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DPR FY 2024 Diversity, Equity, Inclusion and Equal Employment Quarterly Report



 FY 2024 Agency Quarterly Diversity, Equity, Inclusion and EEO Report

Part I:  Narrative Summary



	
Agency Name: __DPR__________________________                                                                                                                             

	 ☐  1st Quarter (July -September), due November 17, 2023		 ☐  2nd Quarter (October – December), due January 30, 2024
	 ☐  3rd Quarter (January -March), due April 30, 2024			 ☒  4th Quarter (April -June), due July 30, 2024

Prepared by:
     
Flaveia Henry and Iyana Titus           Deputy EEO and AC for DEIB              Iyana.Titus@parks.nyc.gov                        212-360-2782                                                _                              ________                                                                                           _____                                                                                                 _____
Name                                                                            Title	                                          E-mail Address                                              Telephone No.               

Date Submitted: _August 2, 2024__________________                                                                                                                                                        

	
FOR DCAS USE ONLY:				Date Received:








Instructions for Filling out Quarterly Reports FY 2024

[NOTE:  These forms are cumulative and designed to retain and preserve information for the entire FY 2024.
For Q1 please copy the goals, programs, and initiatives from your draft of the FY 2024 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 previous quarter’s submission to update their 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 the Annual Plan]

1. Please save this file as “XXXX Quarter X FY 2024 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, 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; Deferred = put off until later when better resources become available.]

4. Please save the Excel file as “XXXX Quarter X FY 2024 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

[bookmark: _Hlk530066932]Distributed to all agency employees?	☐ Yes, On (Date): _10/31/23_______________	☐ No
						☒ By e-mail	
						☒ Posted on agency intranet and/or website
						☐ Other _________________



II. Recognition and Accomplishments

The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in diversity, equity, inclusion, and equal employment opportunity through the following:

☐ Diversity, equity, inclusion and EEO Awards
☐ Diversity, equity, inclusion and EEO Appreciation Events
☐ Public Notices
☐ Positive Comments in Performance Appraisals
☐ Other (please specify): ___________________________________________


	* Please describe DEI&EEO Awards and/or Appreciation Events below:


	
III.  Workforce Review and Analysis

I. Agency Headcount as of the last day of the quarter was:

Q1 (9/30/2023):  __6113________  Q2 (12/31/2023):  ____6155______  Q3 (3/31/2024):  ___6569_______  Q4 (6/30/2024 ):  ___9609_______

II. Agency reminded employees to update self-ID information regarding race/ethnicity, gender, and veteran status.

☐ Yes	 On (Date): ________________	☐ Yes	 again on (Date): ________________	☐ 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

III. The agency conducted a review of the quarterly CEEDS reports and the dashboard sent by DCAS to the EEO Officer 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.

☐ Yes - on (Dates):  Q1 Review Date:  _10/17/23___  Q2 Review Date:  _01/12/24_______  Q3 Review date:  __04/22/24______  Q4 Review date:  ____07/10/24____
The review was conducted with:

☐ Agency Head		      ☐ Agency Head		          ☐ Agency Head			☐ Agency Head
☒ Human Resources		      ☒ Human Resources	          ☒ Human Resources		☒ Human Resources
☐ General Counsel		      ☐ General Counsel	          ☐ General Counsel		☐ General Counsel
☐ Other __________		      ☐ Other __________	          ☐ Other __________		☐ Other __________
		☐ Not conducted		      ☐ Not conducted		          ☐ Not conducted 		☐ Not conducted


IV. EEO, Diversity, Inclusion and Equity Initiatives for FY 2024

Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency Diversity, Equity, Inclusion and EEO Plan for FY 2024.

A. Workforce:
	
[bookmark: _Hlk530066305]Please list the Workforce Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2023, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).

1. The Agency will work to develop talent pipelines for divisions where underutilization is indicated for associated work groups. The Agency will also examine applicant data to better understand and analyze recruitment efforts to reach a diverse workforce. 
 
The Agency will include ERG members in its recruitment activities.  

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

The first cohort of the Parks Climber & Pruner Apprenticeship Program began training during Q1. This program was launched with the goal of connecting Parkies with an interest in arboriculture to the training and experience needed to succeed. This program will enable NYC Parks to create a pipeline for our in-house forestry workforce. Initially, the cohort began with 18 program participants; there are now 17.  The program is administered by 3 trainees and 1 director.  The apprentices have utilized new skills in supporting storm clean-up and young street trees, among many other critical projects. 

The first apprenticeship cohort continues to proceed through the 15-month training program, which will conclude in October (a second cohort will begin in Oct/Nov). There are 15 members in the cohort (out of an original 19 participants) and it is expected that all will graduate.  Each of the 15 apprentices have applied for recently posted climber-pruner positions (FT).  It is anticipated that they will pass the exam necessary for the position and will be offered the positions once they graduate from the apprenticeship. 
   
Workforce Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	




2.  [Copy Workforce goal from FY 2024 DEI-EEO plan]

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

Workforce Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


3. [Copy Workforce goal from FY 2024 DEI-EEO plan]

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?


Workforce Goal #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

4. [Copy Workforce goal from FY 2024 DEI-EEO plan]

 


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?


Workforce Goal #4 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ 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. 

The Agency has expanded its recruitment efforts to address areas where underutilization exists. During this quarter, underutilization was identified in the following job groups: Building Services (Female), Clerical Supervisors (Black), Craft (Female and Black), Guards (Female and Black), Laborers (Asian), Management Specialists (Black), Science Professionals (Black), Social Scientists (Black) and Social Workers (Female and Black).


B. Workplace:

Please list the Workplace Goal(s) included in Section IV: Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
1. The Agency will launch its first Diversity, Equity and Inclusion (DEI) council during the fiscal year. The council will consist of a variety of employees from various divisions, titles, and backgrounds. 

Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent. How do you evaluate the effectiveness of these actions?

During Q3, the Agency EEO Officer and Deputy Diversity and Inclusion developed questions to assess candidate awareness of and interest in issues related to diversity, equity, inclusion, and belonging. These questions were explored with candidates during three group interview sessions.  Candidates also participated in a mind-mapping exercise to gauge collaborative tendencies and to interrogate thoughts regarding equity.  Following the group interviews, DEIB staff then reviewed case files and disciplinary databases for any relevant conduct issues involving candidates who were successful in the group interviews.  Also at this time, the Deputy Diversity and Inclusion Officer engaged the Center for Creative Conflict Resolution to prepare group formation and mission development exercises for the DEI Council.  In Q4, DEIB will officially name the members of the Parks DEI Council.  

