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I. [bookmark: _Toc108404763][bookmark: _Toc175931553]Annual Commitment, Accountability, and EEO Statement (EEO Policy Statement). 

The City of New York, including the Campaign Finance Board (CFB), is an equal opportunity employer. The City and CFB Equal Employment Opportunity (EEO) policies prohibit employment discrimination based on actual or perceived age (18 years and older), citizenship status, caregiver status, color, consumer credit history, disability, familial status, gender/sex (including sexual harassment, pregnancy or related medical condition, and gender identity), genetic information or predisposing genetic characteristic, marital or partnership status, military status, national origin or ancestry, prior record of arrest or conviction, race or ethnicity, religion or creed, salary history, sexual and reproductive health decisions, sexual orientation, status as a victim or witness of domestic violence, sex offenses or stalking, unemployment status, height and weight.

Every City and CFB employee – paid or unpaid, permanent or temporary, managerial or non-managerial – is protected from unlawful discrimination by the City and CFB EEO policies and by federal, state, and local anti-discrimination laws. These protections extend to all management practices and decisions, including performance evaluations, promotions, training, and career development opportunities. The anti-discrimination laws and City and CFB EEO policies also protect all employees from discrimination by anyone they may encounter as part of their work, including supervisors, co-workers, and external parties, such as outside consultants, candidates, and campaign staff. Those who seek to work for the City and CFB also are protected throughout the hiring process. Employment decisions at the CFB are made based on merit and equality of opportunity.

Consistent with these obligations, reasonable accommodations are available to CFB employees and job applicants relating to a disability, for religious reasons, due to pregnancy or a related medical condition, or as victims of domestic violence, stalking, or sexual offenses.

The CFB recognizes that our staff is one of our most valuable assets and, as such, the agency aims to celebrate and foster understanding of the wide diversity represented in its ranks. We are firmly committed to the recruitment, development, and retention of a diverse and inclusive workforce that is reflective of the City of New York. All CFB employees are expected to promote a work environment that values diversity, equity, inclusion, and respect for all, and CFB managers are expected to lead in these efforts.  In fact, one of our agency’s goals in our strategic plan is for our employees, both now and in the future, to view the CFB as a model employer. We are committed to integrating our agency’s EEO/DEI annual plan into our overall strategic plan and mission. Our agency, everyone from the executive level to our interns, will be held accountable for maintaining a workplace free from discrimination while creating and maintaining a space of diversity, equity, inclusion, and accessibility so that we may all succeed together.

Our EEO/DEI staff work diligently to enforce our EEO policy and to create, implement and monitor our DEI strategy. You may reach any member the EEO/DEI division for any further questions, comments, or concerns, you may have.

Kirann Nesbit, Chief EEO/DEI Officer 
KNesbit@nyccfb.info
(212) 409-1847

Sarah Jackson, Ph.D., EEO Investigator/DEI Specialist
SJackson@nyccfb.info
(212) 409-1853

Amanda Martin-Lawrence, Junior EEO Investigator/DEI Coordinator
AMartinLawrence@nyccfb.info

Janey Gemmell, Accessibility Specialist
JGemmell@nyccfb.info

☐ This statement is the same as last year.

☒ This statement will be disseminated to all employees in the agency.


II. [bookmark: _Toc108400724][bookmark: _Toc1347263147][bookmark: _Toc175931554]Recognition and Accomplishments

In the past year, our agency accomplished the following as part of our commitment to DEI and EEO:

1. In FY 2024, the CFB maintained one, LGBTQIA+-focused, ERG (Ultraviolet) and formed another, compassion-focused, Affinity Group (C.A.R.E). Further, a Latine-focused ERG, and a managerial-focused Affinity Group are currently in the works and will be established in FY 2025.

2. In FY 2024, employee contribution to DEI goals were acknowledged through employee performance appraisals. 

3. In FY 2024, in accordance with DCAS timeline, all CFB staff received training in Sexual Harassment Prevention, LGBTQIA+, and Disability Etiquette. The CFB hit 100% compliance for Sexual Harassment Prevention training.

4. In FY 2024, the EEO-DEI division launched its inaugural DEI Book and Discussion Club to offer employee’s additional learning opportunities for DEI-based topics. The club was so successful, a second iteration is currently in the works for FY 2025.

5. In FY 2024, the EEO-DEI division embarked on our People Strategy Project with People Operations that seeks to further establish DEI as a foundational aspect of the agency’s hiring, selection, performative evaluation, and compensations policies.

6. In FY 2024, the CFB concluded its first pay equity study with an outside firm. 

7. In FY 2024, the EEO-DEI division launched our inaugural monthly DEI newsletter entitled “DEI Download.” The newsletter allows employees to gain information surrounding upcoming cultural holidays and celebrations, CFB DEI events, internal/ external DEI news, and more.

8. In FY 2024, the EEO-DEI division hosted fifteen different cultural events/heritage celebrations that employees were able to attend, including events celebrating the Lunar New Year, Eid, Black History Month, Disability Pride Month, and more. These events consistently had an attendance rate of approximately 19% of all CFB employees. 

9. In FY 2024, the CFB EEO-DEI division began using both qualitative and quantitative data to track employee feedback from our cultural events, heritage celebrations, and DEI initiatives (i.e. topical trainings, “lunch n’ learns”, etc.) then implementing that feedback, to continuously adapt, improve, and inform for future events, celebrations, and initiatives. 

10. Expanding on our FY 2023 accomplishment, in FY 2024, the CFB expanded our training repository, updating and expanding our available trainings on the topics of Structured Interviewing and Unconscious Bias training, EEO & DEI Basics, E.R.G.s and Affinity Groups, and Inclusive Language.

11. Expanding on our FY 2023 accomplishment, in FY 2024, the CFB continued to review all hiring and selection materials (job postings, interview questions, vacancy announcements, selection criteria, etc.) in conjunction with People Operations to ensure the language used and decisions made were equitable, non-discriminatory, and inclusive of all populations. Additionally, we added EEO competencies to all CFB employees’ key responsibilities, tasks, and standards.  

III. [bookmark: _Toc108400725][bookmark: _Toc175931555]Workforce Review and Analysis

Total Agency Headcount as of 6/30/2024: 161

Pursuant to Local Law 27 (2023), below is an analysis of our agency’s compensation data and measures to address pay disparity and occupational segregation in FY 2024. 
1. Below is a description of our agency’s analysis of compensation data, including conformity with collective bargaining agreements and Mayor’s Personnel Orders (MPO), possible indicators of occupational segregation such as significant over- or under-utilization of certain ethnic or gender categories in major Job Groups. 
a. In FY 2024, the agency conducted a pay equity exercise, in tandem with an external vendor, to address agency-wide pay equity discrepancies. After analyzing the data, People Operations and the EEO/DEI team worked in tandem to remedy these concerns by adjusting the affected employees’ salaries. To mitigate pay discrepancy moving forward, the agency will continue to conduct annual compensation analyses. In addition, we have also begun working on the agency’s People Strategy project, which will build-out and align classification profiles to our established, iterative salary bands. The CFB is also undergoing a Civil Service Classification project to further align our internal classification profiles and salary bands with current civil service titles and rates. An additional goal of this project is to continue to increase transparency throughout the agency. Our goal is to provide all employees with a working knowledge of what they need to achieve to progress in their career, and conversely, where their performance gaps may lie.
b. In regard to, occupational segregation, or the over- or under-utilization of certain ethnic or gender categories in major Job Groups; within our Technology Division, we have discovered a composition of employees who mainly identify as men (over 85%). One way to mitigate this gap is to attend more DEI/minority-centered technology job fairs centered toward recruiting women. As the Technology division currently as many open positions they are recruiting for, we will work closely with them to make this a priority.	Comment by Eduardo Gomez: Good idea, I also recommend collaborating with the Office of Citywide Recruitment to support your agency.

2. Below is a description of the steps taken to encourage all employees at our agency to update self-ID information regarding race/ethnicity, gender, and veteran status through either NYCAPS Employee Self Service (ESS) or other means.
a. In FY 2024, and furthermore, in FY 2025, the agency has and will continue to remind and encourage its employees to update the self-ID information regarding race/ethnicity, gender, and veteran status through any of the following means:
☒  NYCAPS Employee Self Service (by email; strongly recommended every year)
☒  Agency’s intranet site
☒  On-boarding of new employees
☒  Employees unable to complete the self-identification form using ESS will be provided an opportunity to submit paper form to the EEO Office.
☒  In FY 2025, the agency will inform and remind employees of the option to add preferred name in ESS.

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

Unknown Race/Ethnicity ____4____ Unknown Gender ____4____ Unknown Both ___4____

☒ The agency conducts regular reviews of the CEEDS workforce reports, and the summary dashboard sent to the EEO Officer by DCAS’ Citywide Equity and Inclusion (CEI) 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.

The CFB selects the following:

Agency Head

☐ Quarterly  ☒ Semi-Annually ☐ Annually  ☐ Other ________

Human Resources

☐ Quarterly  ☒ Semi-Annually ☐ Annually  ☐ Other ________

General Counsel

☐ Quarterly  ☒ Semi-Annually ☐ Annually  ☐ Other ________

Other (___specify)

☐ Quarterly  ☐ Semi-Annually ☐ Annually  ☐ Other ________

☒  The agency review entails a discussion concerning perceived workplace barriers for job groups that may surface in underutilization reports and for factors that may be creating these barriers (e.g., hiring patterns in specific job titles).
[bookmark: _Hlk173415719]
IV. [bookmark: _Toc108400726][bookmark: _Toc175931556]EEO, Diversity, Inclusion, and Equity Initiatives for FY 2025

A. WORKFORCE

Below are the CFB’s general goals and strategies to enhance DEI and EEO aimed to enhance our agency workforce. 
Workforce goals are directed at the composition of the workforce, recruitment, retention, promotion, and professional development.

Goal 1: 
Continue to post, advertise, and recruit from a diverse range of job sites, job fairs, recruitment events, etc. 
We aim to increase these efforts where/when gaps in occupational segregation and/or under- or over- utilization may exist or arise.

Goal 2:
Communicate information regarding (1) employee performance evaluations, (2) increased compensation and career development pathways, and (3) the continuous conversation around pay equity and the agency’s salary bands, clearly, and transparently, to all agency stakeholders.
A core tenet of our DEI journey is ensuring we equip all of our employees with the tools necessary for their success. This includes making sure our employees are aware of opportunities, have access to education and training guided by clearly defined pathways, and are confident that they’re being compensated in alignment with comparators.  

Goal 3:
Engage our external vendor to complete a second pay equity analysis during FY 2025 to further address pay equity and salary transparency throughout the agency.
This analysis will be a direct follow-up to our FY 2024 analysis and will continue to set the precedent of completing an annual pay equity study. 

Goal 4:
Create a pathway for DEI to be added to evaluation metrics.
We aim to continually integrate DEI in our organizational processes and measurements, so that it is visible within all aspects of our agency, not just within our hiring and selection materials.

Goal 5:
Build out top-down learning and development pathways for EEO, DEI, and accessibility-centered topics.
We aim to create an agency-wide cultural shift, by promoting learning on these topics at the leadership level first - resulting in a mimetic behavioral shift throughout the agency. 

Planned Programs, Initiatives, Actions Aimed at “Workforce”

Below is a holistic description of how our agency plans to address underutilization in FY 2025, as well as outlines a specific instance of underutilization that we are currently facing.
Some of the proactive measures that we will continue take to address underutilization include, but are not limited to:
1. Posting all open positions to a diverse array of job sites that aim to target a diverse range of candidates.
2. Using our quarterly underutilization report and dashboard to inform our agency’s recruitment efforts.
3. Partnering with the People Operations division to seek out and attend recruitment events (i.e. job fairs) that center specific demographics, especially for positions where underutilization is present.
4. Continuously reviewing and updating our agency’s current policies, procedures, and practices related to recruitment to align with best practices.
5. Training hiring managers, and any CFB employee affiliated with the selection process, on “Unconscious Bias and Structured Interviewing” and other best EEO-DEI hiring practices.
6. Continuing the practice of our EEO-DEI and People Operations teams reviewing each new position’s hiring packets for biased language, equitable salary matrix, discriminatory interview questions, etc.
Regarding our specific instance of under-utilization, within our Technology Division, we have discovered a composition of employees who mainly identify as men (over 85%). Along with the aforementioned initiatives, another way to mitigate this gap is to attend more DEI/minority-centered technology job fairs centered toward recruiting women. As the Technology division currently as many open positions they are recruiting for, we will work closely with them to make this a priority.
Below is a detailed description of the specific initiatives aimed to enhance DEI and race relations in our agency programs, practices, and activities in FY 2025.

1. Objective: Diverse Recruitment
a. Initiative(s)
i. Continue to post, advertise, and recruit from a diverse range of job sites, job fairs, recruitment events, etc. 
b. Key Result(s)
i. The EEO-DEI quarterly report will display no evidence of over- or under-utilization throughout the agency.

2. Objective: Conversations Around Performance and Pay
a. Initiatives
i. Communicate information regarding (1) employee performance evaluations, (2) increased compensation pathways, and (3) the continuous conversation around pay equity and the agency’s salary bands, clearly, and transparently, to all agency stakeholders.
b. Key Result(s)
i. Agency employees will demonstrate a clear understanding of these topics.

3. Objective: Pay Equity
a. Initiative(s)
i. Engage our external vendor to complete a second pay equity analysis during FY 2025 to further address pay equity and salary transparency throughout the agency.
b. Key Result(s)
i. Agency employee’s salaries will be equitable and, when applicable, in parity for their title.

4. Objective: DEI Evaluation
a. Initiative(s)
i. Create a pathway for DEI to be added to evaluation metrics.
b. Key Result(s)
i. Agency employees will be evaluated on certain facets related to DEI topics and engagement.

5. Objective: Learning and Professional Development
a. Initiative(s)
i. Build out top-down learning and development pathways for EEO, DEI, and accessibility-centered topics.
b. Key Result(s)
i. Agency leaders will first complete a slate of various courses, trainings, etc., followed by senior leadership, and then staff.

B. WORKPLACE

Below are the CFB’s general goals and strategies to enhance DEI and EEO aimed to enhance our agency workplace and cultural environment. 
Workplace goals have to do with inclusion, workplace culture, and employee activities.

Goal 1: 
Maintain our process to communicate timely, DEI-focused informational materials with all agency employees.
This includes, but not limited to our monthly DEI newsletter, culturally significant holiday/celebration email acknowledgements, timely announcements, physical bulletin boards, etc. We plan to increase these offerings to include materials like topical trainings, topical scientific research articles, a DEI-resource library, etc.

Goal 2:
Continue to evolve and expand our employee-focused DEI events, activities, initiatives, and offerings.
This can be done through not only increasing our events, activities, initiatives, and offerings (i.e. listening circles), but also expanding our collaboration with other intra-agency divisions, so that our DEI events continue to be interwoven into our holistic agency’s work and mission. Additionally, this will allow us to capture more participation from employees who previously may have perceived DEI activities to be auxiliary to their work, and instead begin to view it as a core part of it.

Goal 3:
Continue to build out and create an EEO-DEI repository of informational materials, trainings, and toolkits on various EEO, DEI, accessibility centered topics.
These topics include, but are not limited to, subjects such as workplace conflict, microaggressions, gender-affirmation, pronoun preference, intersectionality, etc. We plan on making these materials accessible, in both style as well as storage location, so that all employees have a transparent path to accessing and viewing them.

Goal 4:
Collaborate with agency stakeholders to build out community guidelines and values.
These guidelines should detail an agreed upon standard of communication and behavior for CFB employees, centering the principles of EEO, DEI, and accessibility. We also plan, with the assistance of staff committees, and our People Operations division, to build out managerial and staff-wide behavioral and accountability standards in an effort to retain staff and increase employee morale and engagement.

Goal 5:
Continue to collect both qualitative and quantitative data to track employee feedback from our various DEI events, celebrations, and initiatives.
Furthermore, utilizing and implementing that feedback, to continuously adapt, improve, and inform future EEO-DEI events, celebrations, and initiatives.

Goal 6:
Continue to culturally shift towards making accessibility an agency-wide priority.
This means (1) understanding what accessibility means within our agency, (2) learning how to implement it into our practices, and (3) centering it, so that it can be visible in our external practices within the communities we enter.
	
Planned Programs, Initiatives, Actions Aimed at “Workplace”

Below is a detailed description of the specific initiatives aimed to enhance DEI and race relations in our agency programs, practices, and activities in FY 2025.

1. Objective: DEI-Focused Materials
a. Initiative(s)
i. Maintain our process to communicate timely, DEI-focused informational materials with all agency employees.
b. Key Result(s)
i. A full DEI-focused repository of materials will be available to all agency employees.

2. Objective: DEI Events, Activities, and Offerings
a. Initiative(s)
i. Continue to evolve and expand our employee-focused DEI events, activities, and offerings.
b. Key Result(s)
i. Intra-agency participation in DEI events, activities, and offerings will increase.

3. [bookmark: _Hlk169001204]Objective: Materials Repository
a. Initiative(s)
i. Continue to build out and create an EEO-DEI repository of informational materials, trainings, and toolkits on various EEO, DEI, accessibility centered topics.
b. Key Result(s)
i. Agency employees will have an increased understanding of/access to a diverse array of EEO, DEI, accessibility centered topics.

4. Objective: Community Guidelines
a. Initiative(s)
i. Collaborate with agency stakeholders to build out community guidelines and values.
b. Key Result(s)
i. Agency employees will have a deeper understanding of the communication and behavioral standards expected of them.

5. Objective: Feedback Implementation
a. Initiative(s)
i. Continue to collect both qualitative and quantitative data to track employee feedback from our various DEI events, celebrations, and initiatives.
b. Key Result(s)
i. DEI events, celebrations, and initiatives will continue to improve based on employee feedback.

6. Objective: Enhance Accessibility Culture
a. Initiative(s)
i. Continue to culturally shift towards making accessibility an agency-wide priority.
b. Key Result(s)
i. Agency employees will begin implementing accessibility best practices in our day-to-day processes.

The CFB selects the following:
☒ Promote employee involvement by supporting Employee Resource Groups (ERGs).
Below is a list of the names of existing ERGs/Affinity Groups:
1. Ultraviolet (LGBTQIA+-focused Employee Resource Group)
2. C.A.R.E. (Compassion-focused Affinity Group)
Below is a list of the names ERG’s/ Affinity Groups in the process of being chartered: 
1. Unidos (Latine-focused Employee Resource Group)

2. People Manager Excellence Group (Managerial Skill Building Affinity Group)
☐ Agency does not presently have any ERGs.
☐ Agency will create a Diversity Council to leverage equity and inclusion programs
☒ Agency Diversity Council is in existence and active
☒ Agency will sponsor focus groups, Town Halls and learning events on race, equity, and inclusion.
☒ Agency will inform employees of their rights and protections under the New York City EEO Policy
☒ Agency will ensure that its workplaces post anti-hate or anti-discrimination posters
C. COMMUNITY and EQUITY, INCLUSION and RACE RELATIONS

Below are the CFB’s general goals and strategies to enhance DEI and EEO in areas of Community and Race Relations. 
Community goals are directed at the external environment of the agency, that is the public, communities, organizations, and other entities served by the agency.

Goal 1: 
Build out, disperse, and train all CFB employees on a toolkit that details best practices regarding EEO, DEI, and accessibility within external, public settings and public-facing policy.
Ensuring that when any member of our agency interacts with a member of the public, everyone has a shared understanding of best practices regarding EEO, DEI, and accessibility.

Goal 2:
Ensure that our technology that NYC voters, campaigns, and the public at large, uses to interact with our agency is up to date with accessibility standards and best practices.
This means continuing to collaborate with both internal and external stakeholders and iterate our digital presence to ensure everyone can use our services.

Goal 3:
Continuously review the policies, procedures, and mediums our agency utilizes to communicate and interact with the general public for accessibility, transparency, inclusivity and equity. 
These values align with our agency’s larger strategic plan.

Goal 4: 
Increase voter turnout.
Mapping directly onto our agency’s larger mission, ensuring that our work within EEO, DEI, and accessibility efforts propel our goal of reaching NYC voters.

Planned Programs, Initiatives, Actions Aimed at “Community, Equity, and Race Relations”

Below is a detailed description of the specific initiatives aimed to enhance equity, improve community relations, and increase awareness about services offered by our agency with respect to our agency’s services to the community in FY 2025.

1. Objective: External Toolkit
a. Initiative(s)
i. Build out, disperse, and train all CFB employees on a toolkit that details best practice regarding EEO, DEI, and accessibility within external, public settings.
b. Key Result(s)
i. Everyone has a shared understanding of best practices regarding EEO, DEI, and accessibility.

2. Objective: Accessible Technology
a. Initiative(s)
i. Ensure that our technology that NYC voters, campaigns, and the general public, uses to interact with our agency is up to date to a high standard of accessibility.
b. Key Result(s)
i. All NYC Voters and campaigns will be able to successfully interface with our different technology mediums as it relates to access. 

3. Objective: Materials Review
a. Initiative(s)
i. Continuously review the policies, procedures, and mediums our agency utilizes to communicate and interact with the general public for accessibility and transparency.
b. Key Result(s)
i. All agency policies, procedures, and mediums will be rated as highly accessible, on a variety of facets, for all audiences.

4. Objective: Voter Turnout
a. Initiative(s)
i. Focusing outreach, resources, and education efforts specifically on our priority neighborhoods in South Bronx, “North Central” Queens, Southeast Brooklyn, and South Brooklyn and at in-community events in priority neighborhoods.
ii. Increasing the number of community education events that we hold, particularly in-language events with our partner organizations.
iii. Increasing our outreach and education for systems-impacted voters – people in detention (especially youth) and young voters in foster care under the purview of ACS. 
iv. Increasing our reach into communities through community and ethnic media.
b. Key Result(s)
i. Adding 100,000 underrepresented voters to our contact universe in order to connect them with educational resources and turn them out to vote in the 2025 mayoral election.

The CFB selects the following:

In FY 2025, the agency will:

☒ Continue or plan to promote diversity and EEO community outreach in providing government services

☒ Promote participation with minority and women owned business enterprises (MWBEs)

☒ Expand language services for the public

V. [bookmark: _Toc108400729][bookmark: _Toc175931557]Recruitment

A. Recruitment Efforts
Below is a summary of our Agency’s recruitment efforts.
The CFB is committed to recruiting a diverse pool of candidates for each position that is selected for. Some of the proactive measures that we take to ensure this include, but are not limited to:
1. Posting all open positions to a diverse array of job sites that aim to target a diverse range of candidates.
2. Using our quarterly underutilization report and dashboard to inform our agency’s recruitment efforts.
3. Partnering with the People Operations division to seek out and attend recruitment events that center specific demographics, especially for positions where underutilization is present.
4. Continuously reviewing and updating our agency’s current policies, procedures, and practices related to recruitment to align with best practices.
5. Training hiring managers, and any CFB employee affiliated with the selection process, on “Unconscious Bias and Structured Interviewing” and other best EEO-DEI hiring practices.
6. Continuing the practice of our EEO-DEI and People Operations teams reviewing each new position’s hiring packets for biased language, equitable salary matrix, discriminatory interview questions, etc.

The People Operations division participates in various recruitment events throughout the year. They have also prepared a recruitment calendar of events they will participate in for the remainder of the fiscal year. In FY 2024, they attended the following recruitment events:

1. DICE DEIB Job Fair: This event was aimed at “bringing together professionals and diversity-focused employers in a safe and inclusive space.”   
2. Department of Labor: This event was opened to New Yorkers seeking employment in the government and private fields.
3. DCAS CEI Job Fairs: This event reaches thousands of New Yorkers seeking City employment.

Recruitment for Civil Service Exams

The agency doesn’t participate in hiring pools for open competitive and promotional civil service. Monthly, the Career Counselor disseminates DCAS civil service examination announcements which notifies staff of the available civil service examinations and an opportunity to attend the DCAS civil service 101 information sessions. If an employee has an underlying permanent civil service title, applicable to the work they will be doing at the agency, People Operations will accept the title and place it on a leave line for the duration of the employee’s employment.

Furthermore, because we do not participate in hiring pools for open competitive and promotional civil service, we cannot provide a summary of the recruitment efforts that will be undertaken in FY 2025 to promote open competitive and promotion civil service exams.

Below is a list of any planned recruitment events for FY 2025 that will be held by our agency to promote open-competitive civil service examinations.

	Event Date
	Event Name
	 Borough

	N/A
	N/A
	N/A

	
	
	

	
	
	

	
	
	

	
	
	










Below is a list of planned expenditures for FY 2025 related to recruiting candidates for open-competitive and promotion civil service exams.

	Borough
	Approximate Dollar Amount ($)

	Bronx
	N/A

	Brooklyn
	N/A

	Manhattan
	N/A

	Queens
	N/A

	Staten Island
	N/A

	Other (include online)
	N/A



B. Recruitment Sources
Below is a list of our Agency’s diverse recruitment sources.
1. Indeed: This is a general recruitment source accessible to all applicants and aimed at diversifying our workforce. 
2. Black Job Center: A recruitment source for Black individuals.  
3. Diversity Jobs: This website posts open positions to a myriad of job boards aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability
4. Workplace Diversity: This website posts open positions to a myriad of job boards aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability. It includes the sites below:
1. Disability Connect: A recruitment source for people with disabilities.  
2. Hispanic Diversity: A recruitment source for Hispanic and Latino/x/a/e individuals.  
3. Out and Equal: A recruitment source for LGBTQIA+ individuals. 
4. LGBT Connect: A recruitment source for LGBTQIA+ individuals.  
5. Veterans Connect: The CFB hopes to reach veterans through this recruitment source. 
6. Women’s Job Center: A recruitment source for women.  
5. City and State: This recruitment source focuses on offering a range of NYC and NYS specific job opportunities for candidates interested in a job in civil service. 
6. LinkedIn: This is a general recruitment source accessible to all applicants and aimed at diversifying our workforce. 
7. Dice: This is a recruitment source aimed at recruiting for technology-based positions. This organization has stated their commitment to diversity and inclusion as it relates to their practices.  
8. Idealist: This is a recruitment source geared towards social impact organizations.  
9. Handshake: This is a recruitment source geared towards students and recent graduates attempting to enter the workforce. 
10. [bookmark: _Hlk175314425]Political Job Hunt: This job board is aimed towards professionals in the political and governmental field.
11. AIGA: This recruitment source aims to advance design as a professional craft, strategic advantage, and vital cultural force.
12. Democracy Jobs: This job board is aimed at professionals in the political and governmental fields.
13. The South Asian Board Association: This organization serves South Asian Attorneys throughout North America.
14. PSJD: This organization provides pathways to public service and legal careers.
15. American Association for Access, Equity and Diversity (AAAED): This recruitment source advocates for equal opportunity laws to enhance the tenets of access, inclusion, and equality in employment, economic and educational opportunities.  
16. Lawjobs.com: This recruitment source is a leading recruitment website for attorneys. 
17. DCAS Newsletter: The DCAS newsletter is distributed to over 35,000 New Yorkers interested in City employment. 
18. Gain Power: a network of professionals who work for Democrats and progressive causes
 The use of these recruitment sources has resulted in previous hires. 
C. Internships/Fellowships

In FY 2025 the CFB plans to continue our Youth Ambassador program. Our Youth Ambassador program places a large emphasis on ensuring that participant pool is diverse, as visible in the data table below. In the past, the CFB has hired two Urban Fellows into full-time entry-level positions. Additionally, the CFB attends recruitment events and internship fairs to recruit legal interns. The CFB has also hired former legal interns into full-time legal positions. 

