐ NYCAPS Employee Self Service (by email; strongly recommended every year)
☒ Agency’s intranet site
☒ On-boarding of new employees
☐ Newsletters and internal Agency Publications



Agency conducted a review of the quarterly CEEDS workforce aggregate reports and the dashboard 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 in order to inform broad recruitment outreach efforts.  
☒ Yes, on (enter dates below):
	Quarter 1 Review
	Quarter 2 Review
	Quarter 3 Review
	Quarter 4 Review

	Q1 Review Date: 10/10/25
	Q2 Review Date: (MM/DD/YY)
	Q3 Review date: (MM/DD/YY)
	Q4 Review date: (MM/DD/YY)

	Review conducted with:
☐ Agency Head
☒ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted


IV.  Initiatives for FY 2026
Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency EEO Plan for FY 2026.

A.   Workforce:
[bookmark: _Hlk530066305]Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workforce included in Section IV: Initiatives for FY 2026, which you set/declared in your FY 2026 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others). 

   

1. Develop and host at least one job fair involving ERG members. Explore the possibility of hosting a virtual and an internal job fair.

[bookmark: _Hlk210994211]Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies? 



Workforce Goal/Initiative #1 Update:
Q1 Update: 	☒ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

2. With assistance from DEIB, the DEI Council, will meet with key HR leaders to understand the Agency’s hiring and promotional practices and make recommendations. The DEI Council will also review the LL27 report and propose recommendations including a review of career development for the Community Coordinator role in divisions with a high frequency of staff with this title.

Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?


			On July 9, 2025, DEIB’s upper management met with the Agency’s DEI Council.  During the meeting, Jennifer Hoppa (Chief Strategy Officer) provided an overview of the Agency’s Racial Equity Plan.  Ms. Hoppa spoke about the steps taken by the Mayor’s Office of Equity and Racial (MOERJ) and the agency to create a Racial Equity Plan.  


Workforce Goal/Initiative #2 Update:
Q1 Update: 	☒ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

3. DEIB will work with key HR and Administrative leaders to discuss professional development and/or training opportunities which could result in advancement in the Agency.  


Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

Workforce Goal/Initiative #3 Update:
Q1 Update: 	☒ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

4. The Agency will continue to build and sustain talent pipelines, similar to the Climber-Pruner Apprenticeship program and the Gardner Apprenticeship program with the goal of building a pipeline of local, diverse talent for difficult to recruit titles. 

Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

On September 8, 2025, the Climber & Pruner and Gardener Training Programs was promoted on the intranet.


Workforce Goal/Initiative #4 Update:
Q1 Update: 	☒ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed	

1. Efforts to reduce Workforce underutilization:
Please describe steps that were taken or planned to address underutilization identified through quarterly workforce reports. Please list Job Groups where underutilization exists in the current quarter. What are your metrics or indicators for evaluating the success of your initiatives?

As mentioned above, the Agency will continue to build and sustain talent pipelines, similar to the Climber-Pruner Apprenticeship program and the Gardner Apprenticeship program with the goal of building a pipeline of local, diverse talent for difficult to recruit titles. One of our programs was promoted.

		DEIB will also examine applicant data of divisions lacking diversity and explore outreach opportunities.


B.  Workplace:
Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workplace included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
1. The DEIB Office will develop a comprehensive wellness program.  The purpose of the program is to promote emotional and mental wellbeing, to reduce stress, burn out and workplace conflict and to create a culture of psychological safety. This program will include a training component and a script to ensure that participating divisions are properly equipped to conduct effective check-in wellness calls. It will also include monthly wellness circles and resources.  


Please describe the steps that your agency has taken to meet this goal/initiative.   			Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

The DEIB Office has created a training program discussing wellness calls and it has executed the training for various groups including Labor Relations and the agency’s EEO counselors. DEIB is in the process of developing a strategic plan along with metrics for this initiative.

