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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: 10222025
☐ 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): 50TH ANNIVERSARY ASSEMBLY


		Please describe Awards and/or Appreciation Events below: [Enter Awards and/or Appreciation Events Here]
​​NYC ​Aging marked its 50th Anniversary with a special team-building event at Gracie Mansion on Thursday, August 14, 2025. The celebration reflected five decades of service, innovation, and commitment to improving the lives of older New Yorkers. NYC Aging Commissioner Lorraine Cortés-Vázquez delivered welcome remarks, followed by inspiring messages from Deputy Mayor Camille Joseph Varlack and DCAS Commissioner Louis Molina. The event began with a program highlighting the agency’s accomplishments over the past 50 years. Following the program highlight, staff participated in a Town Hall–style Q&A session with agency leadership, providing an opportunity for open dialogue and reflection on NYC Aging’s mission and future goals. The celebration concluded with a picnic and team-building activities on the grounds of Gracie Mansion, where staff came together to connect, collaborate, and commemorate this milestone in NYC Aging’s history. 
III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 338  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): 03102025
☐ Yes (again) on (Date): (MM/DD/YY)
☐ No
☒ NYCAPS Employee Self Service (by email; strongly recommended every year)
☐ Agency’s intranet site
☒ On-boarding of new employees
☐ Newsletters and internal Agency Publications



Agency conducted a review of the quarterly CEEDS workforce aggregate reports and the dashboard with demographic data and trends, including workforce composition by job title, job group, race/ethnicity and gender; new hires, promotions and separation data; and utilization analysis in order to inform broad recruitment outreach efforts.  
☒ Yes, on (enter dates below):
	Quarter 1 Review
	Quarter 2 Review
	Quarter 3 Review
	Quarter 4 Review

	Q1 Review Date: 09042025
	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: DIVERSITY EQUITY & INCLUSION OFFICER
☒ 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).

The Office of Human Resources meets with the EEO Officer on a quarterly basis to review the CEEDS report, hiring trends and recruitment practices. The purpose of the quarterly meetings is to ensure that the goals are aligned with Diversity, Equity, and Inclusion.    

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

NYC Aging Workforce goals focus on the makeup of the workforce in terms of diversity, 
representation, and inclusion. In FY 2026 we aim to increase workforce diversity to better reflect 
the communities served, achieve equitable representation across all levels of the organization, 
including leadership, and conduct regular workforce audits to track diversity metrics and identify 
gaps in representation.

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

During the first quarter of 2025, NYC aging increased the diversity of its workforce through
partnership with organizations and schools to attract candidates from underrepresented 
backgrounds. The agency is also partnered with the Department for Citywide
Administrative Services through its hiring pools. Additionally, review job descriptions to 
remove unnecessary qualifications that may create barriers, design job descriptions to 
avoid biased language, require diverse hiring panels and structured interview questions, 
and highlight NYC Aging’s commitment to DEI. NYC Aging has also increased internship 
and fellowship programs that attract candidates from underrepresented backgrounds.

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

                       Our recruitment goals are to attract top talent from a wide range of backgrounds and improve 
                       access to opportunities including expanding outreach efforts to underrepresented groups through 
                       partnerships with diverse professional organizations and educational institutions, implement 
                       structured bias-reducing hiring practices, standardized interview questions, blind resume reviews, 
                       and establish internship/apprenticeship pipelines for early-career professionals from historically 
                       excluded communities. Our retention goals focus on keeping talented employees engaged and 
                       reducing turnover, especially among underrepresented groups. We will achieve this by improving 
                       employee engagement and satisfaction scores through regular surveys and responsive action 
                       plans, building upon our learning academies, analysis of the CEEDS Reports, and our already 
                       existing inclusive workplace culture initiatives, such as employee resource groups (ERGs) and 
                       monitor and reduce disparities across demographic groups. 

