
@
CITY OF NEW YORK

CryIL SERVICE COMMISSION

NeNcy G.CH*FFETZ,cnern I CeNrnp SrRepr _ Roona 2300
RuoyWesHrNGroN, vtcEcHAtR NsWyOnrc,Ny 10007 ^ii['fiY;. LARRYDAIS ^1^/1 GI.NI,RAI,C^UNSI:I.

cHARLES D. M.FAUL 212-615-8915

CoMMtsstoNERS www.nyc.gov/csc JoeN fucHRRos
appeals@nyccsc.nyc.gov DtRECron orl

ADMINISTMTI)N

Diversity, Equity, lnclusion and Equal
Employment Opportunity (DEl-EEO) Plan

Fiscal Yea r 2025

Civil Seruice Gommission



Table of Gontents
L Annual Commitment, Accountability, and EEO Statement (EEO Policy Statement)..'.........3

II. Recognition and Accomplishments """"""""'4
III. Workforce Review and Analysis.............. """'4
IV. EEO, Diversity, Inclusion, and Equity Initiatives for FY 2025..'...... ....'.......""""6

V. Recruitment,............... .'.'.,........"..10

VI. Selection (Hiring and Promotion).......... ........13

VIL Training............. '.".....15

Vlll.Reasonable Accommodation ......... '...'.......'.'.17

IX. Compliance and Implementation of Requirements Under Local Laws and Mayoral
Executive Orders....... .....'.'.19

X. Audits and Corrective Measures............. .......21

XI. Agency Head Signature............ .....................22

Appendix A: Contact Information for Agency EEO Personnel and Career Counselors * ............23

CSC FY 2025 Diversity, Equity, lnclusion and EEO Plan 2lPage



I. Annual Commitment, Accountability, and EEO Statement
by Agency Head FY 2025.

As Chair of the New York City Civil Service Commission, I publish this statement to confirm my
commitment to support and enforce the rights and protections afforded by the New york city EEo
Policy, the City and State Human Rights Law, and all other relevant laws, for all employees,
applicants for employment, external contractors, consultants, agency partners, and members of
the public served by our Agency.

Our city is built on the strength of diversity reflected by people of all backgrounds. I will strive to
achieve the greatest possible diversity among our workforce by encouraging an inclusive culture
of openness, tolerance, and cooperation. Consistent with this commitment, I will pursue equity in
the recruitment, selection, development, advancement, and retention of a diverse workforce and
will examjne and eliminate any structural obstacles to equal treatment.

Therefore, lwill strive to maintain a safe and respectful working environment and will remind all'
employees that the City of New York does not tolerate discrimination in any form because it has
no place, either in the workplace or in our interactions with the public. lwill involve our
commissioners and managers as my leadership team to enhance and promote the values of
equity, inclusion, and respect for all.

All agency staff and Commissioners must be compliant with the City's EEO Policy and the.
implementation of this Diversity, Equity, lnclusion and EEO Plan. lwill therefore hold my
leadership team accountable for ensuring that no one at the Commission will discriminate against
employees, applicants for employment or Appellants. We shall support the diversity, equity, and
inclusion initiatives by observing EEO mandates and working with dedication to attain agency
goals.

To that end, Iwill include our EEO Officer in critical human resources decisions, such as'
recruitment and selection strategies, workforce projections, succession planning, promotion of
training/career development opportunities, and strategic planning. ln furtherance of this objective,
we will report to DCAS on the steps undertaken to comply with all legal mandates and the
provisions of the various Executive Orders and laws prohibiting employment discrimination in New
York City, and on the progress in implementing this plan.

The Agency EEO and Diversity, Equity and Inclusion Officer, Joan Richards, will serve as the
CSC's primary resource in addressing EEO issues by providing best practices and direction. Her
contact information is irichards@nyccsc. nvc.qov; phone number 212-615-8901.

During this Fiscal Year 2025, Iwill announce this Commitment Statement to my fellow
Commissioners and our employees, to affirm the principles of diversity, inclusion, and equal'
employment opportunity, and to communicate our dedication to equity and all values that drive us
toward this goal.

tr This statement is the same as last year.

NOTE: lf this statement has been in use for more than lgg years the Agency Head should issue a revised
statement.

X This statement will be disseminated to all employees in the agency.
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u. Recognition and Accomplishments

As part of our commitment to DEI and EEO our agency completed several trainings including all

mandatory trainings that were due. Our accomplishments are:

1. The Civil Service Commission ("CSC") employees completed trainings in:

LGBTQ: The Power of lnclusion, Disability Awareness and Etiquette, Sexual Harassment
Prevention and Conflict of lnterest trainings.

2. The CSC's NYC Domestic and Gender Violence Prevention policy was distributed to all staff
via email on October 16,2023, to inform and refresh employees'knowledge and awareness.

3. ln addition to these, the EEO Officer completed the following trainings: EEO Essentials and

Leveraging Employee Value Proposition and Employer Brand to lmprove Diversity".

4. Our small workforce continues to maintain a composition of three different racial/ethnic groups.

5. There were no sexual harassment or EEO complaints this past year.

No employee recognition or service awards were handed out.

ut. Workforce Review and Analysis

Please provide the total agency headcount as of 613012024

Total Headcount: 11

[Pursuant to Local Law 27 (2023), provide an analysis of your agency's compensation data and
measures to address pay disparity and occupational segregation in FY 2024.

