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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: 11/10/25
☐ No
☒ By e-mail	
☐ Posted on agency intranet and/or website
☐ Other: Enter text here

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): 
1. On December 12, 2024, SCI disseminated an Annual EEO Training Plan to all staff that required training completions of Sexual Harassment Prevention Cycle 7 and LGBTQI+ The Power of Inclusion. SCI will issue its FY 2026 Training Plan in December 2025/January 2026, which will include our staff’s deployment of the Everybody Matters – EEO and Diversity & Inclusion, Cycle 3, upon the re-launch of such course.

2. All SCI staff not on an extended leave or recently hired completed Sexual Harassment Prevention, Cycle 7. 

3. All SCI staff not on an extended leave or recently hired completed LGBTQI+ The Power of Inclusion training, Cycle 7.

4. All SCI staff not on an extended leave completed Everybody Matters – EEO and Diversity & Inclusion, Cycle 2, prior to March 31, 2025.

5. All requests for reasonable accommodation were reviewed promptly and resolved through an effective cooperative dialogue. 

6. In FY 2025, eligible employees completed the DCAS provided “Structured Interviewing and Unconscious Bias” course as well as the “Structured Interviewing: Utilizing Follow Up and Probing Questions course.”  Additional employees are registered for Structured Interviewing and Unconscious Bias in the first quarter of the 2026 Fiscal year. Note: As per DCAS, it no longer offers the second part of the course, Utilizing Follow Up and Probing Questions. As such, eligible staff cannot enroll in such course. 

7. SCI, along with NYC Conflicts of Interest Board (COIB) staff, held a professional development training session for all available staff on conflicts of interest matters in FY 2025.  This initiative will continue in FY 2026. Additional professional development opportunities will be expanded to our SCI investigative teams in FY 2026, which will include, for example, specialized workshops, on the subject of interviewing techniques for vulnerable student and like populations. 

8. All new hires participated in an SCI’s internal EEO and Diversity Orientation as part of the on-boarding process. The City’s EEO Polices are provided to new employees and are annually re-distributed to current employees. 

9. In addition to the mandated training courses, all new SCI staff completed Disability Awareness and Etiquette training within 30 days of hire. These initiatives will continue in FY 2026. 

10. In connection with heritage months, the EEO Officer issued an agency-wide emails in celebration of (a) National Hispanic Heritage month, (b) Black History month, and (c) Woman’s History month.  These emails contained links to further information and city-wide events. These initiatives will continue in FY 2026.  

11. SCI receives thousands of complaints each year from numerous sources, including DOE personnel, administrators, vendors, other government agencies, students, parents and caregivers. Our SCI website includes an online complaint form and instructions for filing a complaint which can also be phoned/mailed into our office. The total number of SCI complaints has increased each year. In FY 2026, SCI will continue to update its website to inform the public about the important results of its investigations which affect students and the communities we serve. In addition, SCI conducts outreach support to school district administrators and superintendents regarding the filing of complaints, reports, intake, etc. This initiative will continue in FY 2026.  

12. Although a major portion of this office’s work involves investigations of those who prey on students, SCI also works to uncover fraud and theft of DOE’s funds and resources. The misappropriation of funds that are recovered from such investigations are filtered back into the school system. Such funds will continue to be identified through our investigations in FY 2026.

     

		Please describe Awards and/or Appreciation Events below: 	At various times throughout the FY 2025 year, The Special Commissioner acknowledged the productivity of its staff through direct electronic communications to all staff and onsite breakfast meetings to recognize, for example, an increase in team productivity, personal accomplishments and milestones, including welcoming a new staff members, retirement(s), etc. These initiatives will continue in FY 2026.

III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 55  Q2 (12/30/2026): 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): 11/10/25
☐ 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): 
Note - SCI does not have access to CEEDS. To date, SCI’s demographic information cannot be run separately in CEEDS.  As such, we cannot access a CEEDS Dashboard. Rather, Pursuant to SCI’s requests, DCAS provides an ad hoc demographic report at least annually, and the information provided is reviewed and analyzed by the EEO Officer, agency head and Human Resource personnel at SCI. The next review is scheduled for Quarter 3. 
	Quarter 1 Review
	Quarter 2 Review
	Quarter 3 Review
	Quarter 4 Review

	Q1 Review Date: (MM/DD/YY)
	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. Goals: 

a. Mitigate implicit bias in the hiring and selection process by continuing to mandate a structured hiring framework across the agency with the goal of increasing diversity across job groups within the agency. 

b. Align diversity recruitment, internal employee development and selection practices with current agency employment needs.  The EEO Officer, Human Resources staff, and the Agency Head will continue to meet annually to review and discuss workforce composition data to assess demographic trends.

c. Monitor and address underutilization and underrepresentation, if identified, of a particular gender or demographic group in its job groups. 

2. Strategies: 

a. To the extent that SCI is a small agency, it does not have statistically significant underutilization in any job group. Therefore, our strategy is to expand all applicant pools to address any underutilization through outreach efforts to broaden recruitment yields. With respect to existing staff, our strategy is to regularly distribute DCAS’s monthly OCR newsletter which includes job announcements, civil service exam alerts, and information sessions to all staff.  

b. In connection with internal promotional strategies, SCI posts reminders to staff to check internal job postings. SCI regularly disseminates new job opportunities internally so that all staff are aware of advancement opportunities.

c. The EEO Officer will continue to review and analyze trends to identify specific job groups if and where underutilization is identified, guide recruitment efforts where necessary; meet with Human Resources and the Agency Head at least annually to review and discuss workforce composition data to assess demographic trends and conduct assessments of interviewing and hiring practices.

3. [bookmark: _Hlk213661961]Planned Program and New Initiatives: 

a. For 2026, SCI investigative staff will offer professional development training to SCI’s investigators on interviewing techniques including, for example, interviewing students with cognitive impairments; and understanding how trauma-informed approaches improve interviewing outcomes.

b. SCI’s EEO Officer will enroll in and complete refresher courses in 2026 on the following topics: Intersectionality training, Structured Interviewing and Unconscious Bias, and the CCHR overview of the City Human Rights Law.

c. All new SCI staff are required to enroll and complete DCAS’ Disability Awareness and Etiquette training course.  New staff, or anyone on track to become involved with hiring, will also take this course.

d. In connection with new hires, SCI will continue to mandate structured interviewing and unconscious bias training for all new hiring managers involved in the recruitment, hiring, and promotion process with a goal of 100% of hiring managers completing such training within 90 days of hire. 

e. SCI will continue to provide hiring managers with standardized structured interview templates and structured interview questions for structured interviews to ensure hiring managers follow DEI-EEO best practices for structured interviewing and mitigating unconscious bias.

f. Over the last few years, SCI has diversified our recruitment resources, and we will continue to periodically review the information provided by applicants with the goal of determining which recruitment resources produce the greatest diversity yields. Human Resource staff will continue to perform targeted recruitment outreach to diversity focused applicant pools, such as diversity-focused job boards, and professional organizations with a goal of broadening all external labor pools in FY 2026. 

g. We have proactively monitored our law enforcement recruitment sources by adding diverse professional affinity groups and enforcement associations to our recruitment network. We will continue to periodically review the information provided by applicants about how they became aware of the job posting to evaluate the effectiveness of these recruitment sources.  

h. To recognize and celebrate the unique contributions of our talented and diverse workforce, and to welcome new employees, SCI hosts several breakfast meetings a year to acknowledge the achievements, backgrounds, and perspectives of our employees. By consistently bringing awareness to the strengths within our investigative teams, intake staff and other support staff, SCI can meet our development and retention goals, by fostering a sense of belonging, and ultimately creating a more inclusive and supportive work environment in FY 2026 where everyone can thrive. 

i. DCAS’s monthly OCR newsletter which includes job announcements, civil service exam alerts, and information sessions is distributed to SCI staff. In addition, Human Resources periodically reminds staff to check the Agency website for current job postings. 


1.  [See above. Copy the planned Workforce Goal/Program/Action from FY 2026 EEO plan]

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.  [See above. Copy the planned Workforce Goal/Program/Action from FY 2026 EEO 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. [See above.Copy the planned Workforce Goal/Program/Action from FY 2026 EEO plan]

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.  Efforts to reduce Workforce underutilization: 

The employees of SCI are paid through the Department of Education (DOE) and therefore, according to DCAS, SCI’s information cannot be run separately in CEEDS.  To date, DCAS developed a substitute ad hoc report for SCI, identifying our demographics, and has provided utilization reports for most identified job groups.  According to the ad hoc report of demographic data we receive from DCAS, there is only one job group which contains enough employees to determine if recruitment efforts have statistical significance, Job Group 10 – the Technician category – which includes several investigative titles including our field and intake investigators (but not Chief Investigator or Deputy Chief Investigator).   Based upon a review of internal calculations, there are no indicators of significant over or under-utilization of certain ethnic or gender categories in Job Group 10. Nevertheless, to the extent that DCAS adds our Agency to a CEEDS reporting dashboard, SCI will analyze any underutilization, if any is identified, to ensure ongoing equity and fairness.  Setting this goal aligns with our commitment to maintaining transparency and fostering a culture of inclusion and trust, where all employees feel confident that their contributions are valued equitably. 

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

SCI is a law enforcement oversight agency, and it serves the public through its investigation work as an independent watchdog of the New York City schools. Thus, SCI values a strong and diverse workforce, especially among its confidential investigators, which is the largest part of its workforce. SCI has successfully maintained a diverse workforce by fostering a strong working relationship among its EEO Office, Human Resources and Executive Staff. In FY 2026, we will continue to foster an environment that respects and promotes diversity, equity, and inclusion, and is free from all forms of discrimination and harassment prohibited by the City’s EEO Policy through (a) our adherence to internal EEO compliance processes, and (b) our recruitment and selection strategies as follows: 

A. Compliance: In FY 2026, the EEO Officer will continue to distribute annually SCI’s EEO Policy Statement and EEO Policy, which includes the City’s EEO Policy Handbook, to all employees by email, and any updates thereto.  SCI’s EEO Policy is also posted on SCI’s intranet and on its bulletin boards in two employee copy room spaces. The EEO Officer will continue to distribute annually the DCAS EEO Complaint Procedural Guidelines, EEO Complaint Process at a Glance, and Reasonable Accommodations Procedural Guidelines to all employees by email. 


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

Heritage Months: In FY 2026, the EEO Officer will continue to send emails to all employees in connection with heritage months, including Hispanic Heritage Month, Black History Month, and Woman’s History Month, and related City holidays to educate employees about the history of the month or holiday and provide information about ways to celebrate such heritage month or holiday. 

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

Recruitment: HR will continue to perform recruitment outreach to diversity-focused applicant pools and professional organizations with the goal of increasing the number of law enforcement organizations from which we recruit. SCI’s EEO Officer, HR Director, and Senior Leadership will review all hiring and promotional decisions to ensure that such decisions are made in compliance with proper hiring practices; and to minimize unconscious bias that hinders fair and equitable hiring practices; and to assess whether the agency’s recruitment efforts are yielding a sufficiently diverse applicant pool or if additional recruitment efforts are needed.  


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]

Demographics Analysis: The EEO Office, HR and Agency Head will meet in January 2026 to perform an analysis of SCI’s demographics of all jobs groups to ensure that SCI is receiving applications from diverse candidates. The EEO Officer will continue to review the demographics of the applicants to assess whether the recruitment sources are yielding sufficiently diverse applicant pools and to expand them if necessary. The EEO Officer will continue to review and analyze trends and meet with Human Resources and the Agency Head to review and discuss workforce composition data to identify underrepresentation or underutilization to guide recruitment efforts.

Exit Interviews: In FY 2026, HR staff will conduct exit interviews with all separating employees with a goal of gathering information about the workplace environment to ensure that any deficiencies are addressed. 


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:
SCI is a very small agency and, consequently, there are limited resources to lend organizational support to developing individual Employee Resource Groups, a Diversity Council, or other diversity programming within the Agency. 

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.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]

As a law enforcement oversight agency, SCI investigates crime, corruption, and misconduct within the New York City Department of Education (DOE), the largest school district in the nation. While SCI does not deliver services or programs directly to the public, our investigations of DOE employee and vendor misconduct impact students, parents and the school communities, including under-resourced districts and underrepresented communities.  

In FY 2026, SCI will continue to create opportunities for community outreach in line with SCI’s goal of ensuring a safer and more productive and equitable learning environment for New York City’s schoolchildren.  

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.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]

Misconduct Complaints: SCI receives thousands of complaints each year from numerous sources, including DOE personnel, administrators, vendors, other government agencies, students, parents or caregivers. Our SCI website includes an online complaint form which is processed through our online complaint portal. Complaints can also be phoned/mailed into our office. 

Although a major portion of this office’s work involves investigations of those who prey on students, SCI also works to uncover fraud and theft of DOE’s funds and resources. The misappropriation of funds that are recovered from such investigations are filtered back into the school system. 

In FY 2026, SCI will continue to process complaints and conduct investigations.

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.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]

[bookmark: _Hlk211597493]Outreach: SCI’s brochure, SCI’s website, and the Department of Education’s InfoHub site include an SCI Community Involvement information section which asks communities to “let us know what is happening in your school or district. Your information is vital to our success.”  In addition, the Community Involvement statement on our public website reads, in part, that “everyone has a stake in our schools – administrators, teachers, parents, students, and all New Yorks – can help make our office and the entire school system more effective.”  As a result of these outreach efforts, the total number of SCI complaints has increased each year. 

In FY 2026, SCI will continue to update its website to inform the public about the important results of its investigations which affect our students and the communities we serve.

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

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). 

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

[bookmark: _Hlk49950884][bookmark: _Hlk210911020]SCI, a small investigatory agency, will continue to seek to expand its recruitment sources to attract a larger pool of applicants so as to increase the diversity of prospective candidates.  We have proactively broadened our recruitment sources by adding diverse professional affinity groups and enforcement associations to our recruitment network. We will continue to periodically review the information provided by applicants about how they became aware of the job opportunity to evaluate the effectiveness of various recruitment sources.  

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

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

The EEO Officer will continue to review the demographics of the applicants to assess whether the recruitment current sources are yielding sufficiently diverse applicant pools and to expand them if necessary. The EEO Officer will continue to review and analyze trends and meet with Human Resources and the Agency Head semi-annually to review and discuss workforce composition data to identify underrepresentation or underutilization to guide recruitment efforts

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



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

SCI regularly forwards DCAS’s monthly OCR newsletter which includes job announcements, civil service exam alerts, and information sessions to all staff. Human Resources staff periodically remind staff to check the Agency website for current job postings. 
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


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

All SCI staff involved in the hiring process have taken or are scheduled to take the DCAS sponsored Structured Interviewing course as well as the Disability Awareness and Etiquette training course.  New staff, or anyone on track to become involved with hiring, will also take these courses. 
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

5. 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.

SCI is a small agency which uses mostly non-competitive titles. However, our open positions are regularly posted on our applicant portal. 

 
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.


To the extent that SCI is a small agency which uses mostly non-competitive titles, the below section is inapplicable to SCI. However, our staff is encouraged to review all open civil service exam information and related events which are frequently disseminated by NYC Jobs.

	Quarter # 1
	Event Date
	Event Name
	Borough

	N/A
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]


**To the extent that SCI is a small agency which uses mostly non-competitive titles, the below section is inapplicable to SCI. However, our staff is encouraged to review all open civil service exam information and related events which are frequently disseminated by NYC Jobs.

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. Monster.com, which includes postings with its Monster Diversity Job Network partners. 
2. Job vacancy notices for the SCI investigative titles have been distributed to the NYC Agency Personnel Officers with a request that they post the notices.  
3. SCI posts the job with various professional and/or law enforcement affinity groups, such as Association of Certified Fraud Examiners (“ACFE”); Association of Inspectors General; National Association of Women in Law Enforcement, and the National Association of Black Law Enforcement Officers and request that the jobs be posted on other affinity group job boards such as National Organization of Black Women in Law Enforcement Inc.; Detective Endowment Association (“DEA”), Inc.; Haitian American Law Enforcement; Asian Jade Society; and Policewomen’s Endowment Association.
4. SCI was added as an agency to the NYC Jobs website and can be searched by agency name. If the SCI tab is clicked, the prospective applicant is taken to the employment page of SCI’s website.  
5. City & State New York. 
      6. LinkedIn.

D. Internships/Fellowships

SCI is a small agency with limited staff and resources to supervise and direct interns. As such, SCI does not intend to offer internship opportunities at the present time.


[Note:  Please update this information every quarter.]

1.  Urban Fellows: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
2.  Public Service Corps: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
3. Summer College Interns: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
4. Summer Graduate Interns: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
5. Other (specify): Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)

Additional comments: 
We are a small agency with limited staff and resources to supervise and direct interns. As such, SCI does not intend to offer internship opportunities at the present time. We do, however, recruit early career candidates. 



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): 0     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 0 participants left the program due to [State reason].

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: N/A
	by e-mail:	
	☐ Yes   
	☐ No

	in training sessions:
	☐ Yes   
	☐ No

	on the agency website:
	☐ Yes   
	☐ No

	in agency newsletter:
	☐ Yes   
	☐ No

	Other: Not applicable.



Other Goals (if applicable): Agency uses mostly non-competitive titles which are not eligible for the 55-a Program.


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
	14
	2
	1

	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. 

· SCI is a non-mayoral agency The career counselor will circulate information to staff about civil service examinations and citywide vacancies, encourage staff to take promotional exams where appropriate, and is available to assist staff with job applications. The career counselor circulates an email periodically to inform the staff to check the SCI website for new and updated job postings.

2. 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.)

· S		CI publicly posts announcements for all positions, including mid to senior level positions.   We also review, on at least an annual basis, the demographics of those who received promotion/salary raises to ensure such practices are equitable and share the information with the Special Commissioner and Human Resources. 

3. 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.

· [bookmark: _Hlk213843852]S		CI publicly posts announcements for all positions, including mid to senior level positions.   We also review, on at least an annual basis, the demographics of those who received promotion/salary raises to ensure such practices are equitable and share the information with the Special Commissioner and Human Resources. 


4. 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.)
· SCI has an authorized headcount of 69 and it did not have any layoffs this quarter. In the event of a layoff, the agency will use the DCAS Layoff Procedure as guidance and where necessary, will analyze the impact of layoffs or terminations on racial, ethnic, gender, age groups, and people with disabilities. Where layoffs or terminations would have a disproportionate impact on any protected category groups, the agency will document that the targeted titles or programs were selected based on objective criteria and justified by business necessity.

5. [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:

· NOTE: SCI did not have access to CAD in Quarter 1. To the extent that there were any requests for accommodation in Q1, SCI documented same internally.  To date, SCI has not had access to CEEDS and its subsidiary database, CAD.  

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.

· SCI did not have access to CAD in Quarter 1. To date, SCI has not had access to CEEDS and its subsidiary database, CAD. 

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

· SCI did not have access to CAD in Quarter 1. However, there were no EEO complaints to report. 

☐ 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

· [bookmark: _Hlk213684150]SCI did not have access to CAD in Quarter 1. However, there were no EEO complaints to report. 

☒ 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. N/A
	2. N/A
	3. N/A

	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.  N/A
	2. N/A
	3. N/A

	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. EEO Officer
	2.	
	3.	 

	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.
	5.
	6.

	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



EEO Personnel Contact Information (Please list all current EEO professionals)
Please provide the full mailing address of the principal Agency EEO Office:
MAILING ADDRESS: Special Commissioner of Investigation for the New York City School District      80 Maiden Lane, 20th Floor New York, NY 10038
EEO and D&I Staffing as of 1 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.)
	Catherine M. Garcia
	Agency Attorney
	cmurphygarcia@nycsci.org

	212.510.1423

	Deputy EEO Officer 
	N/A
	
	
	

	Diversity & Inclusion Officer (or a similar business title)
	N/A
	
	
	

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	Valerie Batista
	Executive Agency Attorney
	vbatista@nycsci.org

	212.510-1417

	ADA Coordinator
	Kavita Persaud
	Confidential Investigator
	kpersaud@nycsci.org 
	212.510-1420

	Disability Rights Coordinator
	Catherine M. Garcia
	Agency Attorney
	cmurphygarcia@nycsci.org

	212.510-1423

	Disability Services Facilitator
	Catherine M. Garcia
	Agency Attorney
	cmurphygarcia@nycsci.org

	212.510-1423

	55-a Coordinator
	Kavita Persaud
	Confidential Investigator
	kpersaud@nycsci.org

	212.510-1420

	EEO Counselor
	Jessica Villanueva
	Confidential Investigator
	jvillanueva@nycsci.org

	212.510-1424

	EEO Investigator
	Catherine M. Garcia
	Agency Attorney
	cmurphygarcia@nycsci.org

	212.510-1423

	EEO Counselor/Investigator 
	N/A
	
	
	

	Investigator/Trainer
	N/A
	
	
	

	EEO Training Liaison
	Catherine M. Garcia
	Agency Attorney
	cmurphygarcia@nycsci.org

	

	Other (specify)
	
	
	
	

	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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