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Office of the Mayor FY 2023 Diversity, Equity, Inclusion and Equal Employment Quarterly Report




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

Part I:  Narrative Summary



	
Agency Name: __OFFICE OF THE MAYOR__________________________                                                                                                                             

	 ☒  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:
     
Tanesha Honeygan           Manager of the EEO, ER, D&I Unit              Thoneygan@cityhall.nyc.gov                        929-492-1209                                                _                              ________                                                                        _____                                                                                                 _____
Name                                                             Title	                                          E-mail Address                                              Telephone No.               

Date Submitted: ____11/09/2023__________                                                                                                                                                        

	
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): ___10/26/2023____	☐ No
						☒ By e-mail	
						☒ Posted on agency intranet and/or website
						☒ Other __Posted on bulletin boards throughout agency_____



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):  __421____  Q2 (12/31/2023):  __________  Q3 (3/31/2024):  __________  Q4 (6/30/2024 ):  __________

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

☒ Yes	 On (Date): __11/15/2022_____	☒ Yes	  again on (Date): ___10/8/2023____	☐ 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:  10.17.2023__  Q2 Review Date:  ________  Q3 Review date:  ________  Q4 Review date:  ________
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. [Copy Workforce goal from FY 2024 DEI-EEO plan]

The Human Resources department will roll out the second year of annual performance reviews in an ongoing effort to support staff development and foster mutual commitment regarding expectations. Annual performance reviews provide an opportunity for self-reflection, feedback, and alignment of professional goals with the vision and mission of each staff members’ unit and the agency at large. 




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?

       Staff will be evaluated on how well they met expectations around outcomes, job duties and core competencies.  Reviews will focus on the bigger picture of your performance—the “what” (how successful you were at meeting your goals and what results you delivered) and the “how” (the skills, mindsets, and values you used to get there). Performance reviews are an opportunity for self-reflection, feedback, and getting aligned with your manager on next steps and expectations for the coming year.

The review process will provide:

· Clarity about opportunities for development and advancement
· An opportunity for managers and staff to deepen alignment around expectations
· Insight for leadership on how units are meeting organizational goals
· The opportunity for staff and supervisors to establish goals and create a roadmap to meet those goals

Goal Setting

The process of setting specific, measurable, and role-oriented objectives that employees work towards.

       The effectiveness of these actions is measured by the number of completed performance evaluations that are received by the Human Resources team and are completed by supervisors and employees. The Human Resources team are available to answer questions and provide assistance with the performance evaluation process. An external system was created for the performance evaluations that updates employees and supervisor regarding each step of the process via email and completions are submitted into the system so that the records are tracked electronically, and recorded data are provided to the Human Resources Team. 

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]

[bookmark: _Hlk144192571][bookmark: _Hlk149728399]The EEO, Employee Relations, Diversity & Inclusion Office (EEO Team) plans to increase awareness of the Career Counselor and the services that are provided by the Career Counselor in agencywide emails and in the Quarterly EEO Newsletter to assist with career development. The Career Counselor advises employees of duties in their positions and planning their career path in terms of professional training, advancement and promotions, and job opportunities. The Career Counselor also informs employees of their EEO rights.



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?

[bookmark: _Hlk149729581]       On July 26, 2023, the EEO, Employee Relations, Diversity & Inclusion Office (EEO Team) distributed an email to all team members bringing awareness of the EEO Office and team, and our continued collaboration with Human Resources division to provide career counseling services. The email covered the following: 

The Deputy Chief Administrative Officer and Career Counselor for our office is DeShanna Alexander, who can be reached at Dalexander@Cityhall.nyc.gov. In her role as Career Counselor, she advises employees of tasks in their roles and plans their career path in terms of professional training, advancement and promotions, and job opportunities. Career Counselors may also inform employees of their EEO rights.

	The Mayor’s Office strives to provide equitable and inclusive career counseling to our diverse team of employees. The effectiveness of these actions are measured by the number of employees which have reached out to the career counselor and the EEO Office for assistance. 

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]

In an effort to foster DEI and EEO knowledge, professional development, and the fair treatment of the Mayor’s Office workforce the EEO Team devised a training plan with a focus on increasing agency completion of all mandated EEO Training courses to 100%. The EEO Team has instituted automatic emails for all new hires, requiring that new hires complete all mandated EEO training courses within 45 days of their state date. Completion of all EEO trainings is monitored and reviewed with reminders provided to staff on a continuous basis. The EEO Team plans to promote training courses periodically throughout the training cycle and will begin monthly deployments of EEO trainings 4 – 6 months prior to the end of each training cycle with weekly deployments to the pending list of staff 1 month prior to the end of each training cycle. The EEO Team plans to also incorporate the Disability Awareness & Etiquette training into our automatic training emails and will have the link available on the EEO Office section of our intranet. The EEO Team plans to deploy the Disability Etiquette & Awareness training annually to all staff. 




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 EEO Team in accordance with our training plan and the Mayor’s Office mission to promote diversity, equity, and inclusion has deployed the following EEO training courses: lgbTq: The Power of Inclusion, Sexual Harassment Prevention Training, and the Disability Awareness and Etiquette, to all Mayor’s Office team members on October 4, 2023. This deployment also encouraged and reminded team members to complete cycle 6 of the Sexual Harassment Prevention Training prior to August 31, 2024, in an effort to ensure 100% compliance. Team members were advised that the EEO Team will be redeploying the Disability Awareness and Etiquette Training and the LGBTQ: The Power of Inclusion Training in the near future.

On October 10, 2023, in collaboration with DCAS Human Capital team, the Mayor’s Office EEO Team redeployed the Disability Awareness and Etiquette training course to 784 users. The EEO Team plans to re-deploy the Disability Awareness and Etiquette training on November 17, 2023 and on December 19, 2023 until we achieve 100% compliance. 

During mid-December of 2023, the EEO Team plans to deploy the lgbTq: The Power of Inclusion training course to the pending list of all staff that have not completed the training for the current training cycle. The EEO Team in collaboration with the DCAS Human Capital team will deploy the training monthly on December 4, 2023, January of 2024, & February of 2024, and weekly in March of 2024. 

As of fiscal year 2024, the EEO Team has updated our automatic emails and agency intranet to include the Disability Awareness and Etiquette training. Automatic emails to new hires and the agency intranet now has all mandated EEO trainings available and the DOI Corruption training available for all Mayor’s Office Staff. The EEO Team conducts frequent follow-up with new hires encouraging completion of all required EEO trainings.

The effectiveness of our training plan, training initiatives, and training deployments are evaluated via the volume of team members who complete the required training courses for our office as well as other city agencies. The EEO team encourages team members including standard staff, agency partners (employed with other city agencies), on assignment staff (employed with other city agencies), on loan staff (employed with other city agencies), interns, fellows, & volunteers to complete all required EEO trainings. The EEO Team also measures compliance based on the offices’ ability to meet compliance percentage mandates issued by DCAS. 