The DEI Council has been formed. In Q4, each of the 12 members signed on to commit to 2 years of council membership.  On June 25, 2024, council member names and interests were submitted to Agency senior leadership.  The Council held its first meeting in July 2024 and will continue to meet throughout FY 25. 




Workplace Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	


2. [bookmark: _Hlk152247771]The Agency will deepen its inclusion efforts by providing opportunities for members of ERGs and other staff to share perspectives related to identity, social issues, and world views. The Agency will also explore and plan toward providing staff with opportunities for self-lead learning regarding identity and social issues.  

The DEIB Office continues to explore options to further its inclusion efforts. In April 2024, DEIB attended a conference hosted by Seramount which featured numerous leading firms and their learning platforms/programs.  In May 2024, DEIB met with Be More with Anu to explore self-paced unconscious bias tools. 

Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

At the start of Q3, DEIB held individual meetings with leadership of the agency ERG’s, during which leaders affirmed their commitment to increasing staff awareness concerning identity and social issues.  Later in the quarter, DEIB sponsored virtual conversations hosted by resource groups to examine: 1) women’s pay equity and self-advocacy, and 2) health impacts of repeated exposure to stressors such as bias, microaggressions, and racism. 

During Q4, DEIB held internal meetings to strategize about approaches to increase ERG visibility, including a calendar for ERG events, particularly those supported by DEIB.  Additional virtual conversations were held during Q4, addressing the topic of men’s health and workplace mental health.  In FY25, DEIB will hold a conference focused on mental health in the workplace, in which a survey will be administered to assess the effectiveness of the conference.

Workplace Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

	
3.The Agency will increase the visibility of EEO counselors and their role in forwarding EEO complaints.

Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

During Q3, DEIB staff met with EEO Counselors individually to discuss the impact of the role and increased visibility.  Each counselor affirmed that the posters were a needed addition and reported positive impact on their efficacy as EEO Counselors.  Counselors also discussed whether their leadership role/title might negatively impact complainant interaction. Some counselors expressed a need to increase outreach to and interaction with staff employed in entry-level roles.  DEIB plans for increased counselor interaction with staff serving on the “front lines”. 

During Q4, DEIB planned a series of “site visits”, wherein each EEO Counselor would pair with DEIB staff member to review various Parks location and interview staff about experience in the workplace, including any possible harassment or discrimination. These site visits will continue in FY 25.

Workplace Goal #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	


4.The Agency will build upon its FY23 multi-site DEI conference, to offer staff additional workshop opportunities to further explore at least one of the conference topics: accountability, belonging, communication, empathy, and respect.  

Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?


During Q3, DEIB staff conducted workshops in four boroughs to explore the concept of empathy in the workplace.  These “mini-conference” sessions served to further introduce Restorative Practices Circles, which were facilitated by staff peers.  Participants were encouraged to reflect and listen fully, as well as to practice other communication skills.  Surveys were administered at the conclusion of each workshop. Staff in attendance responded positively to the workshop content and expressed deep interest in continued restorative circle offerings, as well as for senior leadership/management participation in DEIB workshops.  In Q4, DEIB will hold workshops at additional locations. 

During Q4, DEIB offered additional workshops to address the concept of Belonging in the workplace.  These workshops included a presentation from DEIB staff, as well as restorative practices circles, facilitated by staff peers. Workshop participants completed a survey at the conclusion of the sessions to indicate the effectiveness of the workshop and to offer suggestions for future workshop topics.

Workplace Goal #4 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	


5. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, cultural programs promoting diversity, newsletters/articles, etc.) and describe them, including the dates when the activities occurred.