The term "occupational segregation" means a group's under-representation or over-
representation in certain jobs or fields of work, when such group is protected by the employment
related provisions of the city's human rights law and such group does not benefit from greater
pay, responsibility, flexibility, stability, prestige, or other indicators of job desirability.

1. [While DCAS will engage an external vendor to conduct a pay equity analysis of the city

government workforce, agencies must conduct their own analysis of compensation
practices and measures to address pay disparity and occupational segregation with regard

to the various titles they use.

. Describe your agency's analysis of compensation data, including conformity with

collective bargaining agreements and Mayor's Personnel Orders (MPO).
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There is no apparent pay disparity or variation in salary within the same title among the employees
and Commissioners when compared by years of service.

2. IDescribe

ln FY 2025, the agency will remind and encourage its employees to update self-lD
information regarding race/ethnicity, gender, and veteran status through any of the
following means:

X NYCAPS Employee Self Service (by email; strongly recommended every year)

tr Agency's intranet site

X On-boarding of new employees

tr Employees unable to complete the self-identification form using ESS will be provided
an opportunity to submit paper form to the EEO Office.

X ln FY 2025, the agency will inform and remind employees of the option to add
preferred name in ESS.

Below please provide the number of employees in your agency whose demographic
information is unknown (these numbers are available on the total line of CEEDS report
EBEPR210).

Unknown Race/Ethnicity _0_ Unknown Gender_O_ Unknown Both

_0_

X The agency conducts regular reviews of the CEEDS workforce reports, and the
summary dashboard sent to the EEO Officer by DCAS' Citywide Equity and lnclusion
(CEl) to provide demographic data and trends. The review includes an analysis of
workforce composition by job title, job group, race/ethnicity, and gender for all
employees; new hires, promotions, and separation data; and utilization analysis.
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its recruitment plans and efforts to reduce/eliminate underutilization.]



Agency Head

X Quarterly tr Semi-Annually tr Annually ! Other

Human Resources

X Quarterly D Semi-Annually tr Annually

General Counsel

tr Quarterly u Semi-Annually D Annually

Other (_specify)

D Other

! Other

tr Quarterly ! Semi-Annually tr Annually n Other

X The agency review entails a discussion concerning perceived workplace barriers for
job groups that may surface in underutllization reports and for factors that may be
creating these barriers (e.9., hiring patterns in specific job titles).

tv. EEO, Diversity, lnclusion, and Equity lnitiatives for FY 2025
[State below the goals of your strategy for FY 2025 and[State below the goals of your strategy for FY 2025 and programs focused on promoting equity,
increasing diversity, assuring equal employment opportunity, and enhancing the value of
inclusion at your agency. Categorize your goals according to the strategic area targeted.l

A. WORKFORCE
State your Agency's general goals and strategies to
to enhance your agency workforce.

[Workforce goals should be directed at the composition
retention, promotion, and professional development.]

The Civil Service Commission ("CSC") will continue to maintain a work environment that
encourages collaboration, flexibility, and fairness to enable individuals to contribute their
full potential to their work. All CSC staff receives EEO diversity training, and a refresher
is scheduled for January 2025. The training is for employees to gain familiarity with the
subject matter and acquire new knowledge and information on best practices in this area.

fln addition to the strategic goals above, please indicate here specific actions and
initiatives planned with respect to Workforce.l

Planned Programs, lnitiatives, Actions aimed at Workforce:

cused on promoting t

enhance DEI and EEO aimed

of your workforce, recruitment,
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[Describe how your agency will address underutilization in FY 2OZS. please mention
here major job groups experiencing underutilization of women and minorities in your
agency, and how your agency plans to address the underutilization. This should also
include details of how the quarterly reports and dashboards will be used, partnership
with the human resources office, initiatives around targeted recruitment, professional
development for existing employees, and focus on civil service exams.l
[Also describe special initiatives to enhance equity, inclusion, and race relations in your
agency programs and activities. Pay attention to age inclusivity, non{raditional minorities
inclusion initiatives, engagement of traditional and older employees in inclusion efforts and
discussion forums.l
Your actions listed below require Internal agency collaboration and are not limited to the
EEO Office.

[Note: Please address the specific recruitment, selection and promotion strategies,
sources, and procedures in Sections V and Vl, below.]

There are no major job groups experiencing underutilization of women and minorities in
this agency. We will continue the use of the quarterly reports and dashboards to assist
us in assessing our hiring practices for any evidence of underutilization. The
Commission plans to maintain its current composition of 55% minorities and will continue
to employ efforts in recrurtment, maintain high levels of diversity among our employees.
We will continue to advertise vacancies on the City Jobs website and in DCAS' monthly
newsletter.
Employees are encouraged to tale open competitive, promotional exams as well as
professional development classes for the advancement of their careers.

B. WORKPLACE
State your Agency's general goals and strategies to enhance DEI and EEO aimed
to enhance your agency workplace and cultural environment.