Workplace Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed	Comment by Henry, Flaveia (Parks): I feel like this started since we did the training with Andre’s group, but I am uncertain.
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed


2. During the year the DEIB Office will host its 9th annual DEIB Conference on navigating a   mutigenerational workplace. Today’s workforce spans four to five generations, each with different    values, communication styles and expectations. DEIB will be addressing ways to minimize miscommunication, disengagement, and conflict. The goals are to establish common ground, mutual respect and appreciation for what each employee brings to the workplace, as well as maximize collaboration and leverage diverse skills and perspectives.  

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

During the first quarter, DEIB was in the planning phases of this initiative. 

Workplace Goal/Initiative #2 Update:
Q1 Update: 	☒ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

	
       3.The Agency will continue to build upon its Restorative Practices Program. This will include providing more    learning and skill-building opportunities for circle keepers.  Furthermore, the Agency will expand circles to members of the public including kids, students and communities. 

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

On various days in September, restorative practices circles were held in the Bronx.  Some of the challenges discussed in the circles included: complacency by staff, lack of resources, physical wellbeing, the “figure it out” mentality from higher ups, operational challenges, lack of empathy, training opportunities for staff, and lastly navigating through traumatizing events such as death while on the job. At the same time, gratitude was also expressed by the group, especially as it pertained to the support they provided each other. Surveys were provided to measure the success of the circles.


Workplace Goal/Initiative #3 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed	


4. [Copy Workplace Goal/Program/Action from FY 2026 EEO plan]

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

Workplace Goal/Initiative #4 Update:
Q1 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed


5. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, programs accessible to all and that support equitable engagement across cultural identities newsletters/articles, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these activities?

· On July 1, 2025, Women in Leadership held a virtual discussion called “WIL Facilitators Speak-UP: Leveraging LinkedIn.”
· On July 27, 2025, the Lotus Society joined NYPD’s Desi Society & NYCD’s Desi Society at Alley Pond Park during their Family Day Event. They collaborated with other agency societies to promote Asian American heritage.
· On August 6, 2025, People at Parks Newsletter issued its 2nd issue.
· On August 9 – 10, 2025, the Lotus Society supported Parks’ Olmsted Dragons during the Hong Kong Dragon Boat Festival at Flushing Meadows Corona Park. This event was an international, multi-cultural celebration, and sporting event. The Olmsted Dragons competed against other agencies in the municipal race. With an Olympic-style finish, only tenths of a second separated FDNY, DOHMH & Parks.
· August 12, 2025, Parks’ newsletter captured “Intern Stories.”
· On August 24, 2025, Parks promoted its Leadership Development Program on the intranet and via broadcast email.
· On September 3, 2025, DEIB hosted its first Circle Keeping Meeting for the FY26. During the meeting, an overview of the circles in the Bronx was provided along with updates pertaining to professional development opportunities for circle keepers. Special guest speaker was Theodore Wallach who has been a restorative practitioner for 13 years and currently works with Hidden Waters and other organizations.
· On September 10, 2025, DEIB met with the DEI Council for the first time during FY26.  Discussion was held concerning the most recent program hosted by the Mayor’s Office of Equity & Racial Justice entitled, “You Belong Everywhere: An Equity Roundtable” in which some of the council members were in attendance. Finally, the group outlined some projects that they wanted to work on.  
· On September 16, 2025, Parks’ Latino Society, Lotus Society & others attended the Mets Game during Hispanic Heritage Night. 

C. Community and Equity, Inclusion and Anti-Racism[footnoteRef:2]: [2:  Included per Local Law 14 (2024).] 


Please list the Planned Programs, Initiatives, Actions aimed at Community, Equity, Inclusion and Anti-Racism included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys). What are your metrics or indicators for evaluating the success of these programs and initiatives?

1. The Agency will continue with its Burial Ground Project which aims to create a uniform policy for care and community engagement for historic burial grounds. The sites specifically targeted for this project will allow the Agency to further uplift the legacy of the indigenous groups and African Americans who lived near and were buried at these locations. 

Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?


Community/Equity/Inclusion Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed
	

2. The Agency will continue to partner with the Lenape Center, with an aim to further develop Park Ranger interpretation of NYC history, land features, and the contributions of Indigenous peoples past and present.


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the inhabitants of New York City, committed to cultivating a fair, respectful workplace that reflects the variety of communities served. What are your metrics or indicators for evaluating the success of these programs and initiatives?

  Community/Equity/Inclusion Goal/Initiative #2 Update:
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed
	

3.  DEIB will execute restorative practices community building circles for various communities that it serves. Parks will utilize GreenThumb Community Gardens to implement restorative practices circles which either address conflict or address community building.


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the inhabitants of New York City, committed to cultivating a fair, respectful workplace that reflects the variety of communities served. What are your metrics or indicators for evaluating the success of these programs and initiatives?

Community/Equity/Inclusion Goal/Initiative #3 Update:
Q1 Update: 	☒ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed


4. [The Agency will increase the accessibility of NYCPark’s website by adding a map of all the accessible entrances to our NYC Parks. This will help those who use mobility devices to access parks better.     


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the inhabitants of New York City, committed to cultivating a fair, respectful workplace that reflects the variety of communities served. What are your metrics or indicators for evaluating the success of these programs and initiatives?

Community/Equity/Inclusion Goal/Initiative #4 Update:
Q1 Update: 	☒ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed


5. Other Community programs and activities:
[bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340][bookmark: _Toc147425797][bookmark: _Toc147425881][bookmark: _Toc147426195][bookmark: _Toc147426227]Please describe any other Community-directed programs and activities (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these programs and activities?

On August 28th, DPR employees and other stakeholders attended a program entitled “You belong Everywhere: An Equity Roundtable.”  The program was sponsored by the Mayor’s Office of Equity and Racial Justice (MoERJ) and it highlighted senior leaders from the MoERJ, Mayor’s Office for People with Disabilities, City Commission on Human Rights, NYC Her Future and NYC Commission on Gender Equity.  The program discussed generations in the workplace, intersectionality and implementing equitable policies and practices among other topics.


V.  Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2026 Plan (e.g.,  strategic wide outreach/recruitment to cultivate broadly talented applicant pools, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 
Parks HR recruitment activities are conducted by its central HR team, as well as through teams of hiring staff operating within each borough. DEIB and HR will hold discussions to better understand how these teams complement each other’s efforts, and where, if any strategic collaborations may be strengthened.    

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

During FY 26 the Agency will continue to regularly post available positions on its Intranet. Human Resources staff will also send email blasts to employees about upcoming civil service exams, highlighting exams for titles in use at Parks.  

Recruitment Initiatives/Strategies #1 Update:
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed

1.   [Copy Recruitment Initiatives/Strategies from FY 2026 EEO plan]

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?	

Recruitment Initiatives/Strategies #2 Update:	
Q1 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed


2. [Copy Recruitment Initiatives/Strategies from FY 2026 DEI-EEO plan]

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

Recruitment Initiatives/Strategies #3 Update:
Q1 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed


3. [Copy Recruitment Initiatives/Strategies from FY 2026 EEO plan]

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?	

Recruitment Initiatives/Strategies #4 Update:	
Q1 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed

4. Please describe any recruitment efforts designed to increase the effectiveness of wide outreach to cultivate broad applicant pools in order to fill vacancies at your agency during the quarter and describe the activities, including the dates when the activities occurred.