· On April 4th, Deputy DEI Officer and AC attended a training entitled “Building an Inclusive Culture-Understanding Unconscious Bias.” The course examined the importance of understanding the unconscious or hidden biases that inform our behaviors and decisions at work. They learned the diﬀerence between conscious (explicit) and unconscious/hidden (implicit) bias, the diﬀerent levels of bias, and how they interpret and make decisions using their individual lenses, layers and legacies. The workshop was informative, and a lot of the content discussed can assist Parks in enhancing its own unconscious bias training.
· On April 10th and April 17th, DEIB held Belonging workshops in Queens and in Staten Island. The purpose of the workshop was to help employees develop an understanding of belonging at work and to build a more effective, inclusive, and positive workforce. The workshops had a total of 46 employees in attendance, 20 of whom had never attended a DEIB workshop.  During the workshops, attendees participated in restorative practices circles. DEIB surveyed the participants and received key takeaways from the attendees.
· On April 16th, 3 DEIB staff attended a Gender Equity in the Workplace conference which was sponsored by NYC Commission on Gender Equity and the Gender Equity Interagency Partnership.  The conference featured a presentation by Nicole Johnson (Senior Director, Diversity Best Practices, Seramount) who focused on strategic planning.  The conference also had a panel of various DEI practitioners throughout the city.  
· In April, DEIB interviewed and offered a job to Fleur Martino who is a reservist in the ReServe Program.  Please note that the ReServe program connects retirees aged 50 or older with part-time positions that allow them to remain active and serve their community. Ms. Martino is a retiree from NYC Health and Hospitals.  She brings a wealth of experience in DEI, conflict resolution and training and development.   The DEIB Office looks forward to working with her.
· On May 7th, AC for DEIB moderated a panel entitled “Taking the Weight Off Your Shoulders: Understanding Body Size Discrimination in New York City.”  Panelists included JoAnn Kamuf Ward (NYC Commission on Human Rights) Michael J. Griffin (NYC Commission on Human Rights), Nick De Baun (Seyfarth Shaw) and Amanda Ghannam (Schulz Ghannam). Panel members discussed the latest appearance-based provisions under the NYC Human Rights Law and distinguished New York City’s law to Michigan’s height/ weight protections.  In addition, best practices for employers along with future predictions for such protections were mentioned.  
· On May 8th, AC for DEIB attended a course on restorative practices sponsored by DPR Environment and Planning. The training was led by three newly trained circle keepers: Brien Mosley, Henry Torres and Jillian Naveh.  A representative from the Center for Creative Conflict Resolution was also in attendance.  The trainers attempted to replicate their three-day restorative practices course into one day.  
· On May 11th, Stonewall Society (ERG) had its annual spring planting at Stonewall National Monument! They planted summer flowers in preparation for Pride 2024.
· On May 13th, the first Circle Keepers meeting was held.  During the meeting, aspects of restorative practices were used. Environment and Planning provided an overview of their circle training.  DEIB provided a summary of its Empathy and Belonging workshops along with survey results from the participants.  The meeting ended with a call to action that all circle keepers facilitate at least one circle by the end of the fiscal year.  
· From May 21st to May 23rd, AC for DEIB participated in a three-day training on restorative practices hosted by the New York Peace Institute. The training focused on community building and it included a mix of participants who were mediators, lawyers, teachers and counselors. Approximately 30 people were in attendance. The training introduced concepts of restorative practices from the talking peace to designing a circle.  Participants were given an opportunity to design and facilitate a circle with a partner.  Resources from the course were ultimately shared with Parks’ circle keepers. 
· On May 22nd, DPR’s Lotus Society (AAPI ERG) hosted its award ceremony.
· On May 29th, the DEIB Office held a “Reflections On - Mental Health” presentation.  Key presenters included various DPR employees from an array of different divisions and titles.  Approximately 55 employees were in attendance; special guests included EAP which provided a power point presentation of their services.  In addition, there was a discussion on the DPR Wellness Ambassador program.  It should be noted that the DEIB Office is in the process of preparing a fall conference on mental health.
· In May, our partners (3 law school interns) from John Jay College completed their final project for the agency concerning restorative practices.   As a part of their project, the students met with key stakeholders and ultimately created a one pager explaining what restorative practices.  In addition, the group created a “play book” for circle keepers to assist in designing and implementing circles.
· On June 2nd, various upper management employees and AC for DEIB attended a training on the creating racial equity plans hosted by Mayor’s Office of Equity and Racial Justice (MOERJ).  The training provided a sample racial equity plan along with MOERJ’s process and next steps in evaluating each agency’s plan.  The NY Commission on Racial Equity also gave an overview of who they are, a summary of their mandate along with their priorities and responsibilities.  Jennifer Hoppa is currently serving as the agency’s liaison in this initiative. AC and Deputy for DEIB will be assisting in developing DPR’s racial equity plan.
· On June 13th, at the request of Queens Chief of Operations, DEIB AC spoke with managers in Queens about the various ways DEIB is trying to address conflict and overall issues in the workplace. A power point presentation was presented to the group which included an overview of the agency’s culture statement, “Reflections On,” restorative practices, wellness calls and resources provided by the Center for Creative Conflict Resolution.
· On June 17th, the DEIB Office in conjunction with a member an ERG, Latino Society, hosted a “Reflections On-Men’s Health-Listen to your body, Your mind is.”  Featured speakers included Assistant Commissioner, Office of Labor Relations, and a representative from Department of Youth and Community Development.  Personal stories and resources concerning EAP and the Father’s Initiative were shared. Approximately 50 employees were in attendance. It should be noted that Janice Picorelli played an instrumental role in organizing the program. Overall, the program was a success and needed given the number of deaths the agency has seen in the last few months. 
· On June 26th, DPR Stonewall Society hosted Pride at Parks. 
· On June 30th, AC for DEIB participated in the Pride Parade.  The agency had a float and several parkies were in attendance. Unfortunately, the parade ended early because of the weather but it was nevertheless a good event to celebrate the LGBTQ + community.
· In June, the DEI Council was finalized. Approximately 10 staff members from various divisions and boroughs were vetted and selected. Council members include the following persons: Sasha Edwards Patillo, Phillip Geniti, Jana LaSorte, Natasha Lewis, Michele Lignore-Diaz, Bonnie McGuire, Alex Munoz, Janice Picorelli, Corisa Robinson, and Max Soo.  Objectives of the council include the following:







C. Community:

Please list the Community Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys).
	

1. The Agency will launch a Language Access application to allow parks staff to easily engage/request translation and interpretation services for community members that staff may engage at programs, meetings, and other encounters. Parks will also provide public-facing staff with materials that allow communities members to select the language/type of interpretation needed during an interaction with a Parks staff member. 


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served. How do you evaluate the effectiveness of these actions?

The Agency has developed a language accessibility app and successfully completed beta testing in Q 1.  The app provides public-facing staff with technological resources to address patrons during park visits, meetings, and more, using the patron’s preferred language. The Agency will continue to train staff in utilizing the app and other language interpretation services in Q 2 and moving forward. Parks will monitor usage of the language access application.  Parks will also continue to recruit volunteers, from within the workforce, who may wish to serve as translators and offer language skills other than English. 

During Q4, DEIB met with the Agency’s Language Access Coordinator to discuss possible aspects of EEO training that could incorporate mention of the language access program. The coordinator, and Parks division of Community Outreach and Partnership Development continue to train staff on the Agency’s language access program. 

Community Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	





 2. The Agency will utilize strategic partnerships with park stewardship groups to promote and support approaches centered around equity and inclusion. 


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

In Q3, DEIB met with the leadership group of one of Parks stewardship partners.  The group discussed an interest in further developing a sense of inclusivity amongst staff and volunteers of the partnering organization.  DEIB presented available resources to the group and liaised with DCAS to determine whether e-learning modules could be shared with Parks partners.  DEIB plans to make these modules available in Q4. 

DEIB once again met with Parks stewardship partners in Q4. EEO training modules were provided in June and the partner was connected to DCAS for additional resources/trainings. DEIB will continue to serve as a resource to Parks partners who wish to discuss/support the sense of inclusion in the work environment.

Community Goal #2 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	


3.The Agency will expand beautification and food-growing capacity by increasing the number of community gardens in historically under-resourced communities. 


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

This initiative is in the planning phases. 




Community Goal #3 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


4.The Agency will continue to address accessibility issues presented in community gardens, to better include and serve elder patrons and other patrons with mobility challenges. 


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

This initiative is in the planning phases. During Q2, select community gardens were joined by volunteers from corporate groups and other institutions to lay large stone pavers at garden entrances and paths, to increase access ease for patrons with wheelchairs, walkers, and/or strollers. Additional community gardens will be identified for similar projects when gardens re-open in Q4. 

The Agency continues to work with community gardens to better serve elder patrons and those with mobility challenges. During Q4, agency leaders and agency partners have been in discussion with volunteers and community groups who are willing to assist in addressing this issue. 

Community Goal #4 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


3. 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.

· On May 24th, DPR hosted Stretching and Relaxation Class with Alexia 8:00 a.m.–9:30 a.m. at Handball Courts, St. John's Park, Brooklyn. 
· On May 25th, DPR hosted Asian Pacific American Heritage Month: Historic Chinatown Parks and Monuments at Entrance - East Broadway & Essex St, Seward Park, Manhattan. 
· On May 29th, DPR hosted Adaptive and Inclusive Sports program for Youth and Young Adults with Disabilities at Gymnasium (Court), Flushing Meadows Corona Park, Queens. 
· In April, DPR celebrated Earth Day and Arbor Day in our parks and community gardens.  Participants enjoyed fun hiking adventures, tree planting activities, nature-themed programs for the whole family, and more!
· In April, Poetry Society of America and NYC Parks were delighted to partner on the second annual edition of Park Poems, an initiative that transforms poems into site-specific works of public art. Installed in harmony with the surrounding landscape and park infrastructure, the poems invite parkgoers to pause and reflect on the world around them and the emotional lives of their fellow citizens. The Poetry Society and NYC Parks will place poems in five public parks, one in each borough and will remain for one year.
· On April 22nd, DPR host Kids Week: Earth Day Native Planting Party at Blue Heron Nature Center, Blue Heron Park, Staten Island. 
· On April 27th, DPR hosted 40th Annual GreenThumb GrowTogether Conference: East New York at ENY Youth Farm, Brooklyn. 
· On April 28th, DPR hosted Nature's Workshop: Painting Birds in Watercolor at Van Cortlandt Nature Center, Van Cortlandt Park, Bronx .
· On May 1st, DPR hosted Waterfront Workouts at Brooklyn Bridge Park, Brooklyn Bridge Park, Brooklyn. 
· On June 10th, Stonewall Society hosted Prospect Park Pride Party.

D. Equity, Inclusion and Race Relations Initiatives:

Please list the Equity, Inclusion and Race Relations initiatives included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan.

Please describe the steps that your agency has taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. Please specify Equity and Race Relations initiatives embarked on, or continued from previous year(s), e.g., meetings, educational and cultural programs, presentations, discussions, books/articles, other suggested readings, etc., and describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?


1. The Agency will continue its efforts to address ableism. Through discussion with community partners, agency ADA coordinator, agency internship coordinator, and other staff, the Agency aspires to build a robust internship program, to better include and employ individuals who experience a disability. 

Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?

In working with The Partnership for Inclusive Internships at AHRC, the DEIB office was able to recruit a summer intern for July – September.  Additional agency divisions were involved in recruiting the intern and developing placements for future interns.  

In July 2023, the agency promoted Disability Pride month to staff through various internal communication channels.  On July 10, a broadcast message was sent to all staff via agency newsletter.  On July 26, the agency’s intranet was refreshed to feature resources and materials concerning Disability Pride Month, inviting staff to participate in the upcoming parade. 

In January 2024, DEIB was contacted by a community group, Cycling Without Age, concerning Parks accessibility for elderly populations, particularly those with mobility challenges.  Throughout February and March 2024, DEIB engaged in ongoing discussion with the group to understand programmatic ideas and initiatives.  In Q4, DEIB will arrange for a meeting between this community group and Parks accessibility and community outreach leaders to address the interest. 

In April 2024, DEIB arranged a meeting with Parks community engagement and accessibility stakeholders. The community group presented interest in providing programs to address accessibility and socializing needs for senior Parks patrons. Parks Community Outreach and Partnership Development will continue to liaise with this community group as appropriate.


Equity, Inclusion and Race Relations Initiative #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	



2. The Agency will continue in its efforts to introduce restorative practices to the workforce as a way to build community and resolve disputes.  The Agency will also begin to train employees to serve as circle keepers. 
 

Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?

During Q3, DEIB arranged with the Center at OATH to train 17 Parks staff in Restorative Practices, specifically to facilitate restorative practice circles.  In January 2024, these circle-keepers engaged in 3 full-days of training and community building exercises led by staff from the Center.  Throughout February 2024, circle-keepers were invited to utilize their skills to support DEIB workshops concerning empathy in the workplace, which featured restorative practice circles.  Debrief sessions were held with circle-keepers, who expressed interest in continuing to hone their skills, as well as opportunities to facilitate circles for their direct work units. Surveys were also administered at each workshop. Participants affirmed the positive impact of the restorative circles, and resoundingly expressed a desire to participate in additional restorative circles. Circle-keepers will be invited to facilitate additional workshops in Q4.  Also, additional circle-keeper training will be provided in Q4. 

In Q4, DEIB collaborated with partners at NYU to produce a document which provides an overview of restorative practices and their importance in the workplace.  This document, along with other training materials, was provided to Parks circle-keepers to increase their capacity.  Parks circle-keepers also facilitated peer groups at workshops sponsored by DEIB in Q4.  Surveys were administered to assess the effectiveness of the workshop and the restorative practices circles.  

Equity, Inclusion and Race Relations Initiative #2 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


3. The Agency will seek additional ways to collaborate with and uplift the stories historically underrepresented groups. Many strategies will be explored including, but not limited to, art-related offerings, identifying park assets which can be renamed to reflect various groups, and other means. 
 
Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?

This initiative is in the planning phases. 


In April 2024, Agency partners opened an art installation, featuring the sculpture of an Indigenous artist, Rose Simpson, in two of its Manhattan properties. Since the opening, the Agency has held meetings with the Lenape Center to discuss signage and curriculum used to interpret the history of people indigenous to the area. These meetings will continue in FY 25.  

To further increase capacity for collaboration with indigenous peoples, in May 2024, a select number of staff attended a seminar introducing a self-paced learning opportunity, Indian Country 101.  A small cohort will proceed through the training and relevant discussion in FY 25.

During Q4, the Agency began a grant application process, the funds for which will enable Parks to develop a policy to standardize efforts to maintain, memorialize, and acknowledge the socio-historical legacy of key burial grounds which Parks stewards. The sites specifically targeted for this project will allow the Agency to further uplift the legacy of the indigenous groups and African Americans who lived near and were buried at these locations. 

Equity, Inclusion and Race Relations Initiative #3 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


 4.The Agency will also explore platforms to expand DEI training sessions on topics including, but not limited to, anti-racism and unconscious bias. 
 

Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?

This initiative is in the planning phases. 