[Workplace goals have to do with inclusion, workplace culture, and employee activities.]
The Civil Service Commission has created and will maintain a work environment that
encourages collaboration, flexibility, and fairness to enable individuals to contribute their
full potential to their work. Where possible, job enrichment and cross training will be
utilized to motivate employees to learn new tasks and expand their skill set.
The CSC provides DCAS Online Computer-based training which includes a discussion of
the City's EEO Policy, employee rights and responsibilities under the City's EEO Policy,
discrimination complaint procedures, reasonable accommodation procedures, preventing
hostile work environment, retaliation, and sexual harassment.

In addition to the strategic goals above, please indicate here specific actions and

initiatives planned with respect to Workplace.l
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Planned Programs, tnitiatives, Actions aimed at Workplace:

tr Promote employee involvement by supporting Employee Resource Groups (ERGs).

List below the names of existing ERGs:

1. Staff is informed and continuously reminded of the identity and contact information of
the EEO Officer/Career Counselor who handles requests for reasonable accommodations
and oversees the administration of all mandatory trainings

2. We will continue to celebrate the diversity of our agency staff at our annual holiday
luncheon. Employees contribute to a luncheon menu consisting of food and drinks that
represents their culture and attendees have enjoyed sharing information specific to their
ethnicity.

X Agency does not presently have any ERGs.

tr Agency will create a Diversity Council to leverage equity and inclusion programs

tr Agency Diversity Council is in existence and active

tr Agency will sponsor focus groups, Town Halls and learning events on race, equity, and
inclusion

X Agency will inform employees of their rights and protections under the New York City
EEO Policy

X Agency will ensure that its workplaces post anti-hate or anti-discrimination posters
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[Describe specific actions designed to create inclusive workplace culture, enhance
Lquity, and initiatives undertaken to address race relations in the agency. (e.9., modeling

_",._J_1 ___./.J

[Also describe special initiatives to enhance equity, inclusion, and race relations in your
agency programs and activities. Pay attention to age inclusivity, nontradltional minorities
inclusion initiatives, engagement of traditional and older employees in inclusion efforts and
discussion forums.]



c. coMMUNlrY and EQUtry, tNcLUstoN and RACE RELATIONS
State your Agency's general goals and strategies to enhance DEI and EEO in areas
of Community and Race Relations.

[Community goals should be directed at the external environment of your agency, that is
the public, communities, organizations, and other entities served by ybur agency.l

The Commission provides a variety of ways through which appellants may gain access to
the services provided. Appellants may submit appeal requests and supporting
documentation via the Commission's appeals portal, emails, US mail and in person at our
client services window. The commission serves all NYC residents regardless of ethnicity,
age, sexual orientation, or religion.

Planned Programs, lnitiatives, Actions aimed at community, Equity and Race
Relations:

In addition to the strategic goals above, please describe in details specific initiatives,
programs and policies planned with respect to your agency's services to the community.
This should include initiatives to enhance equity, improve community relations and
increase awareness about services offered by your agency.]

[Also describe special initiatives to enhance equity, inclusion, and race relations in your
agency programs and activities. Pay attention to age inclusivity, non{raditional minorities
inclusion initiatives, engagement of traditional and older employees in inclusion efforts and
discussion forums.l

The Commission's Chair and Vice-Chair continue to solicit ideas, feedback, and
suggestions from all staff and encourages staff involvement in developing programs and
procedures that will improve our work environment. When developing programs and
procedures, periodic meetings between Legal and Administrative staff will be conducted
to glean ideas and suggestions. Results from these meetings will be presented to
agency leaders in weekly Commissioners meetings for review and subsequent
implementation.

Additionally, the Agency Head continues to distribute via email communicatron regarding
equity, inclusion, and race relations annually. These emails remind employees of the
city and agency's intolerance of discrimination.

[Please select below the options that apply to your agency.]

ln FY 2025, the agency will:

X Continue or plan to promote diversity and EEO community outreach in providing government
services. The development and utilization of the agency's appeals portal is an initiative that
affords the Commission a greater reach in providing services to NYC residents. The appeals
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portal is a public facing tool providing access to all who wish to file appeals with the

bommission regardless of age, race, sex, religious beliefs or other identifying factors.

X Promote participation with minority and women owned business enterprises (MWBES)

tr Expand language services for the public

V. Recruitment

A. Recruitment Efforts

[Summary of Recruitment Efforts - lnclude proactive strategies and practices your agency will
use to build and retain a diverse and inclusive workforce. Strategies should include steps that
will be taken to promote discretionary positions, use of underutilization reports to inform
recruitment efforls, and review of current policies procedures and practices related to
recruitment and training hiring managers and recruiters on DEI courses.

NOTE. This section must be prepared jointly by Agency DEI-EEO and HR.

The agency will promote employee awareness of promotion and transfer opportunities within
the agency and will consider its employees for these opportunities. ln additlon, employees
are provided with a link to DCAS' civil service exam website where they may access
information regarding up-coming civil service exams.

The CSC continues to ensure that human resources personnel and supervisors involved in
the recruitment and hiring process all padicipate in courses such as Unconscious Bias
Structured lnterviewing where they are trained in interviewing, selection, hiring skills and EEO
to enable such individuals to correctly identify the most capable candidates.

The CSC will continue to assess our recruitment efforts periodically to ensure that no group
is adversely impacted by our recruitment efforts.