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

Workforce Goal/Initiative #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

     Through the Supervisor Learning Academy, NYC Aging equips frontline supervisors with the leadership knowledge and skills necessary to grow and advance within the organization. This program strengthens internal talent pipelines, promotes equitable career advancement, and supports a culture of professional growth. The Citywide Equal Employment Opportunity Data System (CEEDS) Committee, composed of representatives from the Office of Human Resources (OHR), Equal Employment Opportunity (EEO), Legal, and the Commissioner’s Office, collaborates to assess workforce data and trends. The committee produces regular reports that analyze representation and pay equity across roles and organizational levels, identifying areas of persistent underrepresentation and recommending strategies for improvement. We continue to foster an inclusive workplace culture by ensuring that all staff complete mandatory diversity, equity, and inclusion (DEI) trainings. Additionally, the agency supports participation in Employee Resource Groups (ERGs), which provide platforms for employees to share their experiences, elevate their voices, and contribute to shaping agency policies and practices.

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

                      Our Internships and Youth Workforce Engagement Unit is committed to advancing the agency’s 
                      broader mission of promoting diversity, equity, inclusion (DEI), and equal employment 
                      opportunity (EEO) across the workforce. We develop and sustain strategic partnerships with City 
                      agencies, academic institutions, and community-based organizations throughout New York City 
                      to create inclusive and equitable opportunities for historically underrepresented and marginalized 
                      populations. Through internships, apprenticeships, and college aide programs, we provide 
                      meaningful, work-based learning experiences and professional development opportunities that 
                      empower NYC’s diverse youth. These programs are intentionally designed to remove systemic 
                      barriers, promote intergenerational collaboration, and build a public service talent network that 
                      reflects the full diversity of New York City. By investing in young people from a broad spectrum of 
                      racial, ethnic, socioeconomic, and educational backgrounds—including youth with disabilities, 
                      and those from underserved communities, we can expand equitable access to career pathways 
                      in public service and cultivate intergenerational workforce inclusion. 

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

In an ongoing effort to continue incorporating youth into NYC Aging workforce, in the first 
quarter, we increased the number of Summer Youths through DYCD, Hellenic American 
Neighborhood Action Committee, PENCIL, and United Activities Unlimited. We also work with 
15 CUNY Career Launch Program to employ summer interns from their Career Launch 
Program. At the end of this period, five NYC Aging supervisors were nominated and selected for 
recognition by their interns through PENCIL's Annual Partnership and Volunteer Award 
Ceremony, held on September 25, 2025. The award was given to supervisors who "helped 
students see the possibilities of tomorrow and instill the confidence necessary to pursue their 
goals". In the latter part of the first quarter, (15) CUNY students were offered an opportunity to 
intern with the agency for one semester in exchange for academic credit towards their 
undergraduate or graduate-level studies through the Comprehensive CUNY Internship 
Program. 

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

NYC Aging strongly believes in developing its workforce. Our Professional Development Goals offer equitable access to training and development programs, including leadership and technical skill-building, require individualized development plans for all employees in collaboration with managers, and invest in upskilling/reskilling programs to prepare staff for evolving roles and technologies. The Youth Workforce Engagement Unit increased the number of youths engaged in the various programs at NYC Aging. This includes the Summer Youth Employment, Program Ladders for Leaders, and the City University of New York (CUNY) Career Launch Program.

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

Through the professional development goals, we ensure equitable access to training and development opportunities – including leadership and technical skill-building programs. NYC Aging strongly believes in equitable advancement and leadership representation. We foster continuous growth and accountability. We also invest in upskilling and reskilling initiatives to prepare staff for evolving roles, technologies, and future workforce needs.

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

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

            NYC Aging utilizes the CEEDs Utilization Reports and EEO Dashboards to monitor workforce composition, track progress on diversity goals, and identify trends in underutilization. We also assess recruitment outcomes against hiring goals and gaps to trigger further review and intervention. The EEO Office continues to work closely with the Office of Human Resources to review and revise job postings and qualifications to remove potential barriers and ensure inclusive language, ensure that hiring panels are diverse and trained in bias awareness, and outreach efforts to ensure diverse applicant pools. The underutilization is represented in white and in male. We continue to take proactive steps to address this underutilization. We also recognize the scope of the agency is not a male industry, however, we continue to forge a way to increase the male population.  