	
Equity, Inclusion and Race Relations Initiative #4 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	





I. [bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340][bookmark: _Toc147425797][bookmark: _Toc147425881][bookmark: _Toc147426195][bookmark: _Toc147426227]
II. [bookmark: _Toc116503097][bookmark: _Toc116503133][bookmark: _Toc116573391][bookmark: _Toc116662131][bookmark: _Toc116662227][bookmark: _Toc116662260][bookmark: _Toc116664280][bookmark: _Toc116664341][bookmark: _Toc147425798][bookmark: _Toc147425882][bookmark: _Toc147426196][bookmark: _Toc147426228]
III. [bookmark: _Toc116503098][bookmark: _Toc116503134][bookmark: _Toc116573392][bookmark: _Toc116662132][bookmark: _Toc116662228][bookmark: _Toc116662261][bookmark: _Toc116664281][bookmark: _Toc116664342][bookmark: _Toc147425799][bookmark: _Toc147425883][bookmark: _Toc147426197][bookmark: _Toc147426229]
IV. [bookmark: _Toc116503099][bookmark: _Toc116503135][bookmark: _Toc116573393][bookmark: _Toc116662133][bookmark: _Toc116662229][bookmark: _Toc116662262][bookmark: _Toc116664282][bookmark: _Toc116664343][bookmark: _Toc147425800][bookmark: _Toc147425884][bookmark: _Toc147426198][bookmark: _Toc147426230]
V. Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., targeted outreach and outreach, diversity recruitment, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 

1. Human Resources will further continue to develop content for the Agency’s LinkedIn page to attract a broader pool of candidates.  Furthermore, Human Resources has also begun to brainstorm about local educational institutions and community-based organizations with whom to partner for recruitment outreach. As mentioned prior, HR will leverage the ERGs of the agency in recruitment from local educational institutions and community-based organizations. 


Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?

3. While currently affected by the citywide hiring freeze, the agency continues to promote job opportunities to internal candidates.  Not only does the agency continue to increase the visibility of these positions through internal communications (weekly broadcasts and notices posted to the intranet), DEIB has begun to boost opportunities to ERG who may reach a wider applicant pool. For example, aware of the underutilization of women in some of job categories, such as Management Specialists and Science Professionals, DEIB contacted WomenInLeadership (W|L), Park’s leading initiative on gender in the workplace, to strategize about career pathways.  W|L leaders realized that the Project Manager civil service exam might create an opportunity for its constituents to move into the above-mentioned job categories.  Before application for the exam closed in Q2, W|L boosted this civil service opportunity to its members.  DEIB will continue to partner with HR in outreach to ERGs, with the aim of emphasizing advancement opportunities available through job vacancies and civil service exams. 

Though the agency-wide hiring freeze continues to limit hiring to internal candidates, the Agency has engaged in activities that would further raise awareness of the general public concerning careers at Parks.  For example, during Q4, some HR representatives have participated at “career days” at local schools, while others have hosted job fairs in key neighborhoods as an outreach strategy to groups underrepresented in Parks workforce.  DEIB has suggested that ERG members participate in such activities, to assist in showcasing careers at Parks.



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



2. The Agency will also review procedures in structured interview training. Specifically, HR will note the date of structured interview training, as well as the time elapsed since staff participated in such training. In tandem with DEIB, HR will discuss whether efforts to retrain staff should be implemented.


Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	

HR and DEIB met on February 5, 2024, and had a brainstorming session. Discussion was held on the content and who should be included in the in this refresher training. 



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


3.[Copy Recruitment Initiatives/Strategies from FY 2024 DEI-EEO plan]





Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	


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


4. [Copy Recruitment Initiatives/Strategies from FY 2024 DEI-EEO plan]


Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	


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

5.Please describe any recruitment efforts designed to increase the effectiveness and improve the hiring and selection reach of your agency during the quarter and describe the activities, including the dates when the activities occurred.




B. Recruitment Efforts for Civil Service Exams
List all recruitment events that were held by the agency to promote open-competitive civil service examinations.
		
	Quarter #
	Event Date
	Event Name
	Borough

	4
	04/02/24
		Pace University Law School 



	Manhattan

	4
	04/09/24
	NYSA
	

	4
	06/24/24
	NYASLA.org
	

	4
	05/13/24
	Bronx Workforce Career Center
	Bronx

	4
	05/20/24
	Queens Workforce Career Center
	Queens

	4
	06/26/24
	HS for Law Enforcement and Public Safety
	Queens

	4
	06/21/24
	New Lots Library
	Brooklyn

	4
	05/09/24
	John Bowne H.S. AFNR Career and College Day Fair
	Queens

	
	
	
	

	
	
	
	


		



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

	Borough
	Approximate Dollar
Amount ($) in Q1
	Approximate Dollar
Amount ($) in Q2
	Approximate Dollar
Amount ($) in Q3
	Approximate Dollar
Amount ($) in Q4

	Bronx
	0
	0
	0
	

	Brooklyn
	0
	0
	0
	

	Manhattan
	0
	0
	0
	

	Queens
	0
	0
	0
	

	Staten Island
	0
	0
	0
	




C. Recruitment Sources
List recruitment sources used for filling vacancies in the current Quarter 4

1. Bronx Community College
2. Hofstra Law School
3. Prince Joshua Avitto Community Center
4. Brooklyn Workforce Center
5. John Browne H.S.
6. The University of Rhode Island




D. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2024. [Note:  Please update this information every quarter.]

[bookmark: _Hlk525313981]Race/Ethnicity* [#s]  * Use self-ID data obtained from NYCAPS;  Gender* [#s] [N-B=Non-Binary; O=Other; U=Unknown] * Use self-ID data

1. Urban Fellows Total: 0

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

Gender* [#s]:  M ___ F ___ N-B ___ O ___ U ___

2. Public Service Corps Total: 0

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

Gender* [#s]: M ___ F ___ N-B ___ O ___ U ___

3. (undergrad) College Interns Total: 60

Race/Ethnicity* [#s]: Black_8__ Hispanic__4_ Asian/Pacific Islander_10__ Native American__0_ White_30_ Two or more Races_0   Unkn 11__

Gender* [#s]: M __20_ F _29__ N-B ___ O ___ U _11__

4. College Graduate (Mater’s) Interns Total: 10

Race/Ethnicity* [#s]: Black__0_ Hispanic_0__ Asian/Pacific Islander_5__ Native American_0__ White_5__ Two or more Races___ 


Gender* [#s]: M __4_ F _3__ N-B ___ O ___ U _3__

5. Other (High school) Total: 5

Race/Ethnicity* [#s]: Black_0__ Hispanic_0__ Asian/Pacific Islander_1__ Native American_0__ White_3__ Two or more Races_0__ Unkn _1_


Gender* [#s]: M _2__ F _2__ N-B ___ O ___ U _1__

Additional comments: 




55-A Program

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 (9/30/2023):  ____3______  Q2 (12/31/2023):  ____4______  Q3 (3/31/2024):  __5________  Q4 (6/30/2024):  ____5______

During the 1st Quarter, a total of _0___ [number] new applications for the program were received.
During the 1st Quarter _0__ participants left the program due to [state reasons] ________.

During the 2nd Quarter, a total of _1___ [number] new applications for the program were received.
During the 2nd Quarter _0__ participants left the program due to [state reasons] ________.

During the 3rd Quarter, a total of _2___ [number] new applications for the program were received.
During the 3rd Quarter ___ participants left the program due to [state reasons] ________.