The EEO officer continues to submit a quarterly report on the agency's workforce composition
to the Agency Head to identify and address any barriers to equal employment. On a quarterly
basis the EEO personnel meets with the agency head to monitorthe agency's hiring practices,
as well as policies, programs or procedures regarding recruitment, selection, compensation,
promotion, training (including structured interviewing), and EEO-related compliance.

B. Recruitment for Givil Service Exams

[Summary of recruitment efforts that will be
competitive and promotion civil service exams.l

CSC FY 2025 Diversity, Equity, lnclusion and EEO Plan
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ln FY 2025 the Commission will continue to promote open competitive and promotion civil
service exams by distributing exam announcements as soon as they are published. We will
continue to encourage employees to take exams that may advance their careers and result in
promotion to higher civil service titles. We will also encourage employee to assist with the
distribution of notices regarding exam openings.

List any planned recruitment events for FY 2025 that will be held by the agency to promote
open-competitive civil servtce examinations. [This list should be updated in your quarterly
reportsl

Event Date Event Name Borouqh
none none none

List planned expenditures for FY 2025 related to recruiting candidates for open-competitive
and promotion civil service exams.

Borough Approximate Dollar Amount ($)

Bronx 0

Brooklyn 0

Manhattan 0

Queens 0

Staten
lsland 0

Other
(include
online)

0

C. Recruitment Sources

1. The resources listed below have resulted in previous hires and the current diversity of our
workforce.

1. Civil Service Exams
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2. Dept. for the Aging, Title V Program

Law School Recruitment

New York City Jobs

D. I nternsh ips/Fellowsh ips

opportunities.l

The agency provided the following internship opportunities in FY 2024.

3.

opportunities for interns to advance to entry-level positions in your agency? Dld the agency hire
interns in the past? Explain the reason if your agency does not offer internship /fellowship

Type of
lnternship\Fellowshi

p

Total Race/Ethnicit
y .[#s]

* Use self-lD
data

Gender. [#s]* Use self-lD data

1. Urban Fellows M _ F_ Non-Binary _
Other Unknown

2. Public Service
Corps

0 M _ F_ Non-Binary _
Other Unknown

3. Summer College
lnterns

0 M _ F_ Non-Binary _
Other Unknown

4. Summer Graduate
lnterns

0 M _ F_ Non-Binary _
Other Unknown

5. Civil Service
Pathways Fellows

0 M _ F_ Non-Binary _
Other _ Unknown

6. Other (specify): 0 M _ F_ Non-Binary _
Other Unknown
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E. 55-a Program

Section 55-a of the New York State Civil Service Law allows a qualified person with a certified
mental or physical disabllity to be hired into a competitive civil service position without having to
take and pass a civil service examination. The City encourages agencies to use the 55-a program
as a tool to build a diverse workforce and create greater access to City employment for qualified
candidates with disabilities.

Presently, the agency employs _0_ [number] 55-a participants. [Enter '0' if none]
There are _0_ [number] parlicipants who have been in the program less than 2 years.

ln the last fiscal year, a total of _0_ [number] new applications for the program were
received and _0_ participants Ieft the program due to [state reasons] _N/A_.

a

a

a

[Describe your agency's plans to utilize the 55-a Program to hire and retain qualified individuals
with disabilities. This should include the goals for the Program, strategies your agency will use to
educate hlring managers and those involved in the recruitment pro-cess, ,ny it",uttlnges your
agency has or foresee in recruiting and hiring 55-a candidates. lf your agency hires for competitive
titles and does not use the program, please explain why.l

X Agency uses mostly non-competitrve titles which are not eligible forthe 55-a Program.

n Agency does not use the 55-a Program and has no participating employees.

Vl. Selection (Hiring and Promotion)

NOTE: This section must be prepared jointly by Agency
the activities and plans of Agency Career Counselors
questions in C) below.

A. Career Counselors

HR and DEI-EEO. HR must describe
in A) below. EEO must respond to

The Career Counselor will continue to fonvard all announcements of open competitive and
promotional exams to staff encouraging them to apply take exams that may result in the
advancement of their careers. The Career Counselor conducts career counseling during annual
evaluations and upon request. The agency provides employees with information and advice on
promotional opportunities, civil service exams and career development. We will continue to inform
employees of scheduled examinations. Whenever the need arises, the Commission will offer
assistance for the completion of examination filing.
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B. New Hires and Promotions

The Civil Service Commission consists of five Commissioners, all of whom are appointed by
the Mayor of the City of New York and confirmed by the City Council. Therefore, high-level
discretionary appointments are not within the purview of this Commission. There are no mid-
level new hires anticipated soon.

For lower-level hiring, the EEO Officerworks with agency head to ensure that hiring managers
receive required training in Equal Opportunity practices, structured interviewing, and
unconscious bias. lnterview questions will be reviewed and approved by agency head, hiring
manager and EEO officer.

C. EEO Role in Hiring and Selection Process

[Briefly detail which stages of selection involve your EEO Officer (pre- and post-selection).]

ln FY 2025, the agency EEO Officer will do the following:

X Ensure that all vacancy announcements include the revised NYC EEO Anti-Discrimination
Statement.

X Review vacancy postings to ensure elimination of language that has the potential for gender
and age stereotyping and other unlawful discrimination. (lt is recommended to use gender-
neutral terms and pronouns and language that is age-inclusive).