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]

The HR team will review promotional opportunities to ensure equitable access, including development opportunities.



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 HR team continuously reviews promotional opportunities to ensure equitable access, including development opportunities for team members as a part of the agency’s diversity, equity, and inclusion initiatives. This strategy is addressed by posting job positions internally as well as externally and providing resources for educational and skills development for staff members and access to the career counselor for advice and assistance with promotional opportunities within the agency. In Quarter 3 & 4 of fiscal year 2023, the Administrative Services unit in collaboration with the agency management team, the MIS department, and the HR team have collaborated to create an annual performance evaluation program that gives all staff members a chance to perform a self-assessment, to meet with supervisors for discussion, and to incorporate goals in their annual performance evaluations with timelines that lends to future promotional and development opportunities. The HR team requires the completion of all mandated EEO training courses, to be considered for promotions. The effectiveness of these initiatives and programs are measured by improvements in agency morale, culture, and the number of internal applicants that apply for positions in-house and are promoted in-house; it’s also measured in the development programs and opportunities provided to staff.


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 Human Resources Team utilizes a variety of websites and organizational resources for targeted recruitment of diverse candidates. The past area of underutilization for quarter one of fiscal year 2023 is in the clericals job group for Black women. The current area of underutilization for quarter 4 of fiscal year 2023 and quarter 1 of fiscal year 2024 is in clerical job group for Black Woman. The Human Resources Team has utilized a variety of sites and resources for targeted recruitment of diverse candidates to address these areas of underutilization.

Some of these external resources sites includes the following:

1. Diversity.com, caters to “all people of color, abilities, sex orientation, age, gender, religion and immigration status.” The site features job postings for professionals in all types of industries and organizations, with emphasis on the science, technology, education, and medical fields.
2. BlackJobs.com, recruits for African American applicants. Its goal is to “promote well-paying job opportunities. The site provides links for users to apply for professional jobs available around the country, in a broad range of industries. 
3. Black Career Women’s Network 
4. Hispanic Latino Professional Association, publishes career information and opportunities from quality socially conscious organizations who support the Hispanic / Latino Community.
5. HBCU Connect, is a network of students and alumni from Historically Black Colleges & Universities (HBCUs). 
6. Professional Diversity Network, The network includes several culturally distinct job boards, such as BlackCareerNetwork.com and ihispano.com, which is focused on the Latinx community. The sites list a broad selection of jobs, ranging from seasonal work to senior-level corporate positions from around the country. The network also hosts local, national, and virtual career fairs.
7. Diversity Job Board, lists opportunities from employers who are targeting “minorities, women and persons with disabilities.” 
8. United Latinos Job Bank, Its goal is to “increase diversity in corporate America and federal government,” the site says. The job board posts openings for interns all the way up to senior-level employees from employers around the country. 





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

In fiscal year 2024 the EEO Team plans to implement quarterly EEO connect sessions with newly hired team members including managers, supervisors, directors, commissioners, and deputies to provide information on the reasonable accommodation and EEO process, the services that the EEO Office provides, and contact information for the EEO Office, EEO Team, and EEO Hotline and EEO mailbox. 


	
 
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?

The EEO Team has promoted diversity, equity, and inclusion by implementing EEO Connect sessions with new hires who have joined the Mayor’s Office as of fiscal year 2024. Newly hired team members were able to interact with the EEO Team at the first EEO Connect Session on August 15, 2023. The EEO Team provided new hires with information about the EEO Office, contacting the EEO Team, the EEO Policy and Reasonable Accommodations. New hires were also reminded about the importance of mandated EEO Trainings. New hires were advised to contact the EEO Team with any complaints, training assistance matters, filing a reasonable accommodation, or with any questions. The effectiveness of these actions is measured by the increased volume of team members that have contacted the EEO hotline and mailbox and the EEO Team directly for a variety of EEO and RA matters as they become more aware of the EEO Office and team. The effectiveness of these actions are also measured by the volume of team members that the EEO Team has contacted via emails for our EEO Connect sessions as well as the attendees. In quarter 2 of fiscal year 2024, the EEO Connect session will become a quarterly session with our next session in January of 2024.


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

In fiscal year 2024, the EEO Team plans to distribute volume 2, issues 1 to 4 of the Quarterly EEO Newsletters with spotlights of 4 Mayor’s Office units. Volume 2, issue 1 will spotlight the Mayor’s Office to End Domestic and Gender Based Violence (ENDGBV). The EEO newsletters will provide the following information to all team members: Microaggressions; Sexual Harassment Discrimination; the RA process; EEO protected categories; EEO and EAP mental health resources; Diversity and Inclusion (D&I) events and holidays; religious holidays with calendar dates and descriptions; articles highlighting special D&I monthly celebrations for raising awareness; Office of Labor Relations WorkWell Wellness Project BUILD (Building Understanding, Inclusion, Learning, and Diversity) resources; fun fitness resources; nutrition tips; self-care tips and additional resources. The newsletters will also provide information on how to contact the EEO office and Team, EEO hotline, and the Career Counselor.

	


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?

The EEO Team has started working on completion of this goal by completing and distributing to all team members its first newsletter for fiscal year 2024, Volume 2, issue 1 of the EEO Quarterly Newsletter with a spotlight on the Mayor’s Office to End Domestic and Gender Based Violence (ENDGBV) and on the Mayor’s Office team that won the Neapolitan Victory Award for “Campana Gubernamental del Ano”, the Best Government Campaign. The EEO newsletter provided the following information to all team members: Microaggressions; Sexual Harassment Discrimination; EEO and EAP mental health resources; Diversity and Inclusion (D&I) events and holidays; religious holidays with calendar dates and descriptions; articles highlighting special D&I monthly celebrations for raising awareness; Office of Labor Relations WorkWell Wellness Project BUILD (Building Understanding, Inclusion, Learning, and Diversity) resources; fun fitness resources; nutrition tips; self-care tips and additional resources. The newsletter also reminded team members on how to contact the EEO office and Team, and EEO hotline. The effectiveness of these actions is measured by the increased volume of staff that have contacted the Chief EEO Officer, EEO Manager, EEO hotline, and EEO mailbox.  Many times contacting the Chief EEO Officer & EEO Manager directly for a variety of EEO and RA matters as they become more aware of the EEO Office and the Chief EEO Officer.

The EEO Team plans to create and distribute Volume 2, Issue 2 to 4 of the EEO Quarterly newsletters to all Mayor’s Office team members in the upcoming quarters of fiscal year 2024. We will continue to evaluate the effectiveness of this endeavor via the feedback and communication that we receive from Mayor’s Office team members both standard and non-standard. 