During the 4th Quarter, a total of __0__ [number] new applications for the program were received.
During the 4th Quarter ___ participants left the program due to [state reasons] ________.

The 55-a Coordinator has achieved the following goals:

1. Disseminated 55-a information –
    by e-mail:    ☐ Yes   ☒ No
	     in training sessions:    ☒ Yes   ☐ No
on the agency website:    ☒ Yes   ☐ No
through an agency newsletter:    ☐ Yes   ☐ No
Other:_________________________________
2.  ___________________________________________________________________________________
3.  ___________________________________________________________________________________


VI. Selection (Hiring and Promotion)

Please review Section VI of your FY 2024 Diversity, Equity, Inclusion and EEO Plan and describe your activities for this quarter below:

Please list additional Selection Strategies and Initiatives which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., use of structured interview, EEO or APO representatives observing interviews, review of placements, review of e-hire applicant data).
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.

Parks Career Coaches and other members of HR staff remain available to employees who wish to discuss career development.  Promotion opportunities, along with civil service exams and job vacancies continue to be posted through available internal communication channels.


2. Reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions.

On 7/31/23, DEIB staff met with HR staff to discuss record-keeping regarding promotions and to request promotions data.  PAR records were provided from 2014 to present. Beginning on 8/15 and moving forward, Parks HR and Budget divisions have regularly provided DEIB with updates concerning “in-house” title changes for various staff. Also, in August 2023, DEIB analyzed the compensation for executive level positions and began to examine compensation for high-level discretionary positions at that time.  This analysis will continue in Q2 and expand to include mid-level discretionary positions as well.   

3. Describe the role of agency EEO Officer and other EEO staff in the selection of candidates for appointment or promotion (pre- and post-appointment).

DEIB staff, particularly the Chief EEO Investigator, are involved in several steps of the candidate selection process.  Staff approve panels slated to conduct interviews, observe interviews, and review completed interview materials for any inconsistencies or needed information.  DEIB staff must approve each of these steps before a candidate can be offered a position by HR.


4. Analyzing the impact of layoffs or terminations on racial, gender and age groups.

Agency separation data from 2013-2023 will be requested and analyzed during Q2, with the aim of understanding the impact of terminations and resignations on racial, gender, and age groups in identified divisions. 


5. Other:



During this Quarter the Agency activities included: # of Vacancies			# of New Hires	# of New Promotions
Q1	   # F/T and Seasonals (130 & 21)	# _1448____		   # _156____
Q2	   # F/T and Seasonals (80 & 14)    	# _109____		   # _121____
Q3	   # F/T and Seasonals (78 & 38)    	# _633____		   # _70____
Q4	   # F/T and Seasonals	 (71 & 10)	 # _1724____  		   # __64___

I. [bookmark: _Toc116503101][bookmark: _Toc116503137][bookmark: _Toc116573395][bookmark: _Toc116662135][bookmark: _Toc116662231][bookmark: _Toc116662264][bookmark: _Toc116664284][bookmark: _Toc116664345][bookmark: _Toc147425802][bookmark: _Toc147425886][bookmark: _Toc147426200][bookmark: _Toc147426232]
II. [bookmark: _Toc147425803][bookmark: _Toc147425887][bookmark: _Toc147426201][bookmark: _Toc147426233]
III. [bookmark: _Toc147425804][bookmark: _Toc147425888][bookmark: _Toc147426202][bookmark: _Toc147426234]
IV. [bookmark: _Toc147425805][bookmark: _Toc147425889][bookmark: _Toc147426203][bookmark: _Toc147426235]
V. [bookmark: _Toc147425806][bookmark: _Toc147425890][bookmark: _Toc147426204][bookmark: _Toc147426236]
VI. [bookmark: _Toc147425807][bookmark: _Toc147425891][bookmark: _Toc147426205][bookmark: _Toc147426237]
VII. Training

[bookmark: _Hlk530067472]Please provide your training information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).


IV. [bookmark: _Toc116503107][bookmark: _Toc116503143][bookmark: _Toc116573401][bookmark: _Toc116662141][bookmark: _Toc116662237][bookmark: _Toc116662270][bookmark: _Toc116664290][bookmark: _Toc116664351][bookmark: _Toc147425809][bookmark: _Toc147425893][bookmark: _Toc147426207][bookmark: _Toc147426239]
V. [bookmark: _Toc116503108][bookmark: _Toc116503144][bookmark: _Toc116573402][bookmark: _Toc116662142][bookmark: _Toc116662238][bookmark: _Toc116662271][bookmark: _Toc116664291][bookmark: _Toc116664352][bookmark: _Toc147425810][bookmark: _Toc147425894][bookmark: _Toc147426208][bookmark: _Toc147426240]
VIII. Reasonable Accommodation

Please report all reasonable accommodation requests and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by logging into your CICS Account at:   https://mspwva-dcslnx01.csc.nycnet/Login.aspx

The agency did input full Reasonable Accommodation activity on the DCAS Citywide Complaint and Reasonable Accommodation (CAD) Database:

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 Reporting

☒ The agency has entered the sexual harassment Complaint Data in the DCAS Citywide Complaint Tracking System and updates the information as they occur.
					Q1   ☒		 Q2   ☒		 Q3   ☒		 Q4   ☒

☒ The agency has entered all types of complaints in the DCAS Citywide Complaint Tracking System and updates the information as they   occur.

☐ The agency ensures that complaints are closed within 90 days. 

Report all complaints and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by logging into your CICS Account at:  https://mspwva-ctwapx02.csc.nycnet/Login.aspx


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

Please provide E.O. 16 Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).