X Actively monitor agency job postings and ensure recruitment strategy aligns with the diversity
goals of the agency.

X Provide consultation regarding creation/review of objective criteria for evaluating candidates
for hire or promotion and applying those criteria consistently to all candidates.
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procedures for selectlon, especially for mid- and high-level discretionary positions. Acti
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applicants, the role of the EEO Officer in the selection and promotion actions, the use of the
NYCAPS Applicant lnterview Log Report, and efforts to identify and eliminate structural
barriers to employment,l



X In collaboration with the Director of Human Resources, review interview questions to ensure
that they are EEO-compliant, job-related, and required by business necessity.

X Assist the hiring manager if a reasonable accommodation is requested for an interview.

X Advise Human Resources to use candidate evaluation form for uniform assessment and
equity.

X Periodically review candidate evaluation forms and conduct a job applicant analysis via the
NYCAPS eHire Applicant lnterview Log and/or SmartRecruiter reports to advise Human
Resources of any demographic trends and/or EEO concerns based on available self-lD data.

X Review hiring package to evaluate that the selection process was conducted in accordance
with EEO best practices.

E Other:

D. Layoffs

During periods of layoffs, terminations, and demotions due to legitimate business/operational
reasons, what is your protocol for analyzing the impact of such actions based upon gender, race,
and age? [/f is mosf useful to conduct this anatysis prior to finalizing the list of tittes that witl be
impacted. Ensure that the Agency General Counsel and the Law Depaftment are involved in the
review,l

tr The agency will use the DCAS Layoff Procedure as guidance, should there be any layoffs,
terminations, and demotions due to legitimate business/operational reasons in FY 2025.

tr The agency will analyze the impact of layoffs or terminations on racial, ethnic, gender, age
groups, and people with disabilities.

X Where layoffs or terminations would have a disproportionate impact on any of these groups,
the agency will document that the targeted titles or programs were selected based on objective
criteria and justified by business necessity.

. X The Agency Personnel Officer, EEO Officer and General Counsel will be involved in making
layoff or termination decisions. lt should be noted that layoffs must be conducted by seniority in
compliance with civil service law (for competitive titles) and union contract (for non-competitive
and labor class titles).

Vll. Training

[Please refer to Section lX to ensure the agency complies with training requirements under
local laws and Executive Orders.l
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Training Topic Type of Audience
(e.9., All Staff, Front-line
Employees, Managers,

Supervisors, etc.)

Goal Number
of

Participants

Projected
Dates

1. Everybody Matters: EEO
and Diversity & lnclusion
Training for NYC
Employees (e-learning)

All employees - Biennially
(Cycle 2 must be
completed by March 31,
2025.)

11 0110112025 to
01t31t2025

2. Everybody Matters: EEO
and Diversity & lnclusion
Training for NYC
Employees
(classroom/live webinar)

All employees - Biennially
(Cycle 2 must be
completed by March 31,
2025 )

3. Sexual Harassment
Prevention (e-learning)

All employees - Annually
(Cycle 7 runs between
September 1, 2024
August 31,2025)

11 04t01t2025

4. Sexual Harassment
Prevention (classroom/live
webinar)

All employees - Annually
(Cycle 7 runs between
September 1, 2024
August 31,2025)

5. lgbTq - Power of lnclusion
(e-learning)

Managers, Supervisors,
and Front-line employees
(must be completed by
March 31,2026)
All other employees

6. lgbTq - Power of lnclusion
(classroom/live webinar)

Managers, Supervisors,
and Front-llne employees
(must be completed by
March 31,2026)
All other employees

0210112025 to
03t01t2025

7. Disability Awareness and
Etiquette

8. Structured lnterviewing and
Unconscious Bias
(classroom/live webinar)

9. Other (specify)

10. Other (specify)
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Vlil. Reasonable Accommodation
[Please indicate the actions your agency will take to ensure that the process of reviewing
reasonable accommodation requests is compliant with the EEO Policy as well as the applicable
federal, state, and local laws. Additionally, please detailany best practices currenfly implemented

. in this area. Lastly, please describe youi current appeal piotocol.l

The Commission will continue to provide reasonable accommodations to persons with
disabilities, for religious observations and practices, and for victims of domestic violence,
sex offenses, stalking, pregnancy, childbirth, and related medical conditions, unless the
provision of these accommodations would create undue hardship on the CSC.

' The CSC follows the Citywide Reasonable Accommodation procedure. Due to our small
workforce, reasonable accommodation requests are completed in an expedited
timeframe and determinations are issued well before the required 1S-day timeframe.
Applicants consult with the EEO officer, appropriate documentation is sought, the
completed reasonable accommodation request form along with required documentation

' is submitted to agency head for approval and final determination is submitted in writing to
the applicant, supervisor, Human Resources and EEO files.

Medical records submitted along with reasonable accommodation requests are handled
with confidentiality and locked away in EEO records. Information collected during this
process is maintained on separate forms and in separate medical information records.' Managers and supervisors are informed of an employee's necessary work restrictions
and any accommodations granted.

X Managers, supervisors, human resources personnel and discipline personnel are required to
. report to the EEO Office any reasonable accommodation requests and needs that are

received, observed, learned about, or suspected, so that the EEO Office may facilitate
discussions, research appropriate accommodations, and assist with the resolution of the
matter.