B.  Workplace:
Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workplace included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
           Launch an annual DEI Champions Recognition Program to honor employees who actively promote equity, inclusion, and cultural awareness in the workplace. Honorees are nominated by peers and acknowledged at agency-wide meetings and in internal newsletter. Publish a monthly DEI Spotlights highlighting cultural observances, employee stories, and inclusive practices. These communications will help to build awareness and foster an inclusive agency culture. Achieve a 100% completion rate for mandatory annual EEO and DEI training across all staff.

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

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


Workplace Goal/Initiative #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]

Strengthening internal career development services with the creation of targeted career coaching sessions for underrepresented staff.  

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?

             NYC Aging is deepening its investment in employee growth and inclusion by strengthening  
       internal career development services. This includes the creation of targeted career coaching to 
       support underrepresented staff and continued expansion of the Academies with a new cohort of 
       supervisors from diverse backgrounds and fostering a more equitable and representative 
       leadership pipeline. This initiative is done through the Career Counselor.

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]

                       Publish a monthly DEI Spotlights highlighting cultural observances, employee stories, and   
                       inclusive practices. These communications will help to build awareness and foster an inclusive 
                       agency culture.

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 #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]

Through intentional and measurable actions, NYC Aging continues to foster an inclusive                      workplace culture rooted in equity and anti-racism. By integrating inclusive practices across hiring, employee development, communication, and cultural engagement—and by centering age and identity inclusivity—the agency ensures that its values are reflected in every aspect of its operations.

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

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

Instituting fair, bias-aware hiring practices, expanding outreach to diverse candidate pools, ensuring job descriptions, and interviews are accessible and inclusive. All staff must complete all city mandated trainings. assurance of clear, respectful, and inclusive language in internal and external communication, and ensuring materials and messages reflect the diversity of NYC’s older adult population and staff.

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

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]

B.             Institute Anti-Ageism Education in Public Schools to Combat age-based discrimination by raising awareness early in life through education. Strategies include: 
Institute Anti-Ageism Education in Public Schools to Combat age-based discrimination by raising awareness early in life through education. Strategies include: 
· Develop and implement an ageism-awareness resource guide in the nation’s largest public school system. 
· Collaborate with educators, anti-ageism experts, and community leaders to integrate intergenerational learning opportunities. 
· Use age-inclusive language and representation in classroom materials to foster respect for older adults. 
Empower Older Workers Through Rights-Based Training to promote equitable workplace access and protect older individuals from age discrimination. Strategies include: 
· Deliver targeted training for older adults re-entering the workforce on their rights under the NYC Human Rights Law and other EEO protections. 
· Provide culturally responsive resources that address intersectional issues of age, race, and socioeconomic status in employment discrimination. 

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

                        NYC Aging’s Anti-Ageism Education initiative, designed to combat age-based discrimination and 
                        build early awareness among K-12 students, was developed and implemented in 24 schools 
                        during the 2024-2025 school year, reaching more than 1,800 students. The program has helped 
                        students build empathy and respect across generations by recognizing stereotypes about older 
                        adults and understand the value of intergenerational relationships. It also helps student to reduce 
                        harmful biases early by identifying language and assumptions. Students become more aware of 
                        bias in social media, daily conversations, and school environments. Understanding ageism helps 
                        students recognize it later in their careers and promotes more equitable work environments, 
                        especially in multigenerational teams. The benefit of this program prepares students for future 
                        workplaces and reduces the likelihood they will internalize or repeat these stereotypes. 
 
                        Training to promote equitable workplace access and protect older individuals from age 
                        discrimination was provided to approximately 670 older workers and volunteers, focusing on the 
                        NYC Human Rights Law and age discrimination in the workplace. The older earn what protections   
                        they have under the NYC Human Rights Law, including what qualifies as age discrimination and 
                        what employers are legally required to do. This helps them recognize and respond to unfair 
                        treatment, feel more confident speaking up, documenting incidents, or accessing support when             
                        they experience workplace bias, helps older workers identify inappropriate behavior, 
                        Understanding their rights and how to protect themselves reduces stress, anxiety, and 
                       uncertainty—especially for those who may have previously faced age bias. 