I. [bookmark: _Toc116503111][bookmark: _Toc116503147][bookmark: _Toc116573405][bookmark: _Toc116662145][bookmark: _Toc116662241][bookmark: _Toc116662274][bookmark: _Toc116664294][bookmark: _Toc116664355][bookmark: _Toc147425813][bookmark: _Toc147425897][bookmark: _Toc147426211][bookmark: _Toc147426243]
II. [bookmark: _Toc116503112][bookmark: _Toc116503148][bookmark: _Toc116573406][bookmark: _Toc116662146][bookmark: _Toc116662242][bookmark: _Toc116662275][bookmark: _Toc116664295][bookmark: _Toc116664356][bookmark: _Toc147425814][bookmark: _Toc147425898][bookmark: _Toc147426212][bookmark: _Toc147426244]
III. [bookmark: _Toc116503113][bookmark: _Toc116503149][bookmark: _Toc116573407][bookmark: _Toc116662147][bookmark: _Toc116662243][bookmark: _Toc116662276][bookmark: _Toc116664296][bookmark: _Toc116664357][bookmark: _Toc147425815][bookmark: _Toc147425899][bookmark: _Toc147426213][bookmark: _Toc147426245]
IV. [bookmark: _Toc116503114][bookmark: _Toc116503150][bookmark: _Toc116573408][bookmark: _Toc116662148][bookmark: _Toc116662244][bookmark: _Toc116662277][bookmark: _Toc116664297][bookmark: _Toc116664358][bookmark: _Toc147425816][bookmark: _Toc147425900][bookmark: _Toc147426214][bookmark: _Toc147426246]
V. [bookmark: _Toc116503115][bookmark: _Toc116503151][bookmark: _Toc116573409][bookmark: _Toc116662149][bookmark: _Toc116662245][bookmark: _Toc116662278][bookmark: _Toc116664298][bookmark: _Toc116664359][bookmark: _Toc147425817][bookmark: _Toc147425901][bookmark: _Toc147426215][bookmark: _Toc147426247]
VI. [bookmark: _Toc116503116][bookmark: _Toc116503152][bookmark: _Toc116573410][bookmark: _Toc116662150][bookmark: _Toc116662246][bookmark: _Toc116662279][bookmark: _Toc116664299][bookmark: _Toc116664360][bookmark: _Toc147425818][bookmark: _Toc147425902][bookmark: _Toc147426216][bookmark: _Toc147426248]
VII. [bookmark: _Toc116503117][bookmark: _Toc116503153][bookmark: _Toc116573411][bookmark: _Toc116662151][bookmark: _Toc116662247][bookmark: _Toc116662280][bookmark: _Toc116664300][bookmark: _Toc116664361][bookmark: _Toc147425819][bookmark: _Toc147425903][bookmark: _Toc147426217][bookmark: _Toc147426249]
VIII. [bookmark: _Toc116503118][bookmark: _Toc116503154][bookmark: _Toc116573412][bookmark: _Toc116662152][bookmark: _Toc116662248][bookmark: _Toc116662281][bookmark: _Toc116664301][bookmark: _Toc116664362][bookmark: _Toc147425820][bookmark: _Toc147425904][bookmark: _Toc147426218][bookmark: _Toc147426250]
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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.

	☐ The agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall amend the agency      plan for FY 2023.

☐ The agency received a Certificate of Compliance from the auditing agency in 2022 or 2023.

     


Appendix A: EEO Personnel Details

EEO Personnel For _4_ Quarter, FY 2024

Personnel Changes

	Personnel Changes this Quarter:	☐   No Changes
	Number of Additions: 
	Number of Deletions: 

	
Employee's Name & Title
	1. Fleur Martino, Consultant - Reserve
	2. 
	3. 

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

	Date of Change in EEO Role
	Start Date or Termination Date: 05/06/24
	Start Date or Termination Date: 03/11/24
	Start Date or Termination Date: 

	

	Employee's Name & Title
	
	
	

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

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

	For New EEO Professionals:

	
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 %): 

	

	Name & Title			
	
	
	

	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 %): 



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

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

	Completed EEO Trainings:
1. Everybody Matters-EEO and D&I
2. Sexual Harassment Prevention
3. lgbTq: The Power of Inclusion
4. Disability Awareness & Etiquette 
5. Unconscious Bias
6. Microaggressions
7. EEO Officer Essentials:
Complaint/Investigative Processes
8. EEO Officer Essentials:
 Reasonable Accommodation
9. Essential Overview Training
for New EEO Officers
10. Understanding CEEDS Reports
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes	                   	☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☒  Yes			☐  No
☒  Yes			☐  No
 ☒  Yes			☐  No
☒  Yes			☐  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☒  Yes			☐  No
☒  Yes			☐  No








EEO Personnel Training Continued:

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

	Name & EEO Role
	4.  Daniel Dajani, Chief of Investigator
	5. Nicole Pizarro, EEO Analyst
	6. Ashley Taveras, EEO Investigator

		Completed EEO Trainings:
1. Everybody Matters-EEO and D&I
2. Sexual Harassment Prevention
3. lgbTq: The Power of Inclusion
4. Disability Awareness & Etiquette 
5. Unconscious Bias
6. Microaggressions
7. EEO Officer Essentials:
      Complaint/Investigative Processes
8. EEO Officer Essentials:
       Reasonable Accommodation
9. Essential Overview Training
      for New EEO Officers
10. Understanding CEEDS Reports

	



	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
☒  Yes			☐  No
 ☒  Yes			☐  No
☐  Yes			☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☒  Yes			☐  No
☐  Yes			☒  No
 ☒  Yes			☐  No
☐  Yes			☒  No











	[bookmark: _Hlk157001231][bookmark: _Hlk157001208]EEO Training completed within the last two years, including the current quarter (EEO and D&I Officers, Deputies, and all new EEO Professionals):

	[bookmark: _Hlk157001278]Name & EEO Role
	7. Aneesa Bangaree, Project Development Coordinator
	Nicole Machado, EEO Investigator
	Fleur Martino

		[bookmark: _Hlk157001296]Completed EEO Trainings:
11. Everybody Matters-EEO and D&I
12. Sexual Harassment Prevention
13. lgbTq: The Power of Inclusion
14. Disability Awareness & Etiquette 
15. Unconscious Bias
16. Microaggressions
17. EEO Officer Essentials:
      Complaint/Investigative Processes
18. EEO Officer Essentials:
       Reasonable Accommodation
19. Essential Overview Training
      for New EEO Officers
20. Understanding CEEDS Reports

	



	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No







EEO Personnel Contact Information (Please list all current EEO professionals)

Please provide full mailing address of the principal Agency EEO Office:
	MAILING ADDRESS:	

Diversity and EEO Staffing as of _3__Quarter FY 2024*


	EEO\Diversity Role
	Name
	Civil Service Title
	% of Time Devoted to EEO & Diversity Functions
	Office E-mail Address
	Telephone #

	EEO Officer/Director
	Iyana Titus
	EXECUTIVE AGENCY COUNSEL
	100
	Iyana.titus@parks.nyc.gov
	212-360-27707

	Deputy EEO Officer OR
Co-EEO Officer
	Flaveia Henry
	ADMINISTRATIVE PARKS & RECREATION MANAGER
	100
	Flaveia.henry@parks.nyc.gov
	212-360-2796

	Chief Diversity & Inclusion Officer
	Iyana Titus
	EXECUTIVE AGENCY COUNSEL
	100
	Iyana.titus@parks.nyc.gov
	212-360-27707

	Diversity & Inclusion Officer (Deputy)
	Solita Riley
	ADMINISTRATIVE STAFF ANALYST
	100
	Solita.Riley@parks.nyc.gov