X Absent of any undue hardship, the agency provides reasonable accommodation for disability,

. religion, victims of domestic violence, sex offense and stalking, pregnancy, childbirth, or a
related medical condition.

X The agency follows the City's Reasonable Accommodation Procedure.

X The agency implemented the modifications of Reasonable Accommodation Procedure
announced in May 2024.

' X The agency initiates the cooperative dialogue within 10 days from the request for Reasonable
Accommodation.

X The agency grants or denies request within 15 days after from the conclusion of cooperative
dialogue.

, X When necessary, in certain time-sensitive circumstances the agency conducts and expedited
review and grants or denies request in less than 15 days.
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x The Agency Head or designee must review and grant or deny an appeal fifteen (15) days after

submission of appeal.

tr lf the review and decislon on appeal is not done by the Agency Head.

Provide the name and title of the designeel :

! The designee reports directly to the Agency Head.

E The agency will input the Reasonable Accommodation activity on the DCAS Citywide

Complaint and Reasonable Accommodation (CAD) Database and update the information as

needed.

r EEo officer and General Counsel should NoT be appointed as agency head designee for review of
appeals to reasonable accommodation decisions. Refer to the revised guidelines below. Note the
conflict of interest; in the event of an external challenge to the denial of a reasonable
accommodation, the agency's General Counselwould be tasked with defending the agency against
a decision in which that office was a decision maker on appeal.
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lX. Compliance and lmplementation of Requirements Under
, Local Laws and Mayoral Executive Orders

A. Local Law 92 (2018): Annual Sexual Harassment Prevention training

' X The agency plans to train all new employees on Sexual Harassment Prevention within 30 days
of start date.

X The agency will train all current employees on Sexual Harassment Prevention (Cycle 7 -
September 1, 2024 - August 31, 2025) as indicated in the Section Vll Training above.

B. Local Law 97 (2018): Annual Sexual Harassment and Complaint Reporting

X The agency will ensure that sexual harassment complaints, and all other EEO complaints, are
investigated and closed within 90 days.

X The agency will input sexual harassment complaint data, as well as all other types of
complaints, on the DCAS Citywide Complaint and Reasonable Accommodation (CAD)
Database, contemporaneously update the information, and affirm the data in a timely manner
when requested by DCAS.

C. Local Law 121 (20201: Age Discrimination Training

X The agency plans to train all new employees on Everybody Matters: EEO and Diversity &
lnclusion Training for NYC Employees within 30 days of start date.

X The agency will train all current employees on Everybody Matters: EEO and Diversity &
lnclusion Training for NYC Employees (Cycle 2: April 1,2023 - March 31,2025) as indicated
in the Section Vll Training above.

. D. Local law 27 (2023): Access to Workplace Facilities

X Employees have access to gender appropriate bathrooms and lactation rooms.

X Employees are provided with information on how to request workplace accommodatrons and
. has access to respective facilities, including access for individuals with disabilities.

[Local Law 27 requires listing a summary of schedule and workplace accommodations that are
provided by your agencyl. Select the types of accommodations that your agency has provided to
your workforce in FY 2024.
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E Reassignment

X Modification of Work Schedule

X Flexible leave

X Modification or Purchase of Furniture and Equipment

n Modification of Workplace Practice, Policy and/or Procedure

X Grooming/Attire

E. Local Law 27 (20231; Diversity and lnclusion Training for FY 2025

X List of diversity and inclusion training for FY 2025 is included in section Vll of this annual

Plan.

1. EEO Everybody Matters
2. Sexual Harassment Prevention
3. LGBTQ: The Power of lnclusion

F. Local Law 27 (20231i Workforce lnformation Report for FY 2024

X The agency will submit the mandated annual report with workforce information to the Mayor,
the Speaker of the Council, the Department of Citywide Administrative Services, and the
Equal Employment Practices Commission by September 30,2024.

G. Local Law 28 of (2023): Diverse Recruitment and Retention in City Government

Under LL 28 (2023), agencies must provide information about agency-specific training programs
that are required for, or relevant to, an applicant's appointment to a position based on an open-
competitive or promotional civil service examination. Additionally, agencies must provide
information on expenditures related to recruiting candidates for open competitive and promotional
civil service examinations, a list of recruiting events to promote open-com petitive civil service
examination and a list of any preparatory materials developed for applicants or potential
applicants for open-competitive and promotional civil service examinations.

E The agency submitted all information required by LL 28 lor FY 2024 using the form and
templates provided.

H. Executive Order 16: Training on Transgender Diversity and Inclusion

Under Executive Order No. 16 of2016, the agency must provide supervisory and front-line staff
training approved by DCAS on transgender diversity and inclusion. Pursuant to Executive
Order No. 16, this training must be provided to all newly hired supervisory and managerial
employees and line staff whose work tasks involve contact wlth the publii. The current Cycle 5
runs from Apnl 1,2024, to March 31,2026.

X The agency plans to train all new employees within 30 days of start date.
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All managers, supervisors, and front-line employees will be retrained every two years, no
laterthan thethird quarterof the Fiscal Year, as indicated in Section Vll Training above.

ln addition, all other employees will be trained or re-trained every two years, as indicated in
Section Vll Training above.