Additionally, already in FY 2025, the agency has hired two interns (college aides) and has drafted an internship policy that provides information on various internship opportunities offered through the City, including SYEP and, Year-Up, amongst others. 

The agency provided the following internship opportunities in FY 2024:

	Type of Internship/
Fellowship
	Total
	Race/Ethnicity *[#s]
* Use self-ID data
	Gender * [#s]
* Use self-ID data

	1. Urban Fellows
	2
	White, non-Hispanic: _1_
Black/African American: _1_

	M __ F _1_ Non-Binary _1_

Other __   Unknown __

	2. Public Service Corps
	
0
	
	M __ F__ Non-Binary __

Other __   Unknown __

	3. Summer College Interns
	
0
	
	M __ F__ Non-Binary __

Other __   Unknown __

	4. Summer Graduate Interns
(Legal Interns)
	
2
	
White, Non-Hispanic
	M _1_ F _1_ Non-Binary __

Other __   Unknown __

	5. Civil Service Pathways Fellows
	
0
	
	M __ F__ Non-Binary __

Other __   Unknown

	
6. College Aides
	
1
	
Asian
	M _1_ F__ Non-Binary __

Other __   Unknown __

	

7. Youth Ambassadors
	


16
	White, non-Hispanic: _2_
Hispanic or Latino: _2_
Black/African American: _6_
Asian: _3_
Combination of 2 (or more) races/ethnicities: _3_
	
M _4_ F  12_ Non-Binary __

Other __   Unknown __

	6. Other (specify):
	
	
	



D. 55-a Program
Section 55-a of the New York State Civil Service Law allows a qualified person with a certified mental or physical disability 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 55-a participants. 
· There are 0 participants who have been in the program less than 2 years.
· In the last fiscal year, a total of 0 new applications for the program were received and 0 participants left the program due to non-participation in the 55-a program.
Please note that the CFB does not participate in the 55-A program because the majority of our titles are non-competitive and do not require a civil service exam. 
The CFB selects the following:

☒ Agency uses mostly non-competitive titles which are not eligible for the 55-a Program.

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

VI. [bookmark: _Toc175931558]Selection (Hiring and Promotion)
A. Career Counselors
Below is a description of the plans of the agency Career Counselor(s) to promote advancement and transfers within the agency, advise employees of opportunities for promotion, availability of civil service exams, and provide resources to help employees grow and develop future careers.
Our agency Career Counselor regularly disseminates information to all CFB staff regarding Civil Service 101 information sessions, civil service exam notifications.

Our agency Career Counselor also sends out notifications to all-staff via email whenever there is an opportunity for advancement or transfer within the agency. All staff are encouraged to apply to positions.

Our agency has also sent emails to staff notifying them of their ability to make an appointment with our agency Career Counselor should they seek more information about growth or advancement within the agency. Employees seeking learning, coaching or training opportunities are encouraged to reach out to our Director of Learning and Development.  
B. New Hires and Promotions

Below is a description of the planned actions to review and assess the current new hire and promotional procedures for selection, especially for mid- and high-level discretionary positions. 

Whenever there is a promotion or new hire at the CFB, we have already integrated into our hiring policies, that hiring managers must submit a hiring package ahead of time, that includes several things: (1) a vacancy announcement that displays the preferred qualities in a candidate, (2) a salary matrix that aligns with our internal salary bands, (3) a draft of the position’s key responsibilities, (4) and the finalized interview questions for a minimum of two rounds of interviews. All agency hiring packages must be reviewed and approved by the agency head, Chief People Officer and Chief EEO Officer, or their designees, before being posted to a job site.

Additionally, in FY 2024, the CFB’s EEO-DEI team revamped the best practice guide as part of a hiring toolkit for hiring managers that reviews areas for potential unconscious bias in candidate interviews and hiring decisions, how to properly conduct an interview, and the basic tenets and rules of structured interviewing. Therefore, as the use of structured interviewing is required at the CFB, the hiring manager and employees affiliated with the hiring process undergo a live training detailing these topics.

Additionally, after interviews conclude, we require that the hiring manager(s) also submit a written statement explaining why their selected candidate was objectively the most qualified candidate for the position amongst others. This hiring package is then sent to the Chief People Officer, Chief EEO Officer, and agency head. This provides an opportunity for dialogue if others in the selection process would like to add feedback, disagree, or have an opportunity to explore additional candidates. In the event that hiring managers encounter an issue with creating selection criteria or making selection decisions, the Chief People Officer and Chief EEO Officer consults with them to decide next steps.
 
In FY 2024, and continuing into FY 2025, the CFB participates in job fairs, offers reasonable accommodations to all job applicants and internal candidates, ensures our facilities are ADA accessible, and provides opportunities for our external and internal candidates to provide feedback on any perceived or actual structural barriers to employment. The CFB emphasizes a skills-based hiring protocol that considers relevant experience and/or acquired skills in lieu of a formal education (when possible) in an effort to further reduce barriers to employment.  

C. EEO Role in Hiring and Selection Process

Below is a brief detail of which stages of selection involve our EEO Officer (pre- and post-selection).
Our EEO Officer is involved in most aspects of the selection process.

Within pre-selection the EEO Officer, in conjunction with the Chief People Officer:

1. Reviews all hiring packages
2. Offers all candidates reasonable accommodations
3. Provides, or designates a member of the EEO-DEI Division to provide, a live training on Unconscious Bias and Structured Interviewing to all employees involved in the selection process.

Within post-selection the EEO Officer, in conjunction with the Chief People Officer:

1. Consults with the hiring manager to confirm final candidate selection.
2. Provides opportunities for both external, and internal candidates, to provide feedback on any perceived or actual structural barriers to employment

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

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

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

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

☒ Provide consultation regarding creation/review of objective criteria for evaluating candidates for hire or promotion and applying those criteria consistently to all candidates.

☒ In collaboration with the Chief People Officer, review interview questions to ensure that they are EEO-compliant, job-related, and required by business necessity.

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

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

☒ Periodically review candidate evaluation forms and conduct a job applicant analysis via the NYCAPS eHire Applicant Interview Log and/or SmartRecruiter reports to advise Human Resources of any demographic trends and/or EEO concerns based on available self-ID data.
☒ Review hiring package to evaluate that the selection process was conducted in accordance with EEO best practices.
☐ Other: _____________________
D. Layoffs
In the event of layoffs, terminations, and demotions due to legitimate business/operational reasons ensure, the EEO-DEI division, in conjunction with the People Operations Division, the Agency General Counsel, and the Law Department, would conduct an impact analysis. The analysis would be conducted prior to the finalization of the list of titles that will be impacted and would measure to impact of these actions based upon gender, race, age, and other demographic identifiers. The analysis would seek to identify the full consequences of such an action, aiming to deeply understand the negative impacts that may occur and prevent any instances of discrimination. 
The CFB selects the following:
☒ 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.
☒ The agency 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 of these groups, the agency will document that the targeted titles or programs were selected based on objective criteria and justified by business necessity.
☒ The Agency Personnel Officer, EEO Officer and General Counsel will be involved in making layoff or termination decisions. It 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)

VII. [bookmark: _Toc108400731][bookmark: _Toc175931559]Training

	
Training Topic
	Type of Audience 
(e.g., All Staff, Front-line Employees, Managers, Supervisors, etc.)
	
Goal Number of Participants
	
Projected
Dates

	1. Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees (e-learning)
	All employees – Biennially (Cycle 2 must be completed by March 31, 2025.)
	

100%
	
February 28, 2025

	2. Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees
(classroom/live webinar)
	All employees – Biennially (Cycle 2 must be completed by March 31, 2025.)
	

0%
	



	3. Sexual Harassment Prevention (e-learning)
	All employees – Annually (Cycle 7 runs between September 1, 2024 – August 31, 2025)
	

100%
	
August 1, 2025

	4. Sexual Harassment Prevention (classroom/live webinar)
	All employees – Annually (Cycle 7 runs between September 1, 2024 – August 31, 2025)
	

0%
	


	5. LGTBQ – Power of Inclusion (e-learning)
	Managers, Supervisors, and Front-line employees (must be completed by March 31, 2026)
All other employees
	

100%
	

February 28, 2025

	6. LGTBQ – Power of Inclusion (classroom/live webinar)
	Managers, Supervisors, and Front-line employees (must be completed by March 31, 2026)
All other employees
	

0%
	



	7. Disability Awareness and Etiquette
	All employees
	100%
	December 31, 2024

	8. Structured Interviewing and Unconscious Bias (classroom/live webinar)
	All employees
	100%
	December 31, 2024

	9. Other (specify)

	
	
	

	10. Other (specify)

	
	
	


[bookmark: _Toc108400732]
VIII. [bookmark: _Toc175931560]Reasonable Accommodation
Below is a description of the actions our 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.  
Once a reasonable accommodation request is received, the Chief EEO Officer creates an internal checklist that is derived from the City of New York’s revamped 2024 EEO Policy and follows the checklist. Typically, the process includes (1) reviewing the request, (2) determining if relevant documentation is needed, (3) requesting said documentation, (4) engaging in a cooperative dialogue with both the requestor and their management and then, (5) issuing a determination within 30 days of receipt of the request. During regular check-ins, the Agency Head engages in a dialogue with the Chief EEO Officer to ensure that the process is being followed.   
At the time of CAD database affirmation, the Chief EEO Officer, Chief People Officer and General Counsel will discuss any trends in statistics with regard to volume, type, and speed of disposition of EEO complaints and reasonable accommodation requests and appeals. This analysis will be completed to understand, what, if any, systemic barriers exist that are supported by data and have the ability to be changed by leadership at the agency to prevent discrimination. 
The agency reconciles and dispositions EEO complaints and reasonable accommodations in accordance with the City of New York EEO policy and any applicable city, state, federal and local laws. The Chief EEO Officer periodically meets with the agency’s legal team and attends EEO best practices meetings to also ensure compliance.  
Appeal Protocol
The agency head oversees reviewing any appeal requests. At this time, no other designee has been appointed. The agency’s determination letter outlines the process for a reasonable accommodation determination appeal. After notification of appeal, the agency head will be forwarded any relevant information by the Chief EEO Officer and will schedule a time to meet with the requestor. The agency head will conduct an independent review and holds the authority to overturn or uphold any previously issued reasonable accommodation determination.   Pursuant to the City of New York’s EEO policy, the Chief EEO Officer and Office of General Counsel are not involved in the reasonable accommodation appeal process.  
The CFB selects the following:
[bookmark: _Hlk19875942]☒ 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.
☒ 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.
☒ The agency follows the City’s Reasonable Accommodation Procedure.
☒ The agency implemented the modifications of Reasonable Accommodation Procedure announced in May 2024.
☒ The agency initiates the cooperative dialogue within 10 days from the request for Reasonable Accommodation.
☒ The agency grants or denies request within 15 days after from the conclusion of cooperative dialogue.
☒ When necessary, in certain time-sensitive circumstances the agency conducts and expedited review and grants or denies request in less than 15 days.
☒ The Agency Head or designee must review and grant or deny an appeal fifteen (15) days after submission of appeal.
☐ If the review and decision on appeal is not done by the Agency Head.
Provide the name and title of the designee[footnoteRef:2] : _______________ [2:  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 Counsel would be tasked with defending the agency against a decision in which that office was a decision maker on appeal.   
] 

☐ The designee reports directly to the Agency Head.
☒ The agency will input the Reasonable Accommodation activity on the DCAS Citywide Complaint and Reasonable Accommodation (CAD) Database and update the information as needed.
IX. [bookmark: _Toc175931561]Compliance and Implementation of Requirements Under Local Laws and Mayoral Executive Orders
[bookmark: _Hlk173415325] The CFB selects the following:
A. Local Law 92 (2018):  Annual Sexual Harassment Prevention training

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

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

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

☒ The agency will ensure that sexual harassment complaints, and all other EEO complaints, are investigated and closed within 90 days.
☒ 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. [bookmark: _Hlk173415298]Local Law 121 (2020): Age Discrimination Training

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

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

D. [bookmark: _Hlk139554689]Local Law 27 (2023): Access to Workplace Facilities

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

☒ Employees are provided with information on how to request workplace accommodations and has access to respective facilities, including access for individuals with disabilities.
The CFB selects the following types of accommodations that our agency has provided to our workforce in FY 2024:
☒ Reassignment
☒ Modification of Work Schedule
☒ Flexible leave 
☒ Modification or Purchase of Furniture and Equipment 
☒ Modification of Workplace Practice, Policy and/or Procedure
☒ Grooming/Attire

E. Local Law 27 (2023): Diversity and Inclusion Training for FY 2025

☒ List of diversity and inclusion training for FY 2025 is included in section VII of this annual plan.

F. Local Law 27 (2023): Workforce Information Report for FY 2024

☒ 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-competitive civil service examination and a list of any preparatory materials developed for applicants or potential applicants for open-competitive and promotional civil service examinations.

Please note that the CFB does not participate in the 55-A program because the majority of our titles are non-competitive and do not require a civil service exam. However, our agency Career Counselor regularly disseminates information to all CFB staff regarding Civil Service 101 information sessions, civil service exam notifications.

​☐​ The agency submitted all information required by LL 28 for FY 2024 using the form and templates provided.

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

[bookmark: _Hlk173415214]Under Executive Order No. 16 of 2016, 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 with the public. The current Cycle 5 runs from April 1, 2024, to March 31, 2026.

☒  The agency plans to train all new employees within 30 days of start date.

☒  All managers, supervisors, and front-line employees will be re-trained every two years, no later than the third quarter of the Fiscal Year, as indicated in Section VII Training above.

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

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

X. [bookmark: _Toc108400733][bookmark: _Toc175931562]Audits and Corrective Measures 

The CFB selects the following:

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

☐ 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.

☐ 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.]

☒ Within the last two years the agency was involved in an audit 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 see the attached copy of the Certificate of Compliance from the auditing agency.]



XI. [bookmark: _Toc108400734][bookmark: _Toc175931563]Agency Head Signature

Paul S. Ryan________________
Print Name of Agency Head


____________________________
Signature of Agency Head


____________________________
Date



[bookmark: _Toc175931564]Appendix A: Contact Information for Agency EEO Personnel and Career Counselors *
Agency EEO Office Mailing Address: 

100 Church Street, 12th floor, 
New York, NY 10007
_______________________________

Contact Information (title, name, e-mail, telephone number) for the EEO/DEI and HR (People Operations) Roles at the CFB:
	
	
	Title/Function
	Name
	Email
	Telephone

	1. 
	Acting Agency EEO Officer
	Kirann Nesbit
	KNesbit@nyccfb.info
	(212) 409-1847

	2. 
	Agency Deputy EEO Officer
	Not Appointed
	N/A
	N/A

	3. 
	Agency (Chief) Diversity & Inclusion Officer 
	Kirann Nesbit
	See Above
	See Above

	4. 
	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Kirann Nesbit
	See Above
	See Above

	5. 
	ADA Coordinator
	Janey Gemmell
	JGemmell@nyccfb.info 
	N/A

	6. 
	Disability Rights Coordinator
	Janey Gemmell
	See Above
	See Above

	7. 
	Disability Services Facilitator
	Janey Gemmell
	See Above
	See Above

	8. 
	55-a Coordinator
	Not Appointed
	N/A
	N/A

	9. 
	Alternate Dispute Resolution Coordinator
	Amanda Martin-Lawrence
	AMartinlawrence@nyccfb.info 
	N/A

	10. 
	Gender Based Violence Liaison
	Amanda Martin-Lawrence
	See Above
	See Above

	11. 
	EEO Investigator(s)
	Dr. Sarah Jackson
	SJackson@nyccfb.info 
	(212) 409-1853

	12. 
	EEO Investigator(s)
	Amanda Martin-Lawrence
	See Above
	See Above

	13. 
	EEO Counselor(s) 
	Ama Acquah
	AAcquah@nyccfb.info
	N/A

	14. 
	EEO Training Liaison(s)
	Dr. Sarah Jackson
	See Above
	See Above

	15. 
	Career Counselor(s)
	Shanulda DeCamp
	SDeCamp@nyccfb.info 
	
212) 409-1749
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