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

In fiscal year 2024, the EEO Team plans to continue meet & greet sessions with Mayor’s Office units to provide information on the reasonable accommodation and EEO process, services the EEO Office provides, and contact information for the EEO Office and Team, EEO Hotline and EEO mailbox. 




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?

The EEO Team has promoted diversity, equity, and inclusion by implementing EEO Meet & Greet sessions with Mayor’s Office units. Mayor’s Office staff in each unit are able to interact with the EEO Team by asking questions. The EEO Team presents staff with information about the EEO Office, contacting the EEO Team, the EEO Policy and Reasonable Accommodations. Team members are reminded about the importance of mandated EEO trainings they are required to complete, and new hires are alerted to automatic training emails that they should have received. Team members are informed that they can contact the EEO Team at any time for complaints, training assistance, to file a reasonable accommodation, or with any questions or concerns. The effectiveness of these actions is measured by the increased volume of team members that have contacted the EEO hotline and mailbox and the EEO Team directly for a variety of EEO and RA matters as they become more aware of the EEO Office and the Chief EEO Officer. The effectiveness of these actions are also measured by the volume of team members that the EEO Team has met with during the EEO Meet & Greet sessions.


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

During the months of June to August of calendar year 2024, the Mayor’s Office plans to launch its annual summer of games events and activities program for team members which includes potlucks, pride events, summer meet ups, volunteering, cultural diversity and inclusion celebrations, and snack and ice cream days.




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?

Team leaders plan to promote these recreational activities for staff to foster an inclusive, equitable, and unified environment. The City Hall Games gives all staff an opportunity for inclusion and promotes equity and diversity which increases work morale, workplace culture, motivates staff, and helps to retain talent. The effectiveness of these recreational programs is measured in the great turnout and participation at all programmed events.


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.

HR will be finalizing the new Mayor's Office intranet site by partnering with other Mayor's Office units to ensure up to date and resourceful content.

The HR Benefits team will continue to revamp and reenergize the Mayor Office Jobs Newsletter to promote positions periodically to contacts at colleges, community-based organizations, community boards, NYC agencies, and the in-house leadership team.  

The HR team continues to promote positions throughout a wide range of sources. We intend to partner with community-based organizations in the near future. This is an ongoing goal. 

The HR team will continue to garner the support of the Mayor’s Office of Appointments in the effort to promote diversity and leadership through their vast pool of candidates, in various ways through our units, via Mayoral Appointments, and by way of city agencies.

The Mayor’s Office has the following four ERG’s that are supported by a diverse group of staff and meet regularly to create inclusive and equitable activities for members of each group.

1. NYC Mayor’s Office LGBTQ+ Network and Affinity Group!
2. Women’s City Network
3. Brothers Breakfast
4. City Network for People with Disabilities

The EEO Team works with the Mayor’s Office for People with Disabilities to ensure that all materials distributed by the EEO Office are made accessible for team members including the Quarterly EEO newsletter.

The Human Resources Team has revamped the Mayor’s Office job description/vacancy notices with updated Statements regarding the Agency, the Mayor’s continued mission to eliminate inequalities; Equal Opportunity/Diversity Equity & Inclusion; Minimum and Maximum Salary compensation; and salary equity.

The Human Resources Team celebrates heritage months in monthly newsletters, distributed to all Mayor’s Office team members.

The HR team will continue to enhance our talents’ analytical capabilities and human capital data developments within the agency to utilize internal reporting to identify areas of strengths and weaknesses to develop workplace improvements.

The HR team strives to have diverse representation in wage and leadership by adhering to the Pay Equity Law and posting to a diverse selection of posting sites to garner the most diverse candidates. The HR team will also work closely with our units and Senior Leadership within our workplace to garner diverse applicants for an inclusive selection process.

The HR team will develop and implement pay transparency policies, which will include the continued use of salary scales.

The HR team will periodically run reports to audit and review salaries to ensure pay parity when reviewing employee compensation; and evaluate any noticeable disparities amongst employees performing the same or substantially similar jobs.

The Mayor’s Office will continue to grow and expand the Mayor’s Office Internship program.

The Mayor’s Office will continue to partner with DYCD – SYEP to offer a more collaborative experience for youth across the City.

The Mayor’s Office will leverage information from internal and citywide employee engagement surveys on an ongoing basis. Specifically, the Mayor’s Office will use employee feedback and survey data to create, update, and implement action plans to improve organizational culture; encourage leadership approaches that support employee engagement and belonging; and address specific employee concerns ongoing.







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

The Mayor will continue to host and deliver remarks at flag raising ceremonies and annual receptions that celebrate and honor worldwide countries, diverse communities, and cultural heritages in New York City. 




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?

Since taking Office Mayor Eric Adams has made it a priority to raise flags for the many countries and nations which represent the cultures of the diverse groups of people in communities throughout New York City. As of August of 2023, Mayors has raised flags for over 30 nations, one U.S. territory, two transnational organizations and one holiday, Juneteenth. The Mayor believes strongly in diversity, equity, and inclusion and has worked tirelessly to represent the diverse backgrounds of all New Yorkers. The effectiveness of these actions are measured by the nations and cultures that are supported and honored by Mayor Adams.


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

The Adams administration will continue its focus on Summer Rising programs for the city’s youth in collaboration with the Department of Youth and Community Development and the Department of Education.




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 Adams administration is dedicated to educating and providing career opportunities to the city’s youth. The Adams administration has collaborated with the Department of Youth and Community Development and the Department of Education to provide summer rising programs for youth. The effectiveness of these actions are measured by the amount of youth that are enrolled into the summer rising program.


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

In fiscal year 2024, the Mayor will invest and support career advancement and access to career services for people with disabilities.




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 effectiveness of this goal will be measured when steps are taken to start this goal.

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

Mayor Adams' Working People's Agenda for the community is focused on four pillars: jobs, safety, housing, and care. 




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 effectiveness of this goal will be measured when steps are taken to start this goal. 




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	


5. 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.

The Adams administration will work to connect a record number of households with placements from shelters into permanent housing.

New York City Mayor Eric Adams announced the city will open a 12th Humanitarian Emergency Response and Relief Center as thousands of asylum seekers continue to arrive weekly in New York City.

On July 11, 2023, Mayor Eric Adams signed Intro. 54-A into law, amending the city’s administrative code to allow financial empowerment education in New York City Department of Youth and Community Development (DYCD) programs.

On July 22, 2023, NYC Mayor Eric Adams, and the Mayor’s Fund to Advance NYC announced a new scholarship fund to expand access to educational opportunities for NYC students of color and increase diversity within journalism. A first-year target was created to raise at least $500,000 for the scholarship fund that will allow students of color from New York City to support their undergraduate and graduate studies in journalism. People can donate directly to the fund to help support scholarships for students of color online. 