B. Recruitment Efforts for Civil Service Exams
Pursuant to Local Law 28 (of 2023), list all recruitment events that were held by the agency to promote open-competitive civil service examinations.
	Quarter #
	Event Date
	Event Name
	Borough

	1
	7/17/2025

	DCAS 55-a Diversity Job Fair
	Queens
	1
	7/23/2025
	Mayor's Office of Public Safety at Lehman College
	Bronx
	1
	7/24/2025
	Alternatives to Incarceration (ATI) - Judge Biben
	Manhattan
	1
	8/13/2025
	Deputy Mayor For Public Safety Job Fair
	Staten Island
	1
	9/10/2025
	Rising Ground – Job Fair
	Queens
	1
	9/12/2025
	NYPL Bronx Library Center
	Bronx
	1
	9/23/2025
	Job fair Gregory Jackson Center
	Brooklyn
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]



Pursuant to Local Law 28 (of 2023) list actual expenditures related to recruiting candidates for open-competitive and promotion civil service exams.
	Borough
	Approximate Dollar
Amount ($) in Q1
	Approximate Dollar
Amount ($) in Q2
	Approximate Dollar
Amount ($) in Q3
	Approximate Dollar
Amount ($) in Q4

	Bronx
	0
	
	
	

	Brooklyn
	0
	
	
	

	Manhattan
	0
	
	
	

	Queens
	0
	
	
	

	Staten Island
	0
	
	
	



C. Recruitment Sources
List recruitment sources used to fill vacancies in the current Quarter (include Q#1)
1. [Source]	Comment by Henry, Flaveia (Parks): Bernice informed me that there were no ads placed for this quarter.
2. [Source]
3. [Source]
4. [Source]
5. [Source]


D. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2026.
[Note:  Please update this information every quarter.]

1.  Urban Fellows: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
2.  Public Service Corps: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
3. Summer College Interns: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
4. Summer Graduate Interns: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
5. Other (specify): Q1 Total: 75  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)

Additional comments: 
DPR CURRENTLY HAS 75 INTERNS: OUR INTERNS ARE CLASSIFIED AS CITY SEASONAL AIDES (CSA).



E. 55-A Program
The 55-a Program is established under Section 55-a of the New York State Civil Service Law. It aims to provide employment opportunities for individuals with certified mental or physical disabilities, allowing them to be hired into competitive civil service positions without the requirement of passing a civil service exam.

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 (09/30/2025): 5 Q2 (12/30/2026):  (#) 
Q3 (03/30/2026): (#)   Q4 (06/30/2026):  (#)

During the 1st Quarter, a total of 0 new applications for the program were received.
During the 1st Quarter 1  participant left the program due to retirement.

During the 2nd Quarter, a total of (#) new applications for the program were received.
During the 2nd Quarter (#) participants left the program due to [State reason].

During the 3rd Quarter, a total of (#) new applications for the program were received.
During the 3rd Quarter (#) participants left the program due to [State reason].

During the 4th Quarter, a total of (#) new applications for the program were received.
During the 4th Quarter (#) participants left the program due to [State reason].

The 55-a Coordinator has achieved the following goals:

  Disseminated 55-a information: 
	by e-mail:	
	☒ Yes   
	☐ No

	in training sessions:
	☒ Yes   
	☐ No

	on the agency website:
	☐ Yes   
	☒ No

	in agency newsletter:
	☐ Yes   
	☒ No

	Other: DPR Intranet page



Other Goals (if applicable):


VI. Hiring and Promotion

Please review Section VI of your FY 2026 EEO Plan and describe your activities for this quarter below:

Please list additional Hiring and Promotion Strategies and Initiatives which you set/declared in your FY 2026 EEO Plan (e.g., use of the objective structured interview practices, EEO Office approval of interview questions, review of e-hire applicant data to ensure there was broad outreach that yielded a diverse applicant pool).
	During this Quarter the Agency activities included:

	
	# of Vacancies
	# of New Hires
	# of New Promotions

	Q1
	316
	692
	59

	Q2
	(#)
	(#)
	(#)

	Q3
	(#)
	(#)
	(#)

	Q4
	(#)	
	(#)
	(#)




Please describe the steps that your agency has taken to meet these objectives.
1. Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities. 
· A career counselors’ list is posted on the agency’s intranet page. Vacancies are also posted on the intranet and at worksite, as well as in broadcast emails.

3. Reviewing the methods by which candidates are selected for a promotions, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions. (Discretionary positions are those that are not filled via civil service examination lists.)
· DEIB continues to observe interviews especially those positions that are mid to high levels. DEIB also reviews interview materials and approves interview panels.

4. Describe your agency’s procedures for selection, especially for mid- and high-level discretionary positions. vacancy posting protocols, training of hiring managers, procedures for interviewing applicants, the use of the NYCAPS Applicant Interview Log Report, and efforts to identify and eliminate structural barriers to employment.

· The agency provides Structured Interview training for all hiring managers.
· DEIB observes interviews and reviews interview materials.
· The agency utilizes a VAT system to track the hiring process and ensure that it’s consistent.
· To address structural barriers to employment, the agency expands its outreach when warranted and provides a host of ways in which employees can enhance their skills.

5. Analyzing the impact of layoffs or terminations on racial, gender and age groups. (This analysis is done pursuant to guidance from agency General Counsel and Law Department guidance.)

6. [bookmark: _Toc116503101][bookmark: _Toc116503137][bookmark: _Toc116573395][bookmark: _Toc116662135][bookmark: _Toc116662231][bookmark: _Toc116662264][bookmark: _Toc116664284][bookmark: _Toc116664345][bookmark: _Toc147425802][bookmark: _Toc147425886][bookmark: _Toc147426200][bookmark: _Toc147426232][bookmark: _Toc147425807][bookmark: _Toc147425891][bookmark: _Toc147426205][bookmark: _Toc147426237]Other: 
VII.  Training

[bookmark: _Hlk530067472][bookmark: _Toc116503107][bookmark: _Toc116503143][bookmark: _Toc116573401][bookmark: _Toc116662141][bookmark: _Toc116662237][bookmark: _Toc116662270][bookmark: _Toc116664290][bookmark: _Toc116664351][bookmark: _Toc147425809][bookmark: _Toc147425893][bookmark: _Toc147426207][bookmark: _Toc147426239][bookmark: _Toc116503108][bookmark: _Toc116503144][bookmark: _Toc116573402][bookmark: _Toc116662142][bookmark: _Toc116662238][bookmark: _Toc116662271][bookmark: _Toc116664291][bookmark: _Toc116664352][bookmark: _Toc147425810][bookmark: _Toc147425894][bookmark: _Toc147426208][bookmark: _Toc147426240]Please provide your training information in the FY 2026 Part II template (in MS Excel). For Q2, Q3 and Q4, retain all data from previous quarters in your Part II report.

VIII.  Reasonable Accommodations
Please report all reasonable accommodation requests and their disposition in the DCAS Citywide Complaint and Accommodation Database (CAD) : https://a856-ceeds.nyc.gov

The agency has entered all Reasonable Accommodation requests and dispositions in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously:

Q1:  ☒ Yes ☐ No  		Q2:  ☐ Yes ☐ No
Q3:  ☐ Yes ☐ No  		Q4:  ☐ Yes ☐ No

IX. Compliance and Implementation of Requirements Under Executive Orders and Local Laws

A. Local Law 92:  Annual Sexual Harassment Prevention training
Please provide Sexual Harassment Prevention Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).

B. Local Law 97:  Annual Sexual Harassment Complaint Reporting
☐ The agency has entered the sexual harassment complaints in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously.

Q1:  ☒ Yes ☐ No								  		Q2:    ☐ Yes ☐ No	
Q3:  ☐ Yes ☐ No  		Q4:    ☐ Yes ☐ No

☐ The agency has entered all other EEO complaints in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously.
Q1:  ☒ Yes ☐ No  Q2:    ☐ Yes ☐ No	
Q3:  ☐ Yes ☐ No  		Q4:    ☐ Yes ☐ No

☐ The agency ensures that complaint investigations are closed within 150 days (i.e., 90 days to conduct the investigation, 30 days to draft the report, and 30 days for the agency head to make a determination). 

Report all EEO complaints and their disposition in the DCAS Citywide Complaint and Accommodation Database (CAD): https://a856-ceeds.nyc.gov

C. Executive Order 16: Training on Transgender Diversity and Inclusion
[bookmark: _Toc116503111][bookmark: _Toc116503147][bookmark: _Toc116573405][bookmark: _Toc116662145][bookmark: _Toc116662241][bookmark: _Toc116662274][bookmark: _Toc116664294][bookmark: _Toc116664355][bookmark: _Toc147425813][bookmark: _Toc147425897][bookmark: _Toc147426211][bookmark: _Toc147426243][bookmark: _Toc116503118][bookmark: _Toc116503154][bookmark: _Toc116573412][bookmark: _Toc116662152][bookmark: _Toc116662248][bookmark: _Toc116662281][bookmark: _Toc116664301][bookmark: _Toc116664362][bookmark: _Toc147425820][bookmark: _Toc147425904][bookmark: _Toc147426218][bookmark: _Toc147426250]Please provide E.O. 16 Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).

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 Equal Employment Practice Commission (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 EEPC or the other auditing agency.
☐ If needed, the agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall amend the agency plan for previous FY(s) as recommended by EEPC.
☐ The agency received a Certificate of Compliance from the auditing agency in 2024 or 2025.
                 → Please attach a copy of the Certificate of Compliance from the auditing agency.



Appendix A. EEO Personnel Details
EEO Personnel For 1 Quarter, FY 2026

	Personnel Changes this Quarter:
	Number of Additions:
	Number of Deletions:

	Employee's Name & Title
	1. 
	2. 
	3. 

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

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


	

	Employee's Name & Title
	4.
	5.
	6.

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

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

	Start or Termination Date: 


	For New EEO Professionals:

	
Name & Title
	1.  
	2. 
	3. 

	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 %): 

	

	Name & Title
	4. 
	5. 
	6. 

	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 %):


Personnel Changes:		 ☐  Yes ☒  No

	
EEO Training Completed within the last two years, including the current quarter (EEO Officer and D&I Officer, respective Deputies, and all new EEO Professionals):

	Name & EEO Role
	1. AC Iyana Titus
	2.	Flaveia Henry, Dep EEO
	3.	Solita Riley, Dep Diversity Officer

	Completed EEO Trainings:

	1. Everybody Matters-EEO and D&I
	 ☒  Yes  	☐  No
	 ☒  Yes  	☐  No
	 ☒  Yes  	☐  No

	2. Sexual Harassment Prevention
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	3. lgbTq: The Power of Inclusion
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	4. Disability Awareness & Etiquette
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	5. Structured Interviewing and Unconscious Bias
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☐  Yes  	☒  No

	6. Microaggressions
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	7. EEO Officer Essentials: Complaint/Investigative Processes
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☐  Yes  	☒  No

	8. Reasonable Accommodation Procedural Guidelines
	☐  Yes  	☒  No
	☒  Yes  	☐  No
	☐  Yes  	☒  No

	9. Overview Training for New EEO Officers
	☐  Yes  		☒  No
	☒  Yes  		☐  No
	☒  Yes  		☐  No

	10. Understanding CEEDS Reports
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	11. Intersectionality and EEO Investigations
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	12. Trauma-Informed Interviewing Techniques
	☒  Yes  	☐  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No



	[Continued] EEO Training completed within the last two years, including the current quarter (EEO Officers and D&I Officers, Deputies, and all new EEO Professionals):

	Name & EEO Role:
	4. Daniel Dajani, Chief Investigator
	5. Nicole Machado, Investigator 
	6. Ashley Taveras, Investigator

	Completed EEO Trainings:

	1. Everybody Matters-EEO and D&I
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	2. Sexual Harassment Prevention
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	3. lgbTq: The Power of Inclusion
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	4. Disability Awareness & Etiquette
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	5. Structured Interviewing and Unconscious Bias
	☒  Yes  	☐  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	6. Microaggressions
	☒  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	7. EEO Officer Essentials: Complaint/Investigative Processes
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☒  Yes  	☐  No

	8. Reasonable Accommodation Procedural Guidelines
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	9. Overview Training for New EEO Officers
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☒  Yes  	☐  No

	10. Understanding CEEDS Reports
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	11. [bookmark: _Hlk213864481]Intersectionality and EEO Investigations
	☒  Yes  	☐  No
	☐  Yes  	☒  No
	☒  Yes  	☐  No

	12. [bookmark: _Hlk213864492]Trauma-Informed Interviewing Techniques
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No



	
EEO Training Completed within the last two years, including the current quarter (EEO Officer and D&I Officer, respective Deputies, and all new EEO Professionals):

	Name & EEO Role
	2. Nicole Pizarro, Analyst
	2.	Rain Credle, PDC
	3.Niyah Fernandez, Investigator

	Completed EEO Trainings:

	13. Everybody Matters-EEO and D&I
	 ☒  Yes  	☐  No
	 ☒  Yes  	☐  No
	 ☒  Yes  	☐  No

	14. Sexual Harassment Prevention
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	15. lgbTq: The Power of Inclusion
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	16. Disability Awareness & Etiquette
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	17. Structured Interviewing and Unconscious Bias
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☐  Yes  	☒  No

	18. Microaggressions
	☐  Yes  	☒  No
	☒  Yes  	☐  No
	☐  Yes  	☒  No

	19. EEO Officer Essentials: Complaint/Investigative Processes
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	20. Reasonable Accommodation Procedural Guidelines
	☒  Yes  	☐  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	21. Overview Training for New EEO Officers
	☒  Yes  		☐  No
	☐  Yes  		☒  No
	☐  Yes  		☒  No

	22. Understanding CEEDS Reports
	☐  Yes  	☒  No
	☐  Yes  	☒  No
	☐  Yes  	☒  No

	23. Intersectionality and EEO Investigations
	☐  Yes  	☒  No
	☒  Yes  	☐  No
	☐  Yes  	☐  No

	24. Trauma-Informed Interviewing Techniques
	☐  Yes  	☒  No
	☒  Yes  	☐  No
	☐  Yes  	☐  No








EEO Personnel Contact Information (Please list all current EEO professionals)
Please provide the full mailing address of the principal Agency EEO Office:
MAILING ADDRESS: (Enter Address)
EEO and D&I Staffing as of (#) Quarter FY 2026
The City EEO Policy requires there be only one leader of the EEO Office serving in the “EEO Officer” capacity and that there be only one Deputy EEO Officer.

	Roles/Functions
	Name
	Civil Service (c.s.) Title
	Office E-mail Address
	Telephone #

	EEO Officer (may have a separate active c.s. title (e.g., AC, DC, Exec Agency Counsel, etc.)
	Iyana Titus
	EXECUTIVE AGENCY COUNSEL
	Iyana.titus@parks.nyc.gov
	212-360-27707

	Deputy EEO Officer 
	Flaveia Henry
	ADMINISTRATIVE PARKS & RECREATION MANAGER
	Flaveia.henry@parks.nyc.gov
	212-360-2796

	Diversity & Inclusion Officer (or a similar business title) Deputy
	Solita Riley
	ADMINISTRATIVE STAFF ANALYST
	Solita.Riley@parks.nyc.gov

	212-360-2733

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	Cristian Castro
	Administrative Community Relations Specialist
	cristian.castro@parks.nyc.gov 
	718-760-4082

	ADA Coordinator
	
	
	
	

	Disability Rights Coordinator
	
	
	
	

	Disability Services Facilitator/PDC
	Rain Credle
	Community Coordinator
	Rain.credle@parks.nyc.gov

	