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]

The Foster Grandparent Program (FGP) will advance its community goals for 2026 by mobilizing approximately 222 older adults who volunteer across 60 sites in 33 Taskforce on Racial Inclusion and Equity (TRIE) communities. Through meaningful intergenerational engagement, these volunteers will support youth development while enhancing their own social connectedness, sense of purpose, and civic engagement. By aligning elder volunteerism with local priorities in education, wellness and mutual support, the FGP model will contribute to stronger, more resilient communities. 
      
NYC Aging is dedicated to promoting equity, inclusion, and access across all programs and services, with a particular focus on reaching older adults with the greatest social and economic need. This commitment to DEI and anti-racism is embedded in both internal practices and external service delivery. The agency uses the following five strategic focus areas to frame its efforts: 

NYC Aging continues to create opportunities for community-based partners to deliver services to older adults and caregivers across all five boroughs through the release of Requests for Proposals (RFPs). 

In addition, NYC Aging actively engages older adults, caregivers, and service providers to gather feedback and input. This participatory approach helps build stronger community connections and ensures that equity and inclusion remain central to all program planning and implementation.

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

FGP strategically mobilizes approximately 199 older adult volunteers across 60 program sites within 33 Taskforce on Racial Inclusion and Equity (TRIE) neighborhoods, aligning its efforts with the city’s focus on equity. Volunteers actively provide academic, social-emotional, and mentorship support to youth, many of whom are from racially and economically marginalized backgrounds. FGP actively retains volunteers who reflect the racial, cultural, and linguistic diversity of New York City’s population. Currently, the volunteer pipeline includes individuals who speak multiple languages and represent a wide range of ethnic and cultural identities. Ongoing training equips volunteers with DEI-informed practices, emphasizing cultural responsiveness, trauma-informed care, and strategies to dismantle bias in intergenerational engagement. Collaborations with schools, community-based organizations, and family and hospital providers ensure that FGP volunteers address locally identified priorities in education, wellness, and mutual support; these partnerships strengthen the visibility of FGP as a trusted community-based service provider while embedding older adult service as part of a holistic neighborhood support network. 

Targeting a retention rate above 89.64%, reflecting strong volunteer sustained participation. Monitoring improvements in literacy, attendance, and socio-emotional growth among students supported by volunteers. Annual tracking of service hours delivered in TRIE communities, with a 2026 goal of 231,768 hours of volunteer service. Monitoring demographic alignment between volunteer cohorts and the populations served, ensuring representation and inclusivity. Surveys captured growth in social connectedness, civic engagement, and sense of purpose among older adult participants.

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]

NYC Aging prioritizes culturally competent service delivery by seeking providers in our Requests for Proposals (RFPs) who demonstrate an understanding of the unique needs of the communities they serve. Preference is given to providers who hire staff from within those communities, helping to ensure both cultural relevance and community trust. In upcoming RFPs for the agency is exploring requirements for halal and kosher meals where appropriate, in addition to the existing requirement that all programs provide meals that are culturally relevant to the populations they serve.

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

Our programs department has worked closely with our PSI department to develop a new concept paper for both Naturally Occurring Retirement Communities and Older Adult Centers to ensure diversity, equity, and inclusion are key values within future RFPs. It is set to be released later this calendar year. We continue to explore ways to increase access to halal and kosher meals in upcoming RFPs. We are currently discussing this in relation to an upcoming concept paper for the Older Adult Center RFP.   


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


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

Our HDM providers are required to offer a variety of menus that reflect the cultural and dietary preferences of older adults. Our nutrition team works closely with providers to review and improve menus to ensure they meet the cultural and nutritional needs of diverse participants.

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

Our Home Delivered Meal providers are required to offer a variety of menus that reflect the cultural and dietary preferences of older adults. In so doing, our nutrition team works closely with those partners to review and improve menus to ensure they meet the cultural and nutritional needs of diverse participants. To achieve his goal, in partnership with the Office of Human Resources (OHR), the programs department has revised minimum job qualifications to expand eligibility and attract a more diverse pool of applicants for roles such as nutritionist consultants and program officers. Outreach efforts are underway to promote these opportunities and encourage applications from candidates representing underrepresented communities.