On July 26, 2023, Mayor Eric Adams announced a new, two-part investment to support career advancement for people with disabilities and expand access to internships, training seminars, jobs, future careers, and financial counseling. The announcement includes launching a Center for Workplace Accessibility and Inclusion that will address the structural challenges many people with disabilities face when pursuing a career. It will also increase the city’s investment in direct employment services that help people with disabilities prepare for and connect to jobs and careers. The $8.8 million plan will help 2,500 New Yorkers with disabilities find career-track employment over the next three years. According to American Community Survey data, two-thirds of adult New Yorkers with disabilities are jobless — being either unemployed or not in the labor market. Additionally, those living with disabilities experience poverty at a much higher rate than adults without disabilities: nearly 30 percent compared to 17 percent. The city’s investment will address these challenges head-on. 

Jobs

Mayor Adams plans to address disparities in unemployment rates between Black and White New Yorkers by launching a new Apprenticeship Accelerator to connect 30,000 New Yorkers to apprenticeships by 2030. The Accelerator will track all forms of apprenticeship from youth to adults in the workforce – providing technical assistance to support the expansion of apprenticeship programs by employers, training providers, educational institutions, and labor unions. The administration will also launch a citywide campaign to engage potential apprenticeship program participants by highlighting how these programs are providing a pathway to economic opportunity and financial security while transforming the career trajectory for New Yorkers in industries like information technology, marketing, health care, and finance.

Mayor Adams will kickstart a new effort to make New York City the global center of sustainable biotechnology – leveraging the city's growing life sciences and biotechnology industry to meet the city's carbon neutrality goals and create jobs. The Adams administration will open a first-in-the-nation, 50,000-square-foot innovation space that will provide office space, research laboratories, and events and programming space to support the growth of sustainable biotechnology startups and companies, with an emphasis on creating opportunities for women and people of color and bringing greater diversity to the industry. Additionally, the New York City Economic Development Corporation will release a request for expressions of interest for an operator to open a new hub for materials science innovation focusing on early-stage companies.

Under the Working People's Agenda:
· Create a new Nursing Education Initiative, in partnership with the City University of New York (CUNY), to support 30,000 current and aspiring nurses over the next five years to enter the nursing workforce, stay in the profession, and climb the career ladder.
· Double the city's current rate of contracting with minority- and women-owned business enterprises (M/WBEs) and award $25 billion in contracts to M/WBEs over the next four years and $60 billion over the next eight years.
· Launch the new Center for Workplace Accessibility and Inclusion – a dedicated team that will connect 2,500 people with disabilities to jobs, help employers make their workplaces more accessible, and continue the mission of helping New Yorkers living with disabilities thrive in the workplace and every other aspect of city life.
· Expand the CUNY2x Tech program to more campuses – including community colleges – with a focus on institutions serving first-generation college students and communities of color.
· Help 36,000 economically disadvantaged workers, and residents of high-poverty communities – including 8,000 construction workers and 28,000 service contract workers – connect to good jobs every year by working with city partners in Albany to finally empower New York City to require companies with city contracts to hire local community members.
· Support the city's growing legal cannabis industry by launching a new loan fund to help more New Yorkers impacted by the ‘War on Drugs' start new businesses, while increasing enforcement against unlicensed establishments undermining the legal industry.
· Give every child the support they need to read at or above grade level, building on the success of supplying every elementary school with a phonics-based curriculum rooted in the science of reading by ensuring every school has at least one staff member trained in literacy-based interventions, launching the first district school in city history dedicated solely to supporting students with dyslexia, and making dyslexia screenings available in every public school in New York City.
· Establish a whole-child approach to education that includes social-emotional learning, rolling out a pioneering student mental health program with telehealth care for every public high school student, community-based counseling for those who need additional support, daily breathing and mindfulness exercises, and expanded nutrition education standards and plant-powered school menus.
· Ensure every child graduates high school with a clear pathway for the future – whether that is a job, job training, or continuing education, provide up to 35,000 middle school students in the Summer Rising program with career exposure and college visits, empowering LGBTQ+ youth through a new Summer Youth Employment Program Pride initiative that places students in truly supportive work opportunities, and expanding FutureReadyNYC to 90 schools and 7,000 students to provide a reimagined high school experience with early college and career-connected learning programs.

Safety and Quality of Life

The Adams administration plans to get “New Yorks Most Wanted” off the streets by working with Albany on targeted, evidence-based solutions to this crisis and changes to state law to ensure that defendants receive the speedy trial that the Constitution guarantees, that victims and their families are provided justice in a timely manner, and that district attorneys and public defenders have the resources to hire more attorneys and paralegals to remove the bottleneck in the courts while simultaneously investing in technology. The administration will work to address the overly complex and burdensome discovery process that is consuming innocent people with bureaucracy without getting dangerous people off the streets or providing closure for victims.

The Adams administration is focused in 2023 on holding reckless drivers accountable. The administration will work with partners in Albany to advance a package of six bills called Removing Offenders and Aggressive Drivers from Our Streets (ROADS) to increase penalties for serious crashes, running red lights, and impaired driving. The ROADS legislative package would also ensure swift and serious consequences for those who drive with suspended or revoked licenses, including by revoking the privilege of driving on city streets and suspending the registration of vehicles that collect five or more red light camera violations within a 12-month period.

Mayor Adams will also continue to focus on quality of life and provide clean, high-quality public spaces that are essential to the city's comeback. The mayor will take a major step by launching the country's largest curbside composting program, with access for every New Yorker by the end of 2024. He will address the longstanding, pervasive issue of unsightly sidewalk construction sheds by replacing them with newly designed structures that keep our streets vibrant and strengthening enforcement against those who leave sheds up for years. And, building on the "Making New York Work for Everyone" action plan released in December, Mayor Adams will make a game-changing $375 million investment to create extraordinary new public spaces and permanent Open Streets in all five boroughs, including:
Mayor Adams will make a game-changing $375 million investment to create extraordinary new public spaces and permanent Open Streets in all five boroughs, including:

· The Broadway Vision plan to connect Madison Square to Greeley Square between 21st and 33rd Streets.
· Unlocking two spaces under the Brooklyn Bridge in Manhattan for public use with a working group to evaluate medium- and long-term concepts for these spaces and others nearby.
· Additional high-quality pedestrian space around the perimeter of Court Square Park and along Thomson Avenue and Court Square West in Long Island City.
· A full reconstruction of Jamaica Avenue from Sutphin Boulevard to Merrick Boulevard in Jamaica.
· Permanent upgrades to the Open Street on Willis Avenue between East 147th Street and Bergen Avenue in the Bronx with a bike lane, pedestrian safety improvements, and public space beautification; and
· Permanent improvements to the Minthorne Street Open Street on Staten Island, with expanded pedestrian space at Tompkinsville Park and a new plaza at Central Avenue.

