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Agency Name: __CCHR__________________________                                                                                                                             

	 ☐  1st Quarter (July -September), due November 6, 2024	 ☐  2nd Quarter (October – December), due January 30, 2025
[bookmark: _Hlk204696616]	 ☐  3rd Quarter (January -March), due April 30, 2025		 ☒  4th Quarter (April -June), due July 30, 2025
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Medgine Sanon-Ellis   Chief EEO Officer     msanonellis@cchr.nyc.gov    2124160138_______________________________                                                                                    
Name                                         Title	                                     E-mail Address                           Telephone No.               

Date Submitted: July 30, 2025                                                                                                                                                     

	

FOR DCAS USE ONLY:				Date Received:










Instructions for Filling out Quarterly Reports FY 2025

[NOTE:  These forms are cumulative and designed to retain and preserve information for the entire FY 2025.
For Q1 please copy the goals, programs, and initiatives from your draft of the FY 2025 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 2025 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 2025 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): _______01/23/25_________	☒No
						☒ By e-mail	
						☒ Posted on agency intranet and/or website
						☐ Other _________________



II. Recognition and Accomplishments

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

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


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


	
III. [bookmark: _Hlk204696271] Workforce Review and Analysis

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

Q1 (9/30/2024):  114______ Q2 (12/31/2024):  111_____ Q3 (3/31/2025):  ____110 ___ Q4 (6/30/2025):  _107_________

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

☒ Yes	 On (Date): _____8/20/24	☒ Yes (again) on (Date): _____06/03/2025	☐ 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:  _11/26/24_______ Q2 Review Date:  _03/11/25______ Q3 Review date:  _05/20/25_______ 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 2025

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 2025.

A. Workforce:
	
[bookmark: _Hlk530066305]Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workforce included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2025, which you set/declared in your FY 2025 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).

1. [Copy the planned Workforce Goal/Program/Action from FY 2025 DEI-EEO plan]

The Commission continues to track and improve its hiring practices to ensure that we are recruiting, attracting and retaining diverse candidates. We will continue to create diverse and equitable job postings as well as utilize our hiring committee to ensure uniform candidate screenings occur for all vacancies. We will also continue to develop and sustain strategic initiatives, such as an enhanced talent pipeline, increased opportunities for employee engagement and inclusion, greater access to opportunities for career building and development, and measures for succession planning and legacy building.


Q2: The Commission remains committed to refining and enhancing its hiring practices to attract, recruit, and retain a diverse range of candidates. We will keep developing inclusive and equitable job postings while leveraging our hiring committee to ensure consistent and fair candidate evaluations for all open positions. Additionally, we will continue to implement and maintain strategic initiatives, including an expanded talent pipeline, increased opportunities for employee involvement and inclusion, greater access to career development and growth, and effective measures for succession planning and legacy building.

Q3: In Q3, the Commission has continued to advance its commitment to equitable and inclusive hiring practices. Efforts remain focused on attracting and retaining a diverse talent pool through clear, inclusive job postings and consistent candidate evaluations led by our hiring committee. We are also expanding our talent pipeline, fostering employee engagement and belonging, broadening access to professional growth opportunities, and strengthening succession planning to support long-term organizational resilience.

Q4: In Q4, the Commission has strengthened its commitment to equitable hiring by piloting new outreach strategies, refining structured interviews, and expanding partnerships with community organizations to reach a wider talent pool.  Alongside these efforts, we continue to grow our talent pipeline, increase staff engagement, and advance succession planning to build long-term organizational resilience.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions aimed at the composition of your workforce, recruitment, retention, promotion, and professional development to enhance equity, inclusion, and race relations in an integrated agency workforce. Pay attention to age inclusivity, non-traditional minorities, and engagement of traditional and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?




Workforce Goal/Initiative #1 Update:
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 the planned Workforce Goal/Program/Action from FY 2025 DEI-EEO plan]

We recognize that our diverse staff is our greatest asset, and we are committed to ensuring the recruitment, development and retention of staff that reflect the diversity of NYC. It is a goal that we keep at the forefront when we share our vacancies internally and externally with organizations, community partners and sibling agencies. The agency continues to create training opportunities as well as professional development opportunities on relevant topics. The agency will also begin the Lunch and Learn series which would invite leaders from both the public sector and private sector to provide staff with insight to guide their thinking about career paths throughout the city. We will also continue to partner with sibling agencies such as Work Well to inform staff members of both networking opportunities as well as activities that promote diversity, equity and inclusion. We take pride in the fact that our staff members speak 32 different languages that are spoken in the communities we serve. 
 
At CCHR, we have a dedicated staff member that tracks the number of trainings all staff should take as well as send reminders when they need to take a new training.
 
Q2: The Commission will continue to track and improve its hiring practices to ensure that we are recruiting, attracting and retaining diverse candidates. We will continue to create diverse and equitable job postings as well as utilize our hiring committee to ensure uniform candidate screenings occur for all vacancies. 

Q3: The Commission remained focused on monitoring and enhancing its hiring practices to ensure the recruitment, attraction, and retention of a diverse and talented workforce. We  continued to develop inclusive and equitable job postings and rely on our hiring committee to uphold consistent and unbiased structured screening processes for all vacancies.

Q4: The Commission continued to advance inclusive hiring and retention by sharing vacancies widely with community partners, sibling agencies, and professional networks to reach diverse candidate pools. We continued partnering with programs like Work Well NYC to highlight networking and DEI-focused activities. Alongside regular tracking of training compliance, we remain committed to developing accessible, inclusive job postings and using structured, unbiased screening processes to ensure fair evaluations for all candidates.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions aimed at the composition of your workforce, recruitment, retention, promotion, and professional development to enhance equity, inclusion, and race relations in an integrated agency workforce. Pay attention to age inclusivity, non-traditional minorities, and engagement of traditional and older employees. A well-balanced, integrated workforce should help 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?