The agency will ensure that the Transgender Restroom Access notice/poster is posted where
required, e.9., on bulletin boards, near restrooms and, in digital form, where other EEO notices
and announcements can be found.

X. Audits and Corrective Measures

[Please check the statement(s) that apply to your agency].

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

X The agency is currently being audited or preparing responses to an audit conducted by the
EEPC or 

- 

[another governmental agency - please specify] specific to our EEO
. practices. Upon forwarding our responses to the recommendations issued by the EEPC, the

agency will submit to OCEI an amendment letter, which shall amend the agency plan for FY
2024 to include and implement EEPC recommendations that will be implemented during the
fiscal year.

I The agency is subject to any other oversight or review by a federal, state or city civil rights
agency [please specify] [Please attach a copy of the document setting out the oversight
parameters and the agency's most recent report to the oversight agency.]

tr Within the last two years the agency was involved in an audrt conducted by the EEPC or
[another governmental agency - please specify] specific to our EEO practices.

The agency will continue/be required to implement corrective actions during the year that this
plan is in effect [please attach a copy of the audit findings.]

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

copy of the Certificate of Compliance from the auditing agency.l

X

N

x

D

tr
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Xl. Agency Head Signature

of Agency Head
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agency receives approval of the plan by DCAS.I



Appendix A: Contact lnformation for Agency EEo personnel
and Career Counselors *

Aqencv EEO Office mailinq address:

1 Centre Street,
Room 2300N, NY, NY 10007

1. Agency EEO Officer Joan Richards J richa rds @ nvccsc.nvc.oov 212-61 5-8901

2,
Agency Deputy EEO

3.
Agency (Chief)
Diversity & lnclusion
Officer lif appointedl

4.
Chief Diversity
Officer/Chief MWBE
Officer per E.O. 59

5. ADA Coordinator Joan Richards

6.
Disability Rights
Coordinator Joan Richards

7.
Disability Services
Facilitator Joan Richards

8. 55-a Coordinator

v. EEO lnvestigator(s)

23 lPage

[Please provide contact information (name, title, e-mail, telephone number and full office
address if different from the main address above, for the following EEO and HR roles at your
agency. lf several roles are performed by the same individual enter only the name in further
entries. lnsert additional rows as needed. NOTE: lnclude staff performing any of EEO or HR-
related roles in this listing even if they work in another part of the agency and not in the Office of
DEI-EEO.
*To prevent potential conflicts, the Career Counselor should not be within the EEO Officel

Title/Function Name I
Email

. CSC FY 2025 Diversity, Equity, lnclusion and EEO Plan



10. Career Gounselor(s) Joan Richards

11. EEO Training
Liaison(s)

Joan Richards

12. EEO Counselor(s)

13. Other (specify)

CSC FY 2025 Diversity, Equity, lnclusion and EEO Plan 24lP a g e



The New York City Equal Employment Practices Gommission

hereby issues this

Determination of Gompl iance

,0,,,,1"J,1ilili3;:ig'1.331;ll,lli',,,0n

Evaluation of Employment Practices with a Focus on Underutilization
From July 1,2021, to this date.

0n this 31"' day of 0ctober in lhe yeat 2024

ln care of Commissioner and Chair Nancy G. Chatfetz
and Principal EEO Professional Joan Richards

L



Equal Emplofnent
Pracdces Gommissbn

Ald.lo Rd.cl Bonih Ed.D- MP

Chgr/Commissioner

Eblrlc S. R.lir E8q.

ViEQrai./Corn m assioner

MlnG.. Alc.ntara, EdO.
NSod O*.ro, Esq,

Nlcob Y..rwood, MPA

CommlssiorErs

Jaanna M, VLro,
Eracdiw Orrector

25il &!.dwty
Sulto @2
N.w Yo.lq NY 10007

212. 615. 8939 rer.

272.616.2724t x

BY EMAIL

october 31, 2024

Nancy G. Chaffetz
Commissioner and Chair
New York City Civil Service Commission
1 Centre Street, Room 2300N
New York, New York 10007

Re: Resolution#2024AP/27G134-(2O24\C2I
DEtERMINATION: Compliance

Dear Commissioner Chaffelzl

On behatf of the members of the Equal Employment Practices Commission
(EEPC), I write to inform you that pursuant to New York City Charter Chapter
36, Section 832(c), the EEPC'S Board of Commissioners has approved the
attached DetermiD a$on of Compliance.

As you are aware, the EEPC is required to audit, evaluate, and monitor your
agency at least once e\rery four (4) )€ars to ensure the New York City Civil
Service Commissaon's compliance with federal, state, and local laws and
regulations, best practices, and policies and procedures that increase equal
employment opportunity for minority and women employees and applicants.
The New York City Civil Service Commission's successful clmpletion of the
EEPC'S Emproyment Pracll'c€s Audit (Focus on UnderutilEation)
demonstrates its commitment to implementing employment policies and
practices that encourage and maintain a workplace free from unlawful
discrimination and promote equality of opportunity.

Thank you and Principal EEO Professional Joan Richards for the cooperation
extended to the EEPC during the course of our audit of your agency's
employment and EEorelated practices. We look fonvard to working with you

and the New York City Civil Service Commission to ensure equal employment
opportunity in the City of New York.