Under the Working People's Agenda, the Adams administration will also:

· Supplement the city's focus on the most violent offenders by redoubling efforts to protect New Yorkers from robberies and burglaries – including increasing the New York City Police Department's (NYPD) crime prevention units' focus on retail theft and working with business owners and business improvement districts on proactive solutions to prevent shoplifting.
· Expand the community response teams to operate at the borough level and address everything from ghost license plates to noise complaints and property crimes.
· Continue the fight against gun violence by expanding neighborhood safety teams to additional neighborhoods, investing in more violence-prevention programs in neighborhoods with the highest concentration of violent crime, and launching a new Neighborhood Safety Alliance – a partnership between local precincts, service providers, and community leaders in many of these same neighborhoods.
· Increase the number of NYPD tow trucks to address the growing number of abandoned or illegally parked cars blocking traffic and visibility, help keep delivery zones and bus and bike lanes clear and crack down on illegal placards and placard abuse.
· Bring CompStat meetings to the community level and give New Yorkers direct access to a version of these meetings for the first time, allowing them to interact directly with local and citywide NYPD leaders.
· Build on efforts to electrify the city vehicle fleet by requiring the 100,000-plus high-volume for-hire vehicles to do the same – requiring them, with the support of Uber and Lyft, to be zero-emissions by 2030, with no new costs for individual drivers.
· Appoint a new director of the public realm to coordinate across city government, community organizations, and the private sector to ensure we invest in public spaces citywide.
· Work with the City Council to build on the massive success of the pandemic-era temporary Open Restaurants program and deliver a permanent program that actually works for businesses and residents in all five boroughs.
· Unveil an updated PlaNYC in April with even more of our sustainability agenda, including new data on how our food choices impact the environment; and
· Launch a new climate budgeting process – making New York City the first big city in the nation to adopt the approach of aligning financial resources with our sustainability and resiliency goals.

Housing  

Building on the mayor's "Get Stuff Built" plan and his moonshot goal to meet the need for 500,000 new homes across the city, the Adams administration will work with New York City Councilmembers Erik Bottcher, Keith Powers, and Kamillah Hanks to kick off two major community planning processes. In the coming weeks, community engagement will begin with the goals of creating more housing, including rent-restricted housing – in Midtown Manhattan where current zoning only allows for manufacturing and office space, as well as on the North Shore of Staten Island where the administration will pursue expanded waterfront access and flood resiliency, job creation, and mixed-use development.
· 
· The Adams administration plans to address affordability and housing shortage issues in New York City by
· Helping New Yorkers to stay in their homes by investing $22 million in tenant protection programs to provide more staff dedicated to investigating and enforcing against bad landlords, creating stronger partnerships with community groups and legal services providers to protect tenants from being pushed out of rent-regulated apartments and cracking down on landlords who discriminate against tenants based on their source of income.
· Expanding the Big Apple Connect program to reach even more New York City Housing Authority (NYCHA) developments with free broadband and TV for tens of thousands of New Yorkers.
· Provide free broadband access to households with Section 8 vouchers with a new pilot program in the Bronx and Northern Manhattan.
· Continue putting money directly in New Yorkers' pockets – including $350 million through the expanded Earned Income Tax credit – with an historic expansion of the city's free tax preparation program in coordination with schools, houses of worship, NYCHA, and community partners to process an additional 26,000 returns next year and save New Yorkers an additional $14.3 million in filing fees and refunds.
· Broaden access to other public benefits like unemployment insurance, Medicaid, or SNAP by cutting unnecessary red tape and expanding benefit screenings so New Yorkers get every dollar they deserve.
· Pursue legislation allowing New Yorkers to keep public benefits for up to six months after they accept a new job, easing the transition to financial independence.
Care
Mayor Adams will undertake an historic effort to provide health care for New Yorkers experiencing homelessness. The administration will work with its state and federal partners to allow New Yorkers who have spent more than seven days in the New York City Department of Homeless Services' (DHS) shelter system to become eligible for free, comprehensive health care services through a specialized network of dedicated providers and care management. This would make New York the first city in the country to provide this level of care and support to its residents. Connecting New Yorkers experiencing homelessness to ongoing primary care, behavioral health care, and social services is more cost-efficient than the cycle of hospitalizations and emergency room visits that so many people experience, more effective at supporting the health of a largely vulnerable population, and an important measure to get more New Yorkers into high-quality, permanent housing and ease overcrowding in DHS shelters.
The Adams administration is also developing a three-part mental health plan focused on child and family mental health, severe mental illness, and an upstream approach to the opioid crisis, including investing more than $150 million in opioid settlement funds into proven harm reduction and treatment programs. As part of the plan, the administration will open new Clubhouses for New Yorkers with severe mental illness. Clubhouses provide peer support and access to services, employment, and educational opportunities – offering an alternative to the instability and danger of the streets, hospitals, jails, or subways, while reducing hospitalization and contact with the criminal legal system and improving health and wellness.
Under the Working People's Agenda, the Adams administration will also:
· Continue to address women's health by hosting an all-hands-on-deck summit in March and putting forward initiatives that will help improve Black maternal mortality while also improving the birthing experience for all New Yorkers, in addition to unveiling a comprehensive women's agenda in the coming months; and
· Fight the crises of obesity and chronic disease by investing in access to healthier food for lower-income New Yorkers, relaunching the Groceries 2 Go program, and expanding Health Bucks.