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

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

NYC Aging is preparing to release a concept paper outlining a new Caregiver Program. This initiative will be followed by focus groups to gather input from community providers, helping shape the direction of the program. Ultimately, NYC Aging plans to issue a Request for Proposals (RFP) for Caregiver Services. 	In parallel, NYC Aging is partnering with Ideas’ behavioral design team to improve service uptake among caregivers. This collaboration includes an in-depth qualitative study to identify the behavioral and structural barriers preventing caregivers from enrolling in full services after receiving initial information and assistance. Based on their findings, the team will provide recommendations to help address these barriers and enhance caregiver engagement.

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

NYC released a Caregiver Concept paper on Caregiver Services on 9/12/25.  This will be followed by focus groups to gather input from community providers and then the plan is to release a Caregiver RFP. We are continuing to partner with Ideas 42’s behavioral design team to improve service uptake among caregivers. Ideas 42’s behavioral design team has begun interviews of caregivers to inform an in-depth qualitative study to identify the behavioral and structural barriers preventing caregivers from enrolling in full services after receiving initial information and assistance.

Community/Equity/Inclusion Goal/Initiative #5 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


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

NYC Aging is committed to strengthen engagement with underserved communities. We are committed to continued and intentional outreach to communities of color, high-poverty neighborhoods, and historically marginalized groups. Our goal is to ensure that older adults in these communities are aware of, and can access, the full range of aging services and benefits. This includes personalized support to help navigate available programs and connect with other relevant city services.

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

NYC Aging promotes services and resources through media and public outreach. The Agency’s website, social media, marketing materials, and media campaigns promote events and increase visibility. Our monthly newsletter provides updates and key issues with external stakeholders.  

Community/Equity/Inclusion Goal/Initiative #6 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

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

NYC Aging will continue fostering cross-agency collaboration with the Mayor's Office, other city agencies, and the Cabinet for Older New Yorkers to increase visibility and promote NYC Aging events, benefit registration drives, forums, and town halls. These collaborations ensure that information and services are equitably distributed and that the voices of all older New Yorkers are included in program development and delivery.

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

NYC Aging coordinates with the Mayor’s Office, other city agencies, and the Cabinet for Older New Yorkers to promote NYC Aging events, forums, town halls, benefits registration opportunities, and other functions which serve a greater number of older adults. Work includes Town halls or Community Conversations, Annual Plan Summary Hearings, and NYC Aging 101 Seminars for elected officials.

Community/Equity/Inclusion Goal/Initiative #7 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

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

We actively support external partners, community-based organizations, and advocates who
focus on serving marginalized populations. By amplifying their efforts and aligning our initiative, 
we aim to close gaps in service delivery and ensure that individuals, traditionally 
excluded from government programs, have equitable access to resources, support, and 
benefits or entitlements. 	Inclusive community engagement, education, outreach, and
educational events to engage older adults and their caregivers in all racial and ethnic groups, 
LGBTQIA+ individuals, people with disabilities, and those from low-income and rural 
communities.

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

NYC Aging implemented a marketing campaign to inform and empower older adults to enroll in the Medicare Savings program, which helps people with limited income pay for their Medicare costs and support applications for renewals. The campaign will be disbursed in multiple languages and run in multiple community and ethnic media outlets.

Community/Equity/Inclusion Goal/Initiative #8 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


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

NYC Aging continues to build and sustain partnerships with grassroots organizations, expand language access services and provide culturally appropriate materials to better serve non-English speaking beneficiaries while increasing the availability of interpretation services at external events to ensure full participation while creating meaningful volunteer opportunities for older adults, including retirees, across NYC Aging programs.

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

NYC Aging expanded language access and culturally appropriate materials to better serve non-English speaking beneficiaries. Additionally, we are increasing access to interpretation services at external events.  Additionally, we have implemented Data Tracking and Reporting which allows us to track improved access to services to determine where the gaps are in serving certain groups.   

Community/Equity/Inclusion Goal/Initiative #9 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


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

Recruit, train, and support a diverse group of staff and volunteers that reflect the communities we serve and values diversity across all dimensions, including age, race, ethnicity, gender identity, ability, and socioeconomic backgrounds.

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

In the first quarter, HIICAP recruited eight volunteers, all of whom completed the city-mandated trainings. These individuals represent an intergenerational, ethnically diverse, and socioeconomically varied group, with ages ranging from their 20s to 65+.

Community/Equity/Inclusion Goal/Initiative #10 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

11.	 	Other Community programs and activities:

Please describe any other Community-directed programs and activities (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these programs and activities?

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]

The NYC Aging Office of Human Resources staff continues to review policies, procedures, and practices related to targeted outreach and recruitment. We will also utilize the Inclusive Recruitment Guide Issued by the Office of Citywide Equity and Inclusion to develop strategic recruitment plans, review underutilization in job groups to inform recruitment efforts, identify resources to bolster efforts aimed at increasing the effectiveness of diversity recruitment, put in place an operating, up-to-date, accessible website, mobile application, and social media presence related to EEO protection and rights.

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

Our Employment Services team have partnered with the hiring managers to review all applicant resumes to ensure that candidates meet the minimum qualification requirements for the posted job.  Also, all hiring managers have attended the Department Structured Interviewing training to better understand the recruitment strategy. In addition, our team have provided recruitment resources and guidelines on using SmartRecruiters during the recruitment process.     

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]

NYC Aging will continue targeted outreach to colleges, universities, and community programs in hard-to-reach areas of NYC, utilize the CEEDS committee to identify underutilization of job groups, and expand social media outreach to attract diverse talent.

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

Using the key features of JobsNYC and SmartRecruiters reports, we can do more in reach qualified applicants.

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]

NYC Aging utilizes the internal intranet and the weekly agencywide muster to inform staff of vital benefits and services available to them. We evaluate the effectiveness based on employee inquiries and access to services.

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

NYC Aging continues to ensure staff have access vital benefits and services through information shared at the Weely Muster, and during the agency’s virtual office hours, a monthly Teams meeting open to all staff.

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]

NYC Aging uses diverse recruitment sources with the expectation of receiving a diverse applicant pool.   

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

1. LinkedIn, NYC Aging’s social media - NYC Aging - will continue to use LinkedIn to advertise job openings in FY 2026 to attract a diverse pool of applicants.   
2. New York Urban League - The agency will continue to engage the league in identifying qualified candidates to fill vacancies.   
3. NYC: ATWORK - Share postings and use as a recruitment tool - NYC: ATWORK will identify, recruit and pre-screen eligible qualified candidates before we meet them; streamline the 55-a eligibility process through collaborative partnership with authorized entities, ACCESS-VR and NYSCB upon employment offer; will work with DCAS in following each candidate’s status in the 55-a process and following up on whether they have been hired.   
4. Colleges and Universities and other grassroot organizations - OHR partners with NYC colleges and universities and send job openings to be posted.  
5. NYC Aging promotes a diverse internship program and youth workforce engagement partnership to build a pipeline of employment opportunities. 

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.

The agency’s Career Counselor reviewed policies, procedures, and practices related to hiring, including vacancy announcements, certification lists, and selection processes for mission-critical occupations. The Counselor promoted employee awareness of promotional and transfer opportunities within the agency and coordinated agency-wide notifications of such opportunities. Additionally, the Counselor encouraged participation in training and development programs to enhance employees’ skills, performance, and career advancement. Throughout the reporting period, the Career Counselor provided staff with information on both internal and external professional development resources, explained the civil service process and the pathway to becoming a permanent civil servant, and offered technical assistance to employees preparing for upcoming civil service examinations. The Counselor also distributed citywide vacancy announcements, civil service exam notices, and other career development information to agency staff. Furthermore, the Counselor assisted employees and Job Training Program participants in assessing their skills and developing individualized career plans to support long-term professional growth. Additionally, we will provide resources and support for:   
· Targeted job searches   
· Development of job search strategies   
· Resume preparation  
· Review of effective interview techniques   
· Review of techniques to promote career growth and deal with change   
· Internship exploration  
  