Sincerely,

HK,(TW
Chair/Commbsioner

Enc.

Joan Richards, Principal EEO Professional, GSC



Equal Employmert
Practic,es Commission

Monitoring of Employment Practices whh a Focus on Underutilization
RESOLUTION NO.

2024 P /27 G!3412O24)C27
New York City Civil Service Commission

Commissioner and chair Nancy G. Chaffetz:
DETERMINATION: COMPLIANCE

Corrective Ac'tlon(s):

Period Audit Covered:

Preliminary Dete.m inauon bsued:
Final DeGrmln6tl,on lssued:

ComplianceMonitorinE:

SYNOPSIS

Total:3
July 1, 2021 to Decembe( 3L,2023
October 11,2024 Response Received

@(obet 23 , 2024 Response Received

ocl)bet 2L.2024
October 30, 2024

Required November 1, 2024 to February 28,2025
without extension

Whereas, pursuant to Chapter 36, Sectaons 830(a) and 831(dX2) and (5) of the New York City

Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, revieu
evaluate, and monitor the employment procedures, practic€s and programs of city agencies and other
municipal entities (hereinafter 'entities") and their efforts to ensure fair and effective equal

employment opportunity (EEO) for minority group members and women who are employed or seek

employmenl and to recommend practices, procedures, approaches, measures, standards, and
programs to be utilized by such entities in these efforts; and

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC

has adopted un iform standards for auditing agencies and municipal entities, and minimum standards
for auditing community boards, to review, evaluate, and monitor entities' practices, procedutes,

approaches, measures, standards, and programs for compliance with federal, state, and local laws

and regulations, and policies and procedures to increase equal opportunity for women, minorities' and

other employees and job applicants identified for protection from discrimination; and

Wheraas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a

determination pursuant to Charter Section 831(d) whether any plan, program, procedure, appr@ch'
measure, or standard adopted or utilized by any municipalentity does not provide equal employment
opportunity, and the EEPC'S determinations of compliance or non{ompliance and prescribed

corrective action are required by, or consistent with federal, state, and local laws and tegulations' and
policies and procedures to increase equality of opportunity for women, minorities' and other
employees and job applicants identified for protection from discrimination; and

Whereas, the EEPC conducted an audit, review, and evaluation of the New York City Civil

Service Commission's Employment Practices with a Focus on Underutilization; and

Whereas, pursuant to the audit, review, and evaluation of the New York City Civil Service

Commission's Employment Practices with a Focus on Underutilization, the EEPC issued a Preliminary
Determination, dated October 77,2024, setting forth findings and the following corrective actions
required to remedy areas of non€mpliance:
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1. Annually inform employees ofthe Disability Rights Coordinator's contact information.

2. Demonstrate the use (redacted) of an applicanvcanduate log or tracking system that tracks
the hiring lifecycle. At a minlmum, the applicanyca ndidate log or tracking system must
include veteran status, interviewers' names, interview date, and reason selected/not selected
for each applicant (disposition reason).

3. Remind employees of the identity/type of guidance available from the Career Counselor at
least annually.

Whereas, within a two-week deadline following the EEPC'S Preliminary Determination, the
entity submitted a preliminary response; and

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the
EEPC issued a Final Determination on October 23,2024, which indicated that no areas required
corrective action; and

Whereas, in acrordance with Charter Chapter 36, Section 832(c), in the Final Determination,
the EEPC assGned a monitoring period from November 1,202410 February 28,2025, to determine
whether the entity eliminated areas of nonrompliance, if any; and

Whereas, in acclrdanc€ with Charter Chapter 36, Section a32(c) the entity was requird to
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on
the progress of its efforts to correct outstanding areas of non-compliance; and

Whereas, in accordance wath Charter Chapter 36, Section 832(c), on October 30, 2024,lhe
entity issued a response to tha EEPC'S Final Determination; and

Whereas, in accordance with Charter Chapter 36, Section 832(c), the New York City Civil
Service Commission was exemptfrom monitoring on October 30,2024; and

Whereas, pursuant to Charter Chapter 35, Eections 815(aX15) and (19), which requires
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of
wages, development, and advancement, and to establish measures and programs to ensure a fair and
effective affirmative employment plan to provide equal employment opportunity for minority group
members and women, the Commissioner recognized the EEPC's audit and reiterated commitment to
the New York City Civil Service Commission's equal employment practices. Now Therefore,

Be lt R€solt/ed, that the New York City Civil Service Commission has satisfied the equal
employment standards set by the EEPC pursuant to its authority under New York City Charter Chapters
35 and 36; and

Be tt Resolved, that the EEPC'S Board of Commissioners approves the issuance of thb
Determination of Compliance to Commissioner and Chair Nancy G. Chaffetz of the New York City Civil
Service Commission.
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Approved unanimously on Octobet 37,2024.

Vice4hair/commissioner/Mayoral Appointee

00,tG---.-
Aldrin Rafael Bonilla, Ed,D., MPA

Chsh/Commissioner/oint Appointee

Mlnbsca Alcantara, Ed.D.

Nicofe Yedrwood, MP/

Commlssioner/City Council Appointee
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Commissioner/Msyoral Appointee