On August 17, 2023, New York City Mayor Eric Adams, New York City Department of Education (DOE) Chancellor David C. Banks, and New York City Police Department (NYPD) Commissioner Edward Caban announced a new partnership between the DOE and the Police Academy aimed at working with young people with autism and other developmental disabilities. Experts from the DOE’s Special Education Office led a day-long training in person at the Police Academy on behaviors and responses of students with autism and other developmental disabilities and to educate NYPD recruits on responsible and compassionate ways to communicate with all young people.
In fiscal year 2024, New York City Mayor Eric Adams and New York City Corporation Counsel, Sylvia O. Hinds-Radix lead a coalition of 15 cities and counties from across the nation in joining a legal fight to uphold a commonsense gun safety law and protect domestic abuse survivors, law enforcement, and others from gun violence. In an amicus brief filed in the U.S. Supreme Court in United States v. Rahimi, New York City and the other amici signaled their strong support for prohibiting individuals subject to domestic-violence protective orders from possessing firearms. After the U.S. Court of Appeals for the Fifth Circuit struck down the long-standing federal law preventing people with domestic-violence protective orders from having guns in February, the Biden-Harris administration asked the Supreme Court to reverse the ruling and restore the law. The city’s amicus brief argues that prohibiting people under domestic-violence protective restraining orders from possessing a gun is consistent with the Second Amendment and a historical tradition of preventing dangerous individuals from accessing firearms.
Mayor Adams announced in fiscal year 2024, New York City is changing its rules to allow Muslim houses of worship to broadcast their calls to prayer at designated times each week without a permit. The NYPD rule change will clear the way for mosques to project their calls to prayer — a one to-two-minute chant played over a loudspeaker known as an Adhan — between 12:30 p.m. and 1 p.m. every Friday throughout the year and each evening at sunset during the holy month of Ramadan. The Adhan must be kept at a “reasonable” noise level, according to the mayor.
New York City Mayor Eric Adams announced in August of fiscal year 2024, “Text with Eric,” a new initiative that will facilitate two-way communication directly with New Yorkers via text message about updates from the administration and services the administration has unlocked for New Yorkers. People who sign up will receive SMS communications directly from the Adams administration with information about new initiatives and policies, local events, and more, and will be able to respond themselves to share their thoughts with the city. These messages will be facilitated through Community, an SMS engagement platform, which is also used by President Joseph Biden, former President Barack Obama, and many other notable figures, companies, and organizations.
New York City is gearing up for a citywide day of action in fiscal 2024 against street harassment. Organizers and elected officials will gather at locations across all five boroughs on Wednesday to promote the city's recently launched public survey. It aims to track the prevalence and impact of street harassment on New Yorkers and could inform the city on what can and should be done about it. National information indicates that street harassment disproportionately impacts women, LGBTQIA, and other queer folks. It impacts people who have a religious faith that has a visible identification of that religion, as well as Black, Indigenous, and other people of color. Street harassment is defined as defined it as any unwanted language, gesture or touching that occurs on the street or in the public space.







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.  [Copy Equity, Inclusion and Race Relations initiative from FY 2024 DEI-EEO plan]

New York City Mayor, Eric Adams has announced the appointment of Caribbean-American Tania Kinsella as the 45th first deputy commissioner of the New York City Police Department (NYPD). Kinsella, the daughter of Jamaican and Guyanese immigrants, is the first woman of color to serve as first deputy commissioner in NYPD history.



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

This announcement was made on July 17, 2023. The impact of these initiatives will be continuously evaluated based on the work done by the first deputy commissioner of the NYPD and the statistics on crime rates in New York City under the first deputy commissioner.


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.  [Copy Equity, Inclusion and Race Relations initiative from FY 2024 DEI-EEO plan]

NYC Mayor Eric Adams has appointed Edward A. Caban as the 46th NYPD commissioner. Caban is the first Latino to serve as commissioner of the NYPD in its 178-year history.




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

This announcement was made on July 17, 2023. The impact of these initiatives will be continuously evaluated based on the work done by the commissioner of the NYPD and the statistics on crime rates in New York City under the commissioner as well as the programs, initiatives, and changes to the NYPD and the city of New York under the service of the police commissioner.



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.  [Copy Equity, Inclusion and Race Relations initiative from FY 2024 DEI-EEO plan]

Rebecca Weiner became the first female NYPD Deputy Commissioner for Intelligence and Counterterrorism.



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

On July 18, 2023, Police Commissioner Cuban appointed Rebecca Weiner as the first female NYPD Deputy Commissioner for Intelligence and Counterterrorism. Rebecca Weiner’s impact in this role will be evaluated on an ongoing basis as she effects change and achieves results for the NYPD and the people of New York City.


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.  [Copy Equity, Inclusion and Race Relations initiative from FY 2024 DEI-EEO plan]

The NYC Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) and the NYC Commission on Gender Equity (CGE) which is within the NYC Mayor’s Office of Equity (MOE) co-chaired SHPAB, the NYC Street Harassment Prevention Advisory Board. The SHPAB was created to study street harassment and develop programming, resources, and recommendations to help eliminate street harassment. SHPAB, in collaboration with the offices listed above circulated the Street Harassment Prevention Advisory Board Survey to all Mayor’s Office team members and city employees. 




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

The offices of ENDGBV, CGE, MOE, and SHPAB circulated the Street Harassment Prevention Advisory Board Survey to all Mayor’s Office team members and city employees in September of 2023. The impact of these initiatives will be evaluated based on the number of people that complete the Street Harassment survey and initiatives that will be implemented based on the results of this survey.

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

The HR team will continue developing and exploring recruitment strategies to build and maintain relationships with NYC schools, colleges, programs, and cohorts to target a diverse workforce drawn from all segments of society within NYC communities. 




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?


The HR team will continue developing and exploring recruitment strategies to build and maintain relationships with NYC schools, colleges, programs, and cohorts to target a diverse workforce drawn from all segments of society within NYC communities. This strategy is evaluated and measured for effectiveness based on the relationships built and maintained with various external schools, colleges, and programs.


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

The HR team will continue to engage in strategic outreach and broad recruitment, utilizing a variety of sources including diverse professional organizations, to maximize the agency’s ability to attract a diverse pool of applicants for employment and internship opportunities.




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 #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]

The HR team will resume conducting outreach and recruitment at job fairs and other events hosted by schools and various organizations supportive of diverse communities, including disability advocacy groups and veterans.




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?	

The effectiveness of this goal will be measured when steps are taken to start this goal.


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]

On an ongoing basis the HR team will enhance talents, analytical capabilities, and human capital data developments within the agency to utilize internal reporting to identify areas of strengths and weaknesses.




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?	


The HR team in collaboration with the MIS Information Technology team and mayoral units utilizes various resources to enhance talents, analytical capabilities, and human capital data developments within the agency to utilize internal reporting and to identify areas of strengths and weaknesses. This strategy is evaluated and measured for effectiveness based on the strengths and weaknesses identified the results identified from various analyzation methods.



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.

The HR team will continue to partner with DCAS in their local outreach and recruitment activities.



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

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


		
*The Mayor's Office does not recruit or hire for discretionary and open-competitive titles. The Mayor's Office only recruits for managerial and exempt titles. There are no planned recruitment events for FY 2024 that will be held by the agency to promote open-competitive civil service examinations.




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
	
	
	
	



*The Mayor's Office does not recruit or hire for discretionary and open-competitive titles. The Mayor's Office only recruits for managerial and exempt titles. There are no planned recruitment events for FY 2024 that will be held by the agency to promote open-competitive civil service examinations.

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

1. Diversity.com, caters to “all people of color, abilities, sex orientation, age, gender, religion and immigration status.” The site features job postings for professionals in all types of industries and organizations, with emphasis on the science, technology, education, and medical fields.
2. BlackJobs.com, recruits for African American applicants. Its goal is to “promote well-paying job opportunities. The site provides links for users to apply for professional jobs available around the country, in a broad range of industries. 
3. Black Career Women’s Network 
4. Hispanic Latino Professional Association, publishes career information and opportunities from quality socially conscious organizations who support the Hispanic / Latino Community.
5. HBCU Connect, is a network of students and alumni from Historically Black Colleges & Universities (HBCUs). 
6. Professional Diversity Network, The network includes several culturally distinct job boards, such as BlackCareerNetwork.com and ihispano.com, which is focused on the Latinx community. The sites list a broad selection of jobs, ranging from seasonal work to senior-level corporate positions from around the country. The network also hosts local, national, and virtual career fairs.
7. Diversity Job Board, lists opportunities from employers who are targeting “minorities, women and persons with disabilities.” 
8. United Latinos Job Bank, Its goal is to “increase diversity in corporate America and federal government,” the site says. The job board posts openings for interns all the way up to senior-level employees from employers around the country. 




9. 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. Academic Fellow Total: 20

Race/Ethnicity* [#s]: Black_5__ Hispanic___ Asian/Pacific Islander__4_ Native American___ White_4__ Two or more Races___

Gender* [#s]:  M _6__ F _5__ N-B ___ O _1__ U _7__

2. Ladders for Leaders Total: 21

Race/Ethnicity* [#s]: Black_2__ Hispanic__1_ Asian/Pacific Islander_12__ Native American___ White__3_ Two or more Races___

Gender* [#s]: M _12__ F _7__ N-B ___ O ___ U _2__

3. Paid Fellow Total: 35

Race/Ethnicity* [#s]: Black_3__ Hispanic__8_ Asian/Pacific Islander_5__ Native American___ White_11__ Two or more Races_2__

Gender* [#s]: M _9__ F _15__ N-B ___ O ___ U _1__

4. Paid Interns Total: 85

Race/Ethnicity* [#s]: Black_20_ Hispanic_20_ Asian/Pacific Islander_27_ Native American_3__ White_23__ Two or more Races_10__

Gender* [#s]: M _22__ F _62__ N-B ___ O ___ U _1__

5. [bookmark: _Hlk149897446]SYEP Total: 26

Race/Ethnicity* [#s]: Black_8__ Hispanic_3__ Asian/Pacific Islander_12__ Native American___ White_4__ Two or more Races___

Gender* [#s]: M _10__ F _15__ N-B _1__ O ___ U ___

6. NYC City Service Corps Member Total: 6

Race/Ethnicity* [#s]: Black___ Hispanic__2_ Asian/Pacific Islander___ Native American___ White_2__ Two or more Races___

Gender* [#s]: M ___ F _3__ N-B _1__ O ___ U _2__

7. NYC VISTA Member Total: 2

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White_2__ Two or more Races___

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

8. Gracie Mansion Conservancy(Paid) Total: 3

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

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

9. Urban Fellow Total: 7

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White_1__ Two or more Races_1__

Gender* [#s]: M ___ F __2_ N-B ___ O ___ U _5__

10. Unpaid Fellow Total: 8

Race/Ethnicity* [#s]: Black_1__ Hispanic___ Asian/Pacific Islander_1__ Native American___ White_4__ Two or more Races___

Gender* [#s]: M ___ F _6__ N-B ___ O ___ U _2__



Additional comments: 








10. 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):  __________  Q2 (12/31/2023):  __________  Q3 (3/31/2024):  __________  Q4 (6/30/2024):  __________

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

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

During the 3rd Quarter, a total of ____ [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 ____ [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. 

The Career Counselor reviews, revises and/or develops protocols for employee advancement and growth; publicly posts announcements for positions, including senior level positions, and provides guidance and resources to help employees grow and develop current and future careers. Our Deputy Chief Administrative Officer currently serves as our agency Career Counselor bringing vast and extensive Human Resources background to the role. The EEO Office distributed an agencywide email with contact information and a description of responsibilities for the career counselor to all Mayor’s Office team members in Fiscal Year 2024 and will continue to update staff with contact information for the career counselor for continued awareness. The Career Counselor meets with staff who seek career counseling on an individual basis. The Career Counselor also works with the Human Resources Team to distribute civil service examination announcements to all Mayor’s Office team members. 



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.

The Human Resources (HR) Team reviews methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions by doing the following:

· The HR team requires all job positions including mid and senior level roles, be posted, and at minimum 3 candidates are interviewed and presented to the final approver for review.  

· The HR team offers in-person professional development workshops for senior level staff and executive coaching options for executive level staff.

· The HR team continuously uses a variety of recruitment sources to target a diverse pool of talent.

· The Mayor’s Office continues to promote and provide internships, fellowships, volunteer programs, and summer youth employment opportunities to a diverse selection of applicants to build career experience and exploration. This program also provides opportunities to recruit unique talent for career opportunities with the agency to entry, mid, and senior level positions. 

· The HR team continues to post positions using a diverse set of external sources, such as veteran’s affairs, AARP, Politico, and other CBO’s.

· The HR team will review promotional opportunities to ensure equitable access, including development opportunities.

· The Mayor’s Office encourages employees to participate in DCAS’ citywide leadership development programs.

· The HR team monitors the diversity amongst candidates, where possible, and new hires.

· The HR team will partner with Mayor’s Office units to attend recruitment events to highlight specific unit initiatives.

· The HR team continues to work closely with Senior Leadership across agencies to create speaker series and panels for all professionals.

· The HR Benefits team will continue to revamp and reenergize the Mayor Office Jobs Newsletter to promote positions periodically to contacts at colleges, community-based organizations, community boards, NYC agencies, and the in-house leadership team.  

· The HR team continues to promote positions throughout a wide range of sources. We intend to partner with community-based organizations in the near future. This is an ongoing goal. 

· The HR team will continue to garner the support of the Mayor’s Office of Appointments in the effort to promote diversity and leadership through their vast pool of candidates, in various ways through our units, via Mayoral Appointments, and by way of city agencies.

· The HR team continues to develop and explore recruitment strategies to build and maintain relationships with NYC schools, colleges, programs, and cohorts to target a diverse workforce drawn from all segments of society within NYC communities. 

· The HR team continues to engage in strategic outreach and broad recruitment, utilizing a variety of sources including diverse professional organizations, to maximize the agency’s ability to attract a diverse pool of applicants for employment and internship opportunities.

· The HR team strives to have diverse representation in wage and leadership by adhering to the Pay Equity Law and posting to a diverse selection of posting sites to garner the most diverse candidates. 

· The HR team works closely with mayoral units and Senior Leadership within our workplace to garner diverse applicants for an inclusive selection process.

· On an ongoing basis the HR team enhances talent, analytical capabilities, and human capital data developments within the agency to utilize internal reporting to identify areas of strengths and weaknesses.



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).