	212-360-2733

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Joy Wang
	Deputy Commissioner/Chief Administrative Officer
	
	Joy.Wang@parks.nyc.gov

	212-360-1302

	ADA Coordinator
	Chris Noel
	ADMINISTRATIVE STAFF ANALYST
	50
	Chris.noel@parks.nyc.gov
	718-760-6831

	Disability Rights Coordinator
	See ADA Coordinator
	
	
	
	

	Disability Services Facilitator
	See ADA Coordinator
	
	
	
	

	55-a Coordinator
	Iyana Titus
	EXECUTIVE AGENCY COUNSEL
	100
	Iyana.titus@parks.nyc.gov
	212-360-27707

	Career Counselor
	
Joann Bayron
	Community Coordinator
	20
	Joann.bayron@parks.nyc.gov

	212-830-7711

	
	Sandra J. Williams
	Community Coordinator
	20
	Sandra.Williams@parks.nyc.gov

	(718) 430-4609


	
	Gregg Gordon
	COMMUNITY COORDINATOR
	20
	Gregg.Gordon@parks.nyc.gov
	212-830-7703

	
	Melvin Carey
	Community Coordinator
	20
	Melvin.Carey@parks.nyc.gov
	212-830-7783

	
	Vera Jacobs
	Community Coordinator
	20
	Vera.Jacobs@parks.nyc.gov
	212-830-7724

	
	Judd Faulkner
	Community Coordinator
	20
	Judd.Faulkner@parks.nyc.gov

	212-830-7751

	
	Ellen King

	COMMUNITY COORDINATOR
	20
	 Ellen.King@parks.nyc.gov

	(212)-830-7740

	
	Katia Matias
	COMMUNITY COORDINATOR
	20
	Katia.Matias@parks.nyc.gov

	212-830-7708

	
	Glen Williams
	COMMUNITY COORDINATOR
	20
	Glen.Williams@parks.nyc.gov

	212-830-7802

	
	Serry Jones
	COMMUNITY COORDINATOR
	20
	Serry.Jones@parks.nyc.gov
	718-430-4639

	
	Melissa Charley
	COMMUNITY COORDINATOR
	20
	Melissa.Charley@parks.nyc.gov

	862-206-6258

	
	Rafael Sanchez
	COMMUNITY COORDINATOR
	20
	Rafael.Sanchez@parks.nyc.gov
	862-501-2027

	
	[bookmark: _Hlk118980046]Marjorie Mayes
	COMMUNITY COORDINATOR
	20
	Marjorie.Mayes@parks.nyc.gov
	212-830-7718

	
	Josh Chrisman
	COMMUNITY COORDINATOR
	20
	Josh.Chrisman@parks.nyc.gov
	718-760-6996

	
	Erica Grazette
	COMMUNITY COORDINATOR
	20
	Erica.Grazette@parks.nyc.gov

	718-760-6997

	
	Terica Mannette
	COMMUNITY COORDINATOR
	20
	Terica.Mannette@parks.nyc.gov
	718-760-6998

	
	Harpeet Rathor
	COMMUNITY COORDINATOR
	20
	Harpeet.Rathor@parks.nyc.gov

	718-760-5995

	EEO Counselor
	Lilya Kane
	COMMUNITY COORDINATOR
	20
	Lilya.Kane@parks.nyc.gov
	(212) 830-7876

	
	Gina Berdecia
	ADMINISTRATIVE STAFF ANALYST
	20
	Gina.berdecia@parks.nyc.gov
	(718) 760-6595

	
	Michele Lignore-Diaz
	ADMINISTRATIVE STAFF ANALYST
	20
	Michele.lignore-diaz@parks.nyc.gov
	(212) 410-8364

	
	Karen Dugan
	PRINCIPAL ADMINISTRATIVE ASSOCIATE-NON SUPVR  
	20
	Karen.dugan@parks.nyc.gov
	(212) 360-8206

	
	William LaCurtis
	COMMUNITY COORDINATOR
	20
	Bill.LaCurtis@parks.nyc.gov
	(718) 984-8266

	
	Nicole Brooks
	COMMUNITY COORDINATOR
	20
	Nicole.Brooks@parks.nyc.gov
	718 390 8005

	
	Corisa Robinson
	COMMUNITY COORDINATOR
	20
	Corisa.Robinson@parks.nyc.gov
	718-520-5905

	
	Desiree Paulin
	ADMIN COMMUNITY RELATIONS SPECIALIST
	20
	Desiree.Paulin@parks.nyc.gov
	(718)9658906

	
	Barbara Nickels
	ADMINISTRATIVE STAFF ANALYST
	20
	Barbara.Nickels@parks.nyc.gov
	(718)760-
6842

	
	Bala Kolasinac
	ADMIN COMMUNITY RELATIONS SPECIALIST    
	20
	Bala.Kolasinac@parks.nyc.gov
	718-430-1841

	
	Shawn James
	ADMIN COMMUNITY RELATIONS SPECIALIST    
	20
	Shawn.James@parks.nyc.gov
	718-430-1831

	EEO Investigator
	Nicole Machado
	INVESTIGATOR
	100
	Nicole.Machado@parks.nyc.gov
	212-360-2730

	EEO Investigator
	Daniel Dajani
	Chief INVESTIGATOR
	100
	Daniel.dajani@parks.nyc.gov
	212-360-2732

	EEO Investigator 
	Ashley Taveras
	INVESTIGATOR
	100
	Ashley.Taveras@parks.nyc.gov

	212-360-3319

	Investigator/Trainer
	n/a
	
	
	
	

	EEO Training Liaison
	Michael Crescenzo
	ADMIN COMMUNITY RELATIONS SPECIALIST
	50
	Michael.Crescenzo@parks.nyc.gov
	718-760-6588

	Other (EEO Policy Analyst)
	Nicole Pizarro
	COMMUNITY COORDINATOR
	100
	Nicole.Pizarro@parks.nyc.gov
	212-360-2793

	Other (EEO Project Development Coordinator)
	Aneesa Bangaree
	Project Development Coordinator
	100
	Aneesa.Bangaree@parks.nyc.gov
	212-360-2729

	Other (Consultant)
	Fleur Martino
	Reserve participant
	100
	Fleur.martino@parks.nyc.gov
	212-360-2715


* Please note changes (new personnel filling the specified role). You may insert additional entries as needed. Title refers to the civil service title. If there is an EEO\Diversity role that your staff performs that is not on the list above, you may indicate it on the chart.  You may provide full contact information once if several roles are performed by the same person.
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