NYC Aging’s Career Counseling is available through the agency’s Human Resources/Training and Professional Development unit to assist employees in making informed decisions regarding their professional development. NYC AGING’s career counselor information and contact information are available on the agency intranet. The intranet provides all the topics covered by the career counselor during the counseling sessions. The career counselor planned duties for FY2025, and going forward will be to inform employees of the following:   
· Civil Service   
· Examination Process   
· Hiring Process   
· Promotional Opportunities   
· Education / Training Opportunities  
   
The career counselor will provide tailored and specific information for the overall employee career development and discuss in detail the following:   
· Ensuring employees have access to information regarding their Job Responsibilities – Tasks & Standards, and Performance Evaluation Standards   
· Civil Service Examinations   
· Training Opportunities   
· Job Postings   
· EEO policies   
· 55-a Program   
· Recruitment   
· Career Plans   
· Job Position Classification   
· Employment Programs   
· Employment Initiatives  
B. Recruitment Efforts for Civil Service Exams
Pursuant to Local Law 28 (of 2023), list all recruitment events that were held by the agency to promote open-competitive civil service examinations.
	Quarter #
	Event Date
	Event Name
	Borough

	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]



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

	Bronx
	
	
	
	

	Brooklyn
	
	
	
	

	Manhattan
	
	
	
	

	Queens
	
	
	
	

	Staten Island
	
	
	
	



C. Recruitment Sources
List recruitment sources used to fill vacancies in the current Quarter (include Q#)

NYC Aging uses diverse recruitment sources with the expectation of receiving a diverse applicant pool.   
 
1. LinkedIn, NYC Aging’s social media - NYC Aging - will continue to use LinkedIn to advertise job openings in FY 2025 to attract a diverse pool of applicants.   
2. New York Urban League - The agency will continue to engage the league in identifying qualified candidates to fill vacancies.   
3. NYC: ATWORK - Share postings and use as a recruitment tool - NYC: ATWORK will identify, recruit and pre-screen eligible qualified candidates before we meet them; streamline the 55-a eligibility process through collaborative partnership with authorized entities, ACCESS-VR and NYSCB upon employment offer; will work with DCAS in following each candidate’s status in the 55-a process and following up on whether they have been hired.   
4. Colleges and Universities and other grassroot organizations - OHR partners with NYC colleges and universities and send job openings to be posted.  
5. NYC Aging promotes a diverse internship program and youth workforce engagement partnership to build a pipeline of employment opportunities.   

D. Internships/Fellowships

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

1.  Urban Fellows: Q1 Total: 1  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: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)

Additional comments: 
Click or tap here to enter text.

5-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): 2 Q2 (12/30/2026):  (#) 
Q3 (03/30/2026): (#)   Q4 (06/30/2026):  (#)

During the 1st Quarter, a total of (#) new applications for the program were received.
During the 1st Quarter (#) 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: 
	by e-mail:	
	☒ Yes   
	☐ No

	in training sessions:
	☒ Yes   
	☐ No

	on the agency website:
	☒ Yes   
	☐ No

	in agency newsletter:
	☐ Yes   
	☐ No

	Other:



Other Goals (if applicable):

VI. Hiring and Promotion

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

Please list additional Hiring and Promotion Strategies and Initiatives which you set/declared in your FY 2026 EEO Plan (e.g., use of the objective structured interview practices, EEO Office approval of interview questions, review of e-hire applicant data to ensure there was broad outreach that yielded a diverse applicant pool).
	During this 1st Quarter the Agency activities included:

	
	# of Vacancies
	# of New Hires
	# of New Promotions

	Q1
	8
	7
	9

	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.
The Career Counsel meets with employees to discuss career goals, offer guidance on skills, training, or experience needed for possible promotion, map out potential employment path, and share information on opportunities for career growth.

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.)

The Career Counsel works closely with the Office of Human Resources to review open positions to provide information on growth opportunities to employees.

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.