The Mayor’s Office Chief EEO Officer ensures that all vacancy announcements include the revised NYC EEO I Anti-Discrimination Statement; reviews vacancy postings to ensure elimination of language that has the potential for gender and age stereotyping and other unlawful discrimination; monitor agency job postings and ensure recruitment strategy aligns with the diversity goals of the agency; is always available to provide consultation regarding creation/review of objective criteria for evaluating candidates for hire or promotion and applying those criteria consistently to all candidates; and assists hiring managers, supervisors, and applicants with reasonable accommodations if they are requested during the interview. The EEO Team communicates with the Human Resources and Mayoral units regarding providing specific accommodations for applicants after they are selected for an interview. The Chief EEO Officer and the EEO Team meets with the Deputy Chief Administrative Officer/Career Counselor and the Human Resources Team periodically to discuss EEO and Reasonable Accommodation matters. The EEO Team ensures that staff complete all mandated EEO trainings which is a requirement for internal promotion within the Mayor’s Office. 




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

The Mayor’s Office protocols for analyzing the impact of layoffs or terminations on racial, gender, and age groups includes: the use of the DCAS Layoff Procedure as guidance, for any layoffs, terminations, and demotions due to legitimate business/operational reasons in FY 2024; analyzing the impact of layoffs or terminations on racial, gender, age groups, and people with disabilities; determining where layoffs or terminations have a disproportionate impact on any of these groups, and document the targeted titles or programs are selected based on objective criteria and justified by business necessity; and the Agency Personnel Officer, EEO Officer, General Counsel, and Senior staff are involved in making layoff or termination decisions in compliance with civil service laws (for competitive titles) and union contracts (for non-competitive and labor class titles).



5. Other:



During this Quarter the Agency activities included:	# of Vacancies		# of New Hires	# of New Promotions
Q1	   # _____		    # _82__		   # _50__
Q2	   # _____		    # _____		   # _____
Q3	   # _____		    # _____		   # _____
Q4	   # _____ 		    # _____  		   # _____

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]
IX.  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: ____EEPC_______________.
	
	☐ 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.

     Please attach a copy of the Certificate of Compliance from the auditing agency.


Appendix A: EEO Personnel Details

EEO  Personnel For _1__ Quarter, FY 2024

Personnel Changes

	Personnel Changes this Quarter:	☐   No Changes
	Number of Additions: 1
	Number of Deletions: 1

	
Employee's Name & Title
	1. Tanesha Honeygan, Training Liaison
	2. LaKeshia Battle, Training Liaison
	3. 

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

	Date of Change in EEO Role
	Start Date or Termination Date: N/A
	Start Date or Termination Date: N/A
	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. Melody Ruiz, EEO Officer/Director/ Chief Diversity & Inclusion Officer/ EEO Investigator/ ADA Coordinator/ Disability Rights Coordinator/ EEO Compliance Officer
	2. Tanesha Honeygan, EEO Counselor / EEO Investigator/ EEO Counselor & Investigator/ EEO Compliance Officer/Training Liaison
	3. Mir Bashar, Chief Diversity Officer/Chief MWBE 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 02/24/2022	☐  No
 ☒  Yes 08/01/2023	☐  No
 ☒  Yes 02/01/2021	☐  No
 ☒  Yes 01/13/2023	☐  No
 ☒  Yes 11/05/2020	☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☒  Yes 05/18/2022 	☐  No
 ☒  Yes 05/19/2022	☐  No
☐  Yes		             	☒  No

	 ☒  Yes 04/25/2022	☐  No
 ☒  Yes 09/20/2023	☐  No
 ☒  Yes 01/12/2023	☐  No
 ☒  Yes 01/12/2023	☐  No
 ☐  Yes                        	☒  No
 ☐  Yes			☒  No
 ☒  Yes 09/08/2022	☐  No
☒  Yes 05/18/2022	☐  No
 ☒  Yes 05/19/2022	☐  No
☒  Yes 07/13/2022 	☐  No

	 ☒ Yes 06/01/2022	☐ No
 ☒ Yes 06/01/2022	        ☐ No
 ☒ Yes 06/25/2021	        ☐ 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. DeShanna Alexander, Career Counselor
	5. Crystal Rivera, Disability Services Facilitator
	6.

		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 01/11/2023	☐  No
 ☒  Yes 09/01/2022	☐  No
 ☒  Yes 12/24/2021	☐  No
 ☐  Yes			☐  No
 ☒  Yes 02/23/2022	☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes	           	 	☐  No
 ☐  Yes			☐  No
☐  Yes		            	☐  No

	 ☒  Yes 08/10/2023 	☐  No
 ☒  Yes 08/02/2023	☐  No
 ☒  Yes 08/10/2023	☐  No
 ☒  Yes 08/10/2023	☐  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: 375 Pearl Street, New York NY	

Diversity and EEO Staffing as of _1__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
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Deputy EEO Officer OR
Co-EEO Officer
	TBD
	
	
	
	

	Chief Diversity & Inclusion Officer
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Diversity & Inclusion Officer
	N/A
	
	
	
	

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Mir Bashar
	Special Assistant (MA)-MGRL
	
	mbashar@cityhall.nyc.gov
	(212) 788-8482

	ADA Coordinator
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Disability Rights Coordinator
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Disability Services Facilitator
	Crystal Rivera
	Community Coordinator
	
	crivera@mopd.nyc.gov DSF@cityhall.nyc.gov
	212-788-2603

	55-a Coordinator
	N/A
	
	
	
	

	Career Counselor
	DeShanna Alexander
	Special Assistant (MA)-MGRL
	
	dalexander@cityhall.nyc.gov
	(212) 788-7534

	EEO Counselor
	Tanesha Honeygan
	Research Projects Coord (MA)-MGRL
	
	thoneygan@cityhall.nyc.gov
	(929) 492 1209

	EEO Investigator
	Melody Ruiz
Tanesha Honeygan
	Special Assistant (MA)-MGRL
Research Projects Coord (MA)-MGRL
	
	mruiz@cityhall.nyc.gov thoneygan@cityhall.nyc.gov

	(718) 213 5993 
(929) 492 1209


	EEO Counselor\ Investigator 
	Tanesha Honeygan
	Research Projects Coord (MA)-MGRL
	
	thoneygan@cityhall.nyc.gov
	(929) 492 1209

	Investigator/Trainer
	N/A
	
	
	
	

	EEO Training Liaison
	Tanesha Honeygan
	Research Projects Coord (MA)-MGRL
	
	thoneygan@cityhall.nyc.gov
	(929) 492 1209

	Other (specify)
	Melody Ruiz 
Tanesha Honeygan

	Special Assistant (MA)-MGRL
Research Projects Coord (MA)-MGRL
	
	mruiz@cityhall.nyc.gov thoneygan@cityhall.nyc.gov

	(718) 213 5993 
(929) 492 1209


	Other (specify)
	
	
	
	
	


* 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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