	55-a Coordinator
	Iyana Titus
	EXECUTIVE AGENCY COUNSEL
	Iyana.titus@parks.nyc.gov
	212-360-27707

	EEO Counselor
	Lilya Kane
	Administrative Staff Analyst
	Lilya.Kane@parks.nyc.gov
	(212) 830-7876

	
	Gina Berdecia
	Administrative Staff Analyst
	Gina.berdecia@parks.nyc.gov
	(718) 760-6595

	
	Michele Lignore-Diaz
	Administrative Staff Analyst
	Michele.lignore-diaz@parks.nyc.gov
	(212) 410-8364

	
	Karen Dugan
	Principal Administrative Associate
	Karen.dugan@parks.nyc.gov
	(212) 360-8206

	
	William LaCurtis
	Community Coordinator
	Bill.LaCurtis@parks.nyc.gov
	(718) 984-8266

	
	Nicole Brooks
	Community Coordinator
	Nicole.Brooks@parks.nyc.gov
	718 390 8005

	
	Corisa Robinson
	Community Coordinator
	Corisa.Robinson@parks.nyc.gov
	718-520-5905

	
	Desiree Paulin
	Administrative Community Relations Specialist
	Desiree.Paulin@parks.nyc.gov
	718-965-8906

	
	Shawn James
	Administrative Community Relations Specialist
	Shawn.James@parks.nyc.gov
	718-430-1831

	EEO Investigator
	Daniel Dajani
	Investigator
	Daniel.dajani@parks.nyc.gov
	212-360-2732

	
	Nicole Machado
	Investigator
	Nicole.Machado@parks.nyc.gov
	212-360-2730

	
	Ashley Taveras
	Investigator
	Ashley.Taveras@parks.nyc.gov

	212-360-3319

	
	Niyah Fernandez
	Investigator
	Niyah.Fernandez@parks.nyc.gov

	212-360-2729

	Investigator/Trainer
	
	
	
	

	Career Counselor(s)*
	Aneesa Bangaree
	Community Coordinator
	Aneesa.Bangaree@parks.nyc.gov
	718-722-3217

	
	Erica Grazette
	Administrative Community Relations Specialist
	Erica.Grazette@parks.nyc.gov

	718-760-6997

	
	Glen Williams
	Community Coordinator
	Glen.Williams@parks.nyc.gov

	212-830-7802

	
	Gregg Gordon
	Community Coordinator
	Gregg.Gordon@parks.nyc.gov
	212-830-7703

	
	Harpreet Rathor
	Administrative Community Relations Specialist
	Harpeet.Rathor@parks.nyc.gov

	718-760-5995

	
	Melissa Charley
	Community Coordinator
	Melissa.Charley@parks.nyc.gov

	862-206-6258

	
	Melvin Carey
	Community Coordinator
	Melvin.Carey@parks.nyc.gov
	212-830-7783

	
	Sandra Williams
	Community Coordinator
	Sandra.Williams@parks.nyc.gov

	(718) 430-4609


	
	Serry Jones
	Community Coordinator
	Serry.Jones@parks.nyc.gov
	718-430-4639

	
	Terica Mannette
	Community Coordinator
	Terica.Mannette@parks.nyc.gov
	718-760-6998

	
	Vera Jacobs
	Community Coordinator
	Vera.Jacobs@parks.nyc.gov
	212-830-7724

	EEO Training Liaison
	Alphonse Ramsey
	Administrative Community Relations Specialist
	Alphonse.Ramsey@parks.nyc.gov

	718-760-6438

	Other (EEO Analyst)
	Nicole Pizarro
	Community Coordinator
	Nicole.Pizarro@parks.nyc.gov
	212-360-2793

	Other (specify)
	
	
	
	


Note: Changes (new personnel filling the specified role). You may insert additional entries as needed. If there is an EEO Office or D & I Office role that your staff performs that is not on the list above, you may indicate it on the chart.  
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