NYC Aging maintains a fair, transparent, and merit-based selection forces for mid and high-level discretionary positions. This process is guided by principles of Equal Employment Opportunity principles and the agency’s strategic goals. All vacancies are posted on NYCAPS and internally on the agency’s intranet. These postings include the title, description, qualifications, salary range and job location. The posting is kept for a duration that ensures sufficient time for diversity pool of qualified candidates to apply.to eliminate barriers, hiring managers receive mandatory training on EEO and anti-discrimination laws, structured interviewing and requirements for the selection process.

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.)

In order to analyze impact, NYC Aging compiles data on who is impacted by layoffs or termination. Our focus is on whether the terminations are disproportionately affecting women, minorities, or older employees and are voluntary separations higher in certain demographic groups.

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:

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

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

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

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

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

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

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

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

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

X.  Audits and Corrective Measures
Please choose the statement that applies to your agency. 
☒ The agency is NOT involved in an audit conducted by NYC Equal Employment Practice Commission (EEPC) or another governmental   agency specific to our EEO practices.
☐ The agency is involved in an audit; please specify who is conducting the audit:
	☐ Attach the audit recommendations by EEPC or the other auditing agency.
☐ If needed, the agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall amend the agency plan for previous FY(s) as recommended by EEPC.
☐ The agency received a Certificate of Compliance from the auditing agency in 2024 or 2025.
                 → Please attach a copy of the Certificate of Compliance from the auditing agency.

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


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

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

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

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


	

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

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

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

	Start or Termination Date: 


	For New EEO Professionals:

	Name & Title
	1. 
	2. 
	3. 

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

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

	

	Name & Title
	4. 
	5. 
	6. 

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

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


Personnel Changes:		 ☐  Yes ☒  No

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

	Name & EEO Role
	1. Heava Lawrence, EEO Officer
	2.	Eric Rivera, EEO Counselor
	3.	 Abubaker Daud, EEO Counselor

	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 .Dianna Maus, EEO Counselor
	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: 2 Lafayette Street, 9th Floor, NYC 10007
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.)
	Heava Lawrence-Challenger
	Administrative Staff Analyst
	Hlawrence@aging.nyc.gov
	212-602-6926

	Deputy EEO Officer 
	
	
	
	

	Diversity & Inclusion Officer (or a similar business title)
	Eric Rivera
	Admin. Program Officer M-1
	Erivera@aging.nyc.gov 
	212-602-7760

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	Erkan Solak
	Agency Chief Contracting Officer
	Esolak@aging.nyc.gov
	212-602-4280

	ADA Coordinator
	Heava Lawrence-Challenger
	Administrative Staff Analyst 
	Hlawrence@aging.nyc.gov
	212-602-6926

	Disability Rights Coordinator
	Heava Lawrence-Challenger
	Administrative Staff Analyst 
	Hlawrence@aging.nyc.gov 
	212-602-6926

	Disability Services Facilitator
	Sandy March

Heava Lawrence-Challenger
	 
Administrative Staff Analyst 

 Administrative Staff Analyst 

	Smarch@aging.nyc.gov


Hlawrence@aging.nyc.gov
	212-602-4143


212-602-6926

	55-a Coordinator
	Leon Madramotoo
	
	
	

	EEO Counselor
	Eric Rivera 
 
Dianna Maus 
 
Abubaker Daud 

	Admin. Program Officer M-I  

Administrative Staff Analyst 

Management Auditor I 

	erivera@aging.nyc.gov 
 
dmaus@aging.nyc.gov 
 
ADaud@aging.nyc.gov 

	212-602-7760 
 
212-602-7759 
 
212-602-4488 


	EEO Investigator
	
	
	
	

	EEO Counselor/Investigator 
	
	
	
	

	Investigator/Trainer
	
	
	
	

	EEO Training Liaison
	Heava Lawrence-Challenger
	Administrative Staff Analyst
	Hlawrence@aging.nyc.gov
	212-602-6926

	Other (specify) Career Counselor
	Justin Richards
	Administrative Program Officer
	Jrichards@aging.nyc.gov
	212-602-4456

	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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