To meet the goal of creating a well-balanced, integrated workforce that reflects the diversity of New York City and promotes diversity, equity, and inclusion (DEI), the Commission on Human Rights (CCHR) has implemented a series of actions focused on various aspects of workforce composition, recruitment, retention, promotion, and professional development. These efforts aim to enhance equity, inclusion, and race relations within the agency, ensuring that all staff, regardless of age, background, or identity, feel valued, supported, and equipped to serve New Yorkers effectively.

Q2: In pursuit of building a well-rounded, integrated workforce that mirrors the diversity of New York City while advancing diversity, equity, and inclusion (DEI), the Commission on Human Rights (CCHR) has taken a comprehensive approach. This includes a variety of initiatives targeting workforce composition, recruitment, retention, promotion, and professional development. Through these ongoing efforts, we aim to foster greater equity and inclusion, strengthen race relations within the agency, and ensure that every staff member—regardless of age, background, or identity—feels recognized, supported, and fully prepared to serve the needs of New Yorkers.

Q3: At the NYC Commission on Human Rights (CCHR), we’re committed to building a workforce that truly reflects the diversity of the city we serve. To make this vision a reality, we’ve taken important steps to improve how we hire, support, and develop our team. From recruitment to promotion, our focus is on creating a welcoming, inclusive environment where everyone—no matter their age, background, or identity—feels respected, valued, and prepared to make a meaningful impact for all New Yorkers.

Q4: In Q4, the NYC Commission on Human Rights (CCHR) continues to advance its goal of cultivating a workforce that mirrors the city’s diversity and champions equity and inclusion at every level. We’re deepening efforts to broaden outreach and refine hiring practices to attract diverse talent, while also investing in professional development, mentorship, and leadership opportunities to help staff grow and thrive. By fostering an inclusive, respectful environment, we aim to ensure that every employee—regardless of background or identity—feels supported and empowered to serve New Yorkers effectively.

In tandem, the agency implemented structured interview panels with implicit bias training for all hiring managers. This effort helped increase the representation of diverse candidates in final interview pools and contributed to higher staff engagement and retention, particularly among employees from marginalized communities.


Workforce Goal/Initiative #2 Update:
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 the planned Workforce Goal/Program/Action from FY 2025 DEI-EEO plan]

The Commission aims to enhance our outreach and engagement strategies to foster a more inclusive and diverse workforce. We will prioritize crafting job postings that reflect our commitment to equity and inclusion, while continuing to enhance our process for evaluating new hires. Furthermore, we will work on building strategic initiatives that promote employee involvement, expand access to professional growth opportunities, and establish clear pathways for career advancement and succession planning.

Q2:The Commission is focused on strengthening our outreach and engagement efforts to cultivate a more inclusive and diverse workforce. We have prioritized developing job postings that emphasize our dedication to equity and inclusion, while also refining our hiring evaluation procedures. Additionally, we are committed to advancing strategic initiatives that foster employee engagement, increase access to professional development, and create clear opportunities for career growth and succession.

Q3: The Commission is focused on strengthening outreach and engagement efforts to support a workforce that is both inclusive and reflective of the city’s diversity. We are committed to developing job postings that clearly demonstrate our values of equity and inclusion, while refining our hiring practices to ensure fair and thoughtful candidate evaluation. In addition, we will continue to advance strategic initiatives that encourage employee participation, broaden access to professional development, and create transparent pathways for career growth and succession planning.

Q4: In Q4, the Commission is further expanding its outreach and engagement strategies to strengthen diversity and inclusion across the agency. We’re enhancing structured, consistent hiring evaluations to support fair candidate selection, while also ensuring that job postings clearly communicate our commitment to equity. Alongside these efforts, we’re investing in initiatives that encourage active employee engagement, increase access to skill-building and leadership opportunities, and define clear pathways for advancement and succession to support long-term organizational growth.


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions aimed at the composition of your workforce, recruitment, retention, promotion, and professional development to enhance equity, inclusion, and race relations in an integrated agency workforce. Pay attention to age inclusivity, non-traditional minorities, and engagement of traditional and older employees. A well-balanced, integrated workforce should help 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?

To foster a more inclusive and diverse workforce, the Commission on Human Rights (CCHR) is implementing a series of proactive and strategic initiatives aimed at improving outreach, recruitment, employee engagement, and career development. These efforts are designed to ensure that CCHR’s workforce is reflective of the diverse communities it serves, while also promoting equity, inclusion, and professional growth opportunities for all employees

Q2: We are actively monitoring the underrepresentation of women and minorities in key job groups, particularly among females and Black individuals in social worker titles and attorney roles. This is an ongoing focus, and we are committed to continuously working towards improving representation and ensuring equal opportunities in these areas.

	Q3: To build a workforce that mirrors the diversity of New York City, the Commission on Human Rights (CCHR) is advancing strategic and intentional efforts across outreach, recruitment, employee engagement, and career development. These initiatives are focused on creating an inclusive environment where all employees can thrive and grow, while reinforcing our commitment to equity and representation.
As part of this work, we continue to closely examine areas of underrepresentation, particularly the lower representation of women and Black employees in key categories such as social workers and attorneys. Addressing these disparities remains a top priority, and we are actively exploring targeted strategies to improve access, opportunity, and advancement in these roles.

Q4: In Q4, the Commission on Human Rights (CCHR) continues to cultivate a workforce that reflects New York City’s diversity and fosters equity and inclusion at every level. We are actively strengthening outreach and recruitment strategies, creating new opportunities for employee engagement, and investing in professional growth and development initiatives to support staff at all stages of their careers.

We remain focused on addressing underrepresentation, particularly of women and Black employees in key categories such as social workers and attorneys. To advance this goal, we are exploring targeted outreach, partnerships, and mentorship opportunities aimed at expanding pathways into these roles and ensuring fair access and advancement for all.


Workforce Goal/Initiative #3 Update:
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 the planned Workforce Goal/Program/Action from FY 2025 DEI-EEO plan]





Please describe the steps that your agency has taken to meet this goal/initiative. Include actions aimed at the composition of your workforce, recruitment, retention, promotion, and professional development to enhance equity, inclusion, and race relations in an integrated agency workforce. Pay attention to age inclusivity, non-traditional minorities, and engagement of traditional and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?





Workforce Goal/Initiative #4 Update:
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.


1. Identification of Underutilized Groups:
· We have identified key job groups experiencing underutilization of women and minorities. These include females and black individuals in the social worker category and for attorney positions. We will focus on these areas to improve representation and ensure equal opportunities.
2. Utilizing Quarterly Reports and Dashboards:
· We have leveraged quarterly reports and dashboards to monitor and analyze workforce composition and track progress. These tools help us identify trends, measure the effectiveness of our initiatives, and adjust strategies as needed.
3. Partnership with Human Resources:
· Collaboration with the Human Resources Office continues to be essential. We will work together to refine recruitment practices, review job postings for inclusivity, and ensure that hiring processes are free from bias. Regular meetings will be held to align our efforts and address any emerging issues.
4. Targeted Recruitment Initiatives:
· We will enhance our targeted recruitment efforts by engaging with community organizations, alumni associations, attending career fairs, and expanding outreach to diverse talent pools. Special emphasis will be placed on promoting civil service exams to underrepresented groups to increase their participation in our recruitment process.
5. Professional Development for Existing Employees:
· To support career growth and retention, we will offer professional development opportunities, including mentorship programs, leadership training, and workshops focused on skill development. These initiatives will help current employees advance within the agency and prepare them for promotional opportunities.
6. Focus on Civil Service Exams:
· We will promote civil service exams within diverse communities and provide support for preparation, including informational sessions and study resources. This will help ensure a wider and more diverse applicant pool for future vacancies.


For Q2, we have built on the foundation established in Q1 and made measurable progress in key areas to continue advancing diversity, equity, and inclusion within the agency.
1. Implementation of Targeted Recruitment Initiatives:  We executed a series of targeted outreach efforts, including participation in community career fairs, partnerships with organizations representing underrepresented groups, and expanded presence in online platforms catering to diverse talent pools.
1. Refinement of Recruitment and Hiring Practices:  Collaborating with the Human Resources Office, we made significant improvements to our job postings, ensuring they reflect inclusive language and highlight our commitment to DEI. Additionally, we introduced more structured candidate evaluation processes to reduce biases and ensure fairness in screening and selection.
1. Analysis and Reporting through Dashboards: Utilizing our quarterly reports and dashboards, we have actively monitored workforce composition and tracked the progress of our diversity initiatives. These tools have provided valuable insights, allowing us to identify emerging trends and make data-driven adjustments to our strategies as needed.
By addressing the areas highlighted in Q1, we will continue to make strides toward a more inclusive, diverse, and equitable workforce, ensuring that our agency reflects the community we serve and offers equal opportunities for all employees.
For Q3, we have continued to build on our DEI foundation, strengthening existing initiatives while expanding our efforts to support a more inclusive and representative workforce. Our key accomplishments this quarter include:

1. Enhanced Focus on Addressing Underrepresentation:
We conducted a deeper analysis of underutilization within specific job titles, with a particular focus on social workers and attorneys. This allowed us to identify gaps in representation by race and gender and begin developing targeted strategies for outreach and talent acquisition in those areas.

2. Launch of Internal Education and Awareness Campaigns:
To reinforce our agency’s commitment to equity, we implemented staff-facing communications and educational sessions focused on inclusive hiring, unconscious bias, and workplace culture. These sessions aimed to engage staff across levels and promote shared accountability for DEI goals.

3.Early Development of Career Pathways and Retention Tools:
In collaboration with agency leadership, we initiated the design of a framework for professional development and succession planning. These efforts are intended to create more transparent career pathways and help retain talent by addressing employee development needs and fostering internal mobility.

1. Data-Driven Planning for the Future:
Building on our existing dashboard tools, we began disaggregating workforce data to examine trends not only by race and gender, but also by job group, tenure, and promotion history. This granular approach will inform future initiatives and allow us to track equity and opportunity throughout the employee lifecycle.

Q4:  In Q4, we continued to strengthen our focus on underrepresented groups, especially women and Black employees in key roles, and used quarterly dashboards to track our progress. We deepened collaboration with Human Resources to make our hiring practices more inclusive and expanded targeted recruitment efforts to reach diverse talent pools. We also supported professional growth through mentorship and training initiatives, helping staff build skills and prepare for advancement. Together, these steps move us closer to a workforce that truly reflects the diversity of New York City.

	

B. Workplace:

Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workplace included in Section IV: Diversity, Equity, Inclusion and EEO Initiatives for FY 2025, which you set/declared in your FY 2025 Diversity, Equity, Inclusion and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
1.  [Copy Workplace Goal/Program/Action from FY 2025 DEI-EEO plan]

The Commission's Community Relations Bureau (CRB) executive team continues to hold regular meetings with CRB staffers to provide mentorship, relationship-building, and skill building opportunities. When resources and external budgetary constraints permit, CRB's executive team actively seeks out advancement opportunities for its staffers. CRB holds monthly staff meetings, biweekly Directors' and Lead Advisers' meetings, and weekly supervisions with staffers, along with individual check-in meetings. The executive team members also consult with borough office teams and invite staffers along to events and networking opportunities as often as possible.  In the first half of FY 25, borough directors and lead advisors are presenting reflections and recommendations to senior leadership. On July 14th the Commission proudly co-sponsored the 5th annual Disability Unity Festival, which celebrated Disability Pride and commemorated the 34th anniversary of the Americans with Disabilities Act (ADA).   
The Commission welcomed the fourth cohort of YES (Youth for Equity and Solidarity) Council members.  They will work with   		Commission staff and help amplify the Commission’s work in youth spaces and learn skills of engagement, advocacy, and 	   research on the way. In addition to the regular outreaches, on September 24, the Commission celebrated a historical Mid-Autumn Festival in collaboration with the Bronx Borough President’s office. The festival was celebrated in the Borough Hall for the first time ever. This event helped create a sense of belonging and inclusivity for Asian communities in the borough. The festival is one of four major traditional holidays in China and second only to the Lunar Year. This was the first time this celebration took place in the Bronx, with the attendance of more than 100 community members, including Chinese Americans and other communities, in a celebration and cultural exchange.
Q2:  The Commission continued to work with sibling agencies, such as DCWP, MOIA, MOPD, NYC Aging, MOCJ, ENDGVB, and CGE. These collaborations ensures New Yorkers are informed about their human rights law protections. 
The Commission continues to provide anti-discrimination trainings, including NYC Human Rights Law 101, and educate sibling agencies and other entities in NYC on addressing bias and promoting cultural competency vis-a-vis the following trainings: Working with Transgender and Gender Non-Conforming Communities, and Anti-Black Racism, and Other Forms of Discrimination Based on Race and Color.
Q3: NYC Human Rights Commission Highlights (Jan–Mar 2025):
· January 9 – Second Annual NYC Human Rights Summit:
 Brought together policymakers, advocates, and community members to address discrimination and promote civil rights through panels, workshops, and collaborative dialogue.
· January 24 – MLK Day of Action Against Hate:
 Over 2,000 pieces of literature were distributed citywide to raise awareness about protections under NYC Human Rights Law, especially against racial and national origin-based discrimination.
· February 22 – International Mother Language Day:
 Celebrated at PS 12 in Queens with over 200 attendees and 15+ cultural presentations, emphasizing linguistic diversity and cultural inclusivity.
· March 13 – LGBTQ Iftar:
 A community event during Ramadan celebrating unity and diversity, with a focus on LGBTQ individuals and allies.

 
Please describe the steps that your agency has taken to meet this goal/initiative. 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?


To amplify the Commission on Human Rights' (CCHR) work in youth spaces, enhance community engagement, and promote inclusivity, CCHR has undertaken several actions aimed at empowering staff, fostering community connections, and supporting advocacy and research efforts. These actions reflect the agency's commitment to creating a more inclusive, equitable, and culturally responsive environment.

Q2: The Commission has carried out active participation in the months of October to December. Some highlights from this period include- 
•	Regular attendance on the NYC Cabinet for Older New Yorkers (CONY) which is an inter-agency collaborative established to realize and institutionalize an age-inclusive New York City through structural, legislative, and systemic solutions.

•	Regularly scheduled trainings with participants of NYC Aging’s older adult workforce programs on Age Discrimination collaboration in English and Spanish.

•	Collaboration with Fordham University to provide training carrying credit units for real estate agents, and brokers on the New York City Human Rights Law and Housing Discrimination.

•	Community partnerships for Hispanic Heritage Month Celebration

Q3:  The NYC Commission on Human Rights has taken several key steps to advance equity, foster an inclusive work environment, and support talent retention. Through initiatives like the Human Rights Summit, the Commission brought together policymakers, advocates, and community members to address discrimination and promote inclusive policies. Events such as the MLK Day of Action Against Hate and International Mother Language Day raised public awareness about civil rights protections and celebrated the city’s cultural and linguistic diversity. The LGBTQ Iftar further highlighted the Commission’s commitment to intersectional inclusion, bringing together community members during Ramadan to honor both faith and identity. These events not only engage the public but also reflect the Commission’s internal culture—one that values diversity, supports employee well-being, and reinforces a sense of belonging. To evaluate the effectiveness of these efforts, the Commission uses participant feedback, outreach metrics, and retention data. Together, these initiatives help maintain a workplace where differences are respected, and staff feel connected to the mission, ultimately supporting the recruitment and retention of a diverse, committed workforce.

Q4: In April, to commemorate Fair Housing Month, the Commission partnered with CAMBA, Inc. to participate in a housing resource fair, providing information on tenant protections under laws like the Fair Chance Act, Source of Income Protection, and immigrant rights in housing. Later in the month, on April 11, the Commission honored the Sikh festival of Vaisakhi through outreach at the Sikh Cultural Society, where they engaged 35 community members in both English and Punjabi, discussing protections against religious-based discrimination and the rights of Sikhs to wear religious articles of faith.
In May, the Commission co-sponsored the AAPI Heritage Month event "Corky Lee’s Asian America" at the Flushing Public Library. In June, they recognized International Domestic Worker’s Day by co-hosting an event with the National Domestic Worker’s Alliance, where 205 domestic workers shared their experiences. A panel with city partners addressed workers' rights and support systems. Additionally, the Commission took part in Pride events across all five boroughs, including CUNY Pride Fest at Queens College, to share resources, affirm LGBTQIA+ rights, and promote awareness of protections under the NYC Human Rights Law.
In the last quarter, the Commission deepened its commitment to fostering an equitable, inclusive work environment that values and retains diverse talent. We expanded mentorship opportunities and staff engagement through ongoing borough office reflections shared with senior leadership, ensuring that frontline perspectives inform agency strategy. Internally, we continued regular check-ins, trainings, and networking opportunities to support staff growth and belonging. To assess the impact of these initiatives, we relied on staff feedback, and workforce data, reinforcing our commitment to building an inclusive agency culture where every team member feels supported and empowered to serve New Yorkers effectively.

Workplace Goal/Initiative #1 Update:. 

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/Program/Action from FY 2025 DEI-EEO plan]

The Law Enforcement Bureau (LEB) team has weekly attorney staff meetings during which training opportunities are offered in applying the NYC Human Rights Law (NYCHRL) in the case scenarios they investigate. They also discuss current issues that the Commission has or would like to investigate.
	
Q2: Both of our largest units, CRB & LEB continue to conduct trainings internally for our staff on potential changes and implications to our law. We also continue to conduct trainings for the public on their rights under the NYC Human Rights Law. 

Q3: During Q3, the Law Enforcement Bureau (LEB) continued to strengthen staff legal expertise by holding weekly attorney meetings focused on case analysis and training in the application of the NYC Human Rights Law (NYCHRL). These sessions provided opportunities for attorneys to deepen their investigative skills and discuss potential areas of enforcement aligned with the Commission’s priorities. Both LEB and the Community Relations Bureau (CRB), the agency’s two largest units, also continued to offer internal trainings to ensure staff remain informed on legal updates and changes to the NYCHRL. These efforts have reinforced consistent, high-quality work across teams while supporting staff development. In addition, the Commission maintained its external engagement by conducting public trainings that educate New Yorkers about their rights under the NYCHRL, helping to foster awareness, trust, and community empowerment.

Q4: In the final quarter, the Law Enforcement Bureau (LEB) maintained its commitment to enhancing legal expertise through ongoing weekly attorney meetings. These sessions continue to provide critical training on applying the NYC Human Rights Law (NYCHRL) to real case scenarios, fostering collaborative discussions on emerging enforcement priorities. Alongside the Community Relations Bureau (CRB), LEB ensured that internal trainings remain timely and relevant, equipping staff to adapt to any legal developments. Externally, the Commission sustained its outreach efforts by offering public workshops that empower New Yorkers with knowledge of their rights under the NYCHRL. Together, these initiatives reinforce our dedication to consistent enforcement, staff professional growth, and community education. Evaluation of training impact is gathered through staff feedback and public participation metrics, informing continuous improvement

Please describe the steps that your agency has taken to meet this goal/initiative. 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?

[bookmark: _Int_EU0zpyYZ]To meet the goal of creating an equitable work environment that values differences and focuses on retaining talent, the Law Enforcement Bureau (LEB) team has implemented several key actions. One of which is holding regular weekly attorney staff meetings that are integral to promoting equitable practices within the Bureau to ensure that its staff is not only legally proficient but also culturally competent and sensitive to diverse experiences. These meetings provide opportunities for attorneys to engage in training on the NYC Human Rights Law (NYCHRL) and its application in real-world case scenarios. These actions are both aimed at fostering inclusivity and ensuring that all team members are well-equipped to engage with diverse issues in their work. Another is discussing current issues the Commission is investigating, including those related to systemic discrimination and the barriers faced by marginalized groups. By focusing on real-time issues, the Bureau keeps its work grounded in the lived experiences of diverse populations.



Workplace Goal/Initiative #2 Update:
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/Program/Action from FY 20254 DEI-EEO plan]


The Office of the Chair's policy and communications teams also meet weekly to discuss pending projects, and weekly individual staff check-ins with the supervisor provide a forum to work on development of substantive knowledge and skill development.



Please describe the steps that your agency has taken to meet this goal/initiative. 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 Office of the Chair at the Commission on Human Rights (CCHR) has implemented several key strategies to support staff development, promote internal communication, and ensure that both policy and communications teams are aligned in their efforts to achieve the Commission’s goals. Weekly team meetings and one-on-one check-ins with supervisors are central to these efforts, helping to foster an environment of continuous learning, professional growth, and collaboration.


Workplace Goal/Initiative #3 Update:
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/Program/Action from FY 2025 DEI-EEO plan]

The Commission continued to run public facing events, programs and resources celebrating the richness and diversity of the city's communities and reinforcing the themes of equity and inclusion.



Please describe the steps that your agency has taken to meet this goal/initiative. 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 Commission on Human Rights (CCHR) has consistently prioritized the celebration of New York City’s diversity and the promotion of equity and inclusion through public-facing events, programs, and resources. These efforts not only highlight the city’s cultural richness but also foster a more inclusive environment where all individuals—regardless of background—feel valued and empowered.

Q2: The Commission remains fully committed to prioritizing the diversity of New York City's residents in all of its efforts. We will continue to invest in initiatives that promote diversity, equity, and inclusion, with a strong focus on organizing and supporting Commission-led events accessible to the general public. These events are designed to showcase our ongoing dedication to creating a welcoming and inclusive environment for all individuals, ensuring that everyone has the opportunity to participate, engage, and feel valued. Through these actions, we aim to reflect and uplift the rich cultural fabric of our city while reinforcing our mission of inclusivity and community engagement.

Q3: In Q3, the Commission on Human Rights (CCHR) will deepen its commitment to fostering an equitable work environment by integrating internal staff development efforts with our outward-facing mission of diversity, equity, and inclusion. Building on our longstanding emphasis on cultural celebration and community engagement, CCHR will implement structured internal initiatives—such as interactive DEI workshops, cross-cultural staff learning sessions, and inclusive dialogue forums—to cultivate a workplace culture that values differences and supports professional growth. These efforts are designed not only to enhance employee engagement but also to ensure that staff feel empowered, respected, and equipped to carry out the Commission’s mission with cultural sensitivity and equity in mind. Effectiveness will be measured through staff feedback, participation rates, and qualitative assessments of workplace climate and retention indicators. By aligning internal equity initiatives with our external programming, CCHR aims to strengthen both employee satisfaction and community trust.

Q4: In Q4, the Commission on Human Rights (CCHR) expanded its efforts to celebrate New York City’s diversity by hosting and supporting a variety of inclusive cultural events and community programs. Internally, we increased focus on employee engagement that encouraged open dialogue and learning across teams. These initiatives helped nurture a workplace environment grounded in respect, inclusion, and professional development. Externally, CCHR maintained robust public outreach by collaborating with community partners to ensure events remain accessible and representative of the city’s rich cultural landscape. We continue to evaluate success through participation metrics, staff feedback, and ongoing climate assessments to refine our approaches and reinforce a shared commitment to equity, belonging, and community connection.

Workplace Goal/Initiative #4 Update:
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.

Our agency is dedicated to strengthening our external community connections and improving service delivery. We will continue to enhance outreach through targeted engagement and public information campaigns to raise awareness about our services and initiatives. We are committed to promoting equity and inclusion by developing programs that ensure equal access for underrepresented groups and actively seeking community feedback for continuous improvement.  To enhance service accessibility, we will expand mobile and remote options, ensure support for language and physical needs, and offer educational workshops, internships, and volunteering opportunities to engage the community and develop future leaders.


Q2: In Q1, our agency focused on strengthening connections with the external community and improving service delivery. We laid the groundwork for enhanced outreach through targeted engagement and public information campaigns aimed at raising awareness about our services and initiatives. As we continue this work into Q2, we remain committed to promoting equity and inclusion by further developing programs that ensure equal access for underrepresented groups, while actively seeking and incorporating community feedback for continuous improvement.

These efforts are designed not only to increase community engagement but also to nurture future leaders who will help drive our mission forward.

Q3: In Q3, our agency will build on previous outreach and service delivery improvements by launching a series of community-centered initiatives designed to expand equitable access and deepen public engagement. We will roll out new mobile and virtual service options to better reach underserved populations, strengthen language access and physical accessibility across all programs, and host educational workshops, internships, and volunteer opportunities aimed at empowering community members and cultivating future leaders. To ensure our programs reflect the needs of those we serve, we will implement structured mechanisms for collecting and analyzing community feedback. Effectiveness will be evaluated through participation data, user satisfaction surveys, and assessments of service accessibility and inclusivity. These efforts reflect our ongoing commitment to equity, responsiveness, and inclusive service delivery that meets people where they are—both literally and figuratively.

Q4: In Q4, our agency advanced its commitment to community engagement and equitable service delivery by expanding mobile and virtual outreach programs that improve access for underserved populations. We enhanced language and physical accessibility across all offerings and continued hosting educational workshops, internships, and volunteer opportunities to foster community empowerment and leadership development. To ensure our services remain responsive and inclusive, we implemented robust feedback channels, regularly analyzing input to guide program improvements. These efforts underscore our dedication to meeting community needs with equity, transparency, and meaningful engagement.



C. Community and Equity, Inclusion and Race Relations:

Please list the Planned Programs, Initiatives, Actions aimed at Community, Equity, Inclusion and Race Relations included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2025, which you set/declared in your FY 2025 Diversity, Equity, Inclusion and EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys).
	

1.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2025 DEI-EEO plan]

Special Initiatives:
· We will introduce special initiatives aimed at enhancing equity and inclusion. This includes developing programs that specifically address race relations and creating spaces for open dialogue on these topics.  In FY 25, CCHR’s recently relaunched Anti-Black Racism working group will provide a hub for ideas to advance racial justice internally and externally.  This effort sits in tandem with our ongoing racial equity planning process, which is conducted in tandem with MOERJ.

Q2: In Q2, we will continue to advance our commitment to equity and inclusion by launching special initiatives that further address key social issues, including race relations. Building on the work done in Q1, we will develop and implement programs focused on fostering deeper understanding and creating spaces for open, productive dialogue around these topics.
A major component of this effort will be the ongoing work of CCHR’s recently relaunched Anti-Black Racism working group. In Q2, this group will continue to serve as a hub for innovative ideas aimed at advancing racial justice, both within our organization and in the broader community. 

Q3: In Q3, we will deepen our commitment to racial equity and inclusion through the continued work of the Anti-Black Racism working group, which serves as a central platform for developing and advancing internal and external strategies to address systemic inequities. This group will lead new initiatives that foster honest, solutions-oriented dialogue on race, promote inclusive leadership development, and support staff in applying racial equity principles to their daily work. These efforts will be aligned with our broader racial equity planning in collaboration with the Mayor’s Office of Equity and Racial Justice (MOERJ). To ensure meaningful impact, we will assess progress through staff engagement levels, feedback from facilitated discussions, and integration of racial justice goals into program design and community engagement. Through these actions, we aim to build a more equitable organizational culture, strengthen staff capacity, and model leadership in racial justice across New York City.

Q4: In Q4, we continued   to strengthen our focus on equity and inclusion by supporting the ongoing efforts of the Anti-Black Racism working group. This group drove new initiatives aimed at fostering open, solution-focused conversations on race, advancing inclusive leadership, and embedding racial equity principles into everyday practices across the agency. These activities will be closely aligned with our broader racial equity planning in partnership with MOERJ. We will measure progress through staff participation, feedback from dialogue sessions, and the integration of racial justice objectives into our programs and community work. By doing so, we aim to deepen our organizational commitment to racial justice and serve as a model for equity leadership throughout New York City.


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the 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?

We will track participation rates in our open dialogue sessions and working group activities to measure engagement and interest in these critical topics. We will conduct regular assessments of our racial equity initiatives to evaluate their effectiveness and make necessary adjustments based on employee input and emerging needs.

Q2: This initiative aligns with our continued racial equity planning process, which remains a collaborative effort with the Mayor’s Office for Equity and Racial Justice (MOERJ). Through these actions, we will ensure that we are making measurable progress toward a more equitable and inclusive environment for all.

Q3: In Q3, we will continue advancing our racial equity work through targeted initiatives that promote open dialogue, inclusive practices, and meaningful staff engagement. The Anti-Black Racism working group will lead programming that encourages honest conversations about race and informs the development of equity-focused strategies across the agency. As part of our racial equity planning in partnership with the Mayor’s Office for Equity and Racial Justice (MOERJ), we will track participation in dialogue sessions and working group activities to assess engagement and interest. Regular evaluations of these initiatives—grounded in employee feedback and emerging organizational needs—will help us refine our approach and ensure sustained progress toward creating a more inclusive and equitable work environment.

Q4: In Q4, we  continued to monitor engagement in our open dialogue sessions and Anti-Black Racism working group activities by tracking participation rates and gathering employee feedback. Regular assessments of our racial equity initiatives guided improvements and ensured they remain responsive to staff needs and organizational goals. This ongoing evaluation process, conducted in partnership with the Mayor’s Office for Equity and Racial Justice (MOERJ), will help us sustain meaningful progress toward a workplace that is inclusive, equitable, and grounded in open communication and shared learning.


Community/Equity/Inclusion Goal/Initiative #1 Update:
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/Equity/Inclusion Goal/Program/Action from FY 2025 DEI-EEO plan]

    Age Inclusivity and Non-Traditional Minorities:
· Our initiatives will include efforts to include non-traditional minorities and ensure age inclusivity. We will promote the value of diverse perspectives by actively recruiting and engaging employees across different ages and those from non-traditional backgrounds.  We continue to explore and leverage opportunities to work with youth and older New Yorkers through internships partnerships with the Cabinet for Older New Yorkers, and other efforts.
Q2: In Q2, our initiatives expanded to include a stronger focus on non-traditional minorities and ensuring age inclusivity within our programs and workforce. We actively promote the value of diverse perspectives by recruiting and engaging employees from a variety of ages and backgrounds, particularly those from underrepresented and non-traditional communities. 
Additionally, we will continue to explore and leverage opportunities to collaborate with both youth and older New Yorkers. This will include expanding our internship programs and forging new partnerships with the Cabinet for Older New Yorkers, as well as other organizations that support diverse populations.

Q3: In Q3, we will continue advancing age inclusivity and the representation of non-traditional minorities across our programs and workforce. Our efforts will focus on expanding outreach and recruitment strategies to engage individuals from underrepresented age groups and diverse backgrounds, including those historically excluded from traditional workforce pipelines. We will strengthen partnerships with organizations such as the Cabinet for Older New Yorkers and youth-focused initiatives to broaden access to internships, mentorships, and civic engagement opportunities. These efforts aim to foster intergenerational collaboration and highlight the value of diverse life experiences within our agency. We will track progress through demographic data, participation metrics in internship and engagement programs, and feedback from participants to evaluate the impact of our strategies and guide ongoing improvements.

Q4: In Q4, the Commission  intensified efforts to promote age inclusivity and increase the representation of non-traditional minorities across all programs and workforce initiatives. We will enhance our outreach and recruitment strategies to better engage individuals from diverse age groups and backgrounds who have historically been underrepresented in traditional employment pipelines. Building upon existing partnerships, we will strengthen collaborations with organizations such as the Cabinet for Older New Yorkers and youth-focused programs to expand opportunities for internships, mentorships, and civic engagement. These initiatives are designed to foster intergenerational collaboration, elevate diverse perspectives, and create a more inclusive organizational culture. We will systematically track progress using demographic data, participation metrics, and direct feedback from program participants, allowing us to evaluate impact, identify gaps, and continuously refine our strategies to better serve all communities.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the 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?


To meet our goal of promoting diversity, equity, and inclusion, we have taken several proactive steps to establish our agency as a leading service provider in New York City, ensuring that our services reflect the variety of communities we serve.

Q2: In Q2 we focused on enhancing outreach through targeted engagement, strengthening partnerships with diverse community organizations, and prioritizing diversity in hiring and workforce development. We launched initiatives like the Anti-Black Racism working group and expanded opportunities for youth and older New Yorkers through internships and mentorships. CRB celebrated International Human Rights Day by facilitating a conversation about human rights and faith in the Youth Community.  Attendees were able to listen to a panel discussion about different religions and how to stand, respect and with dignity treat everyone despite differences.
 Additionally, we developed inclusive programs to address racial and social justice while ensuring accessibility for marginalized groups.

Q3: In Q3, we will continue to expand our equity and inclusion efforts by developing and implementing initiatives that uplift and support all marginalized communities, including—but not limited to—Black, Latinx, Asian, Indigenous, immigrant, LGBTQIA+, disabled, and religious minority populations. Building on the foundation laid in Q2, we will strengthen community partnerships, enhance targeted outreach, and prioritize inclusive workforce development practices that reflect the full diversity of New York City. While the Anti-Black Racism working group will remain a vital part of our work, we will also support additional internal efforts and affinity spaces that address the unique challenges faced by other underrepresented groups. We will continue to invest in intergenerational programs by expanding internships, mentorships, and civic engagement opportunities for youth and older New Yorkers. Public-facing events and educational forums will be designed to foster cross-cultural understanding, dialogue, and solidarity. To ensure our actions are impactful and community-driven, we will monitor participation, collect demographic data, and incorporate feedback from both internal staff and external partners. These efforts will support a more equitable, inclusive, and responsive agency that values all identities and lived experiences.

Q4: In Q4, we strengthened our equity and inclusion efforts by expanding targeted initiatives to support historically marginalized communities, including Black, Latinx, Asian, Indigenous, immigrant, LGBTQIA+, disabled, and religious minority populations. We have  deepened partnerships with community organizations and launch new public events and educational forums to foster cross-cultural dialogue and understanding. Internally, we have reinforced inclusive hiring, and professional development opportunities, and continued the work of the Anti-Black Racism working group alongside new affinity spaces addressing other underrepresented groups. We have also broaden intergenerational programs that connect youth and older adults through internships and civic engagement opportunities. To track our impact, we’ll monitor participation rates, collect demographic data, and incorporate feedback to refine our strategies—ensuring our work remains responsive and reflective of the city’s diverse communities.


Community/Equity/Inclusion Goal/Initiative #2 Update:
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/Equity/Inclusion Goal/Program/Action from FY 2025 DEI-EEO plan]


Engagement of Traditional and Older Employees:
· We will involve traditional and older employees in inclusion efforts by encouraging their participation in diversity training sessions and discussion forums. Their experiences and insights will be invaluable in shaping our inclusive practices.

Q2: As part of ongoing engagement in CONY,and in partnership with NYC Aging, CRB provided in Spanish- Ley de Derechos Humanos de la Cuidad de Nueva York: Discriminación por edad en el empleo (NYCHRL and Age Discrimination in the Workplace). Over 30 older adults attended.

Q3: In Q3, we will continue to prioritize age inclusivity by deepening our engagement with older New Yorkers and actively integrating their voices into our diversity, equity, and inclusion initiatives. Building on our successful collaboration with NYC Aging and the Council of Older New Yorkers (CONY), we will expand programming focused on age discrimination awareness, inclusive workplace practices, and intergenerational dialogue. We will encourage older employees and community members to participate in diversity trainings and inclusion forums, recognizing their lived experiences as essential to shaping equitable policies and practices. Additionally, we will create new opportunities for older adults to contribute through mentorship programs, storytelling initiatives, and advisory input on programming. Success will be measured by participation rates, feedback from attendees, and the extent to which insights from older New Yorkers are incorporated into agency-wide inclusion strategies. Through these efforts, we aim to foster a culture that values age diversity as a key pillar of inclusion.

Q4: In Q4, we  further advanced age inclusivity by expanding engagement with older New Yorkers and ensuring their voices shape our diversity and inclusion initiatives. Built on our collaborations with NYC Aging and the Council of Older New Yorkers (CONY), we plan to offer more workshops addressing age discrimination, host intergenerational discussion forums, and create mentorship and storytelling opportunities that highlight the lived experiences of older adults.

We have  also actively encouraged older staff and community members to participate in diversity trainings recognizing the unique insights they bring to inclusive policy development. Effectiveness is tracked through participation data, attendee feedback, and how these contributions inform agency practices. Together, these efforts will reinforce our commitment to making age diversity an integral part of an inclusive organizational culture.


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the 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?

We recognize that the experiences and insights of these employees are invaluable. We encourage them to share their perspectives during training sessions, helping to inform and enrich our inclusive practices. We gather feedback from participants after training sessions and forums to assess the impact of their involvement and identify areas for improvement.



Community/Equity/Inclusion Goal/Initiative #3 Update:
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/Equity/Inclusion Goal/Program/Action from FY 2025 DEI-EEO plan]

Inclusive Programs and Activities:
· Our programs will be designed to foster inclusivity across all age groups and backgrounds. This includes creating platforms for employees to voice their experiences and contribute to shaping our diversity and inclusion strategies.

In Q2, we continued to prioritize inclusivity across all age groups and backgrounds by designing and implementing programs that provide equitable opportunities for all individuals. A key component of these programs will be the creation of platforms where employees can share their personal experiences and insights, allowing them to actively contribute to the development and refinement of our diversity and inclusion strategies. 

Q3: In Q3, we will continue to advance our commitment to inclusive programming that reflects the diverse age groups and backgrounds represented within our workforce and communities. We will expand opportunities for employees to share their lived experiences through structured platforms such as listening sessions, focus groups, and inclusive dialogue forums. These spaces will serve as vital channels for staff to influence and co-create our diversity and inclusion strategies, ensuring they are both responsive and representative. We will also explore new ways to highlight cross-generational perspectives in program design and leadership development. To evaluate effectiveness, we will track participation, gather qualitative feedback, and assess how insights from these engagements inform agency policies and practices. Through these efforts, we aim to foster a culture where every voice is heard and valued in shaping an equitable and inclusive environment.

Q4: In Q4, we  deepened our commitment to inclusivity by expanding structured opportunities—such as focus groups, listening sessions, and dialogue forums—for staff from all age groups and backgrounds to share their experiences. These platforms wil empower employees to directly inform and help refine our diversity and inclusion strategies, ensuring they remain responsive to the needs of our workforce. We also plan to highlight cross-generational perspectives in leadership development and program planning. Success will be measured by participation levels, qualitative feedback, and how staff insights are reflected in updated policies and initiatives. Through these efforts, we aim to build an environment where everyone feels heard, valued, and able to shape a more inclusive agency culture.


Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the 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?


We host workshops that invite employees to contribute ideas and solutions for enhancing our inclusivity efforts. This collaborative approach ensures that our strategies reflect the voices of those we aim to support.

Q2: In Q2 we continued to ensure that these platforms are accessible to employees of all ages and from various backgrounds, including non-traditional minorities. By incorporating these voices into the decision-making process, we will strengthen our commitment to creating a more inclusive, supportive, and diverse environment for everyone. This inclusive approach will continue to be central in shaping policies and practices that reflect the values of equity and respect for all individuals. Additionally, we expanded our professional development workshops to be more accessible across all age groups, ensuring equitable opportunities for career growth.

Q3: In Q3, we will build on our inclusive, employee-centered approach by continuing to host collaborative workshops that invite staff to contribute ideas and solutions for advancing equity across the agency. These platforms will remain intentionally accessible to individuals of all ages, backgrounds, and identities—including non-traditional minorities—ensuring a wide range of perspectives shape our policies and practices. We will also expand opportunities for cross-generational participation in professional development, reinforcing our commitment to equitable career growth for all. By embedding employee input into our decision-making processes, we aim to foster a workplace culture rooted in respect, shared ownership, and continuous learning. Impact will be measured through participation rates, feedback surveys, and the integration of staff-generated recommendations into actionable initiatives.

Q4: In Q4, we will continue hosting collaborative workshops that empower employees from all age groups, backgrounds, and identities—including non-traditional minorities—to share ideas and shape our inclusivity strategies. These sessions will remain accessible and intentionally designed to capture diverse perspectives, ensuring our policies reflect the real needs of our workforce.

We will also expand cross-generational professional development opportunities to support equitable career growth. Success will be tracked through engagement levels, staff feedback, and the implementation of employee-driven recommendations. Through these efforts, we aim to build a workplace culture grounded in respect, shared ownership, and continuous improvement.

Community/Equity/Inclusion Goal/Initiative #4 Update:
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 Commission remains committed to fostering an inclusive workplace and creating safe spaces for discussing and addressing barriers to equity and ongoing initiatives. We will continue to review and refine our policies, procedures, and practices related to targeted outreach and recruitment. In addition to providing training, we plan to create additional affinity groups akin to our employee engagement teams, offering staff a platform to share ideas, participate in team-building exercises, and nurture a sense of belonging. We will assess the impact of these initiatives by creating a forum for staff to provide feedback on the employee engagement programs introduced at the Commission.
Furthermore, we will persist in conducting exit interviews with departing staff to better identify and address workplace issues, aiming to enhance our work environment and improve staff retention.

Q2: In Q2, the Commission continued its commitment to fostering an inclusive workplace by creating safe spaces for employees to discuss and address barriers to equity and ongoing initiatives. We refined our policies and practices related to targeted outreach and recruitment, ensuring they align with our goal of promoting diversity and inclusion. We also implemented regular feedback mechanisms for staff to voice their opinions on the effectiveness of our engagement programs. Additionally, we maintained our practice of conducting exit interviews to identify and address any challenges faced by departing staff, ultimately aiming to improve our work environment and enhance staff retention.

Q3: In Q3, the Commission will continue to strengthen its commitment to cultivating an inclusive and supportive workplace by expanding staff engagement efforts and refining internal practices. We will launch additional affinity groups and employee engagement teams to provide safe, identity-affirming spaces where staff can build connections, share ideas, and contribute meaningfully to equity initiatives. These groups will complement our existing training and outreach strategies while promoting team-building and a deeper sense of belonging. We will further enhance our feedback mechanisms by establishing structured forums for staff to evaluate and suggest improvements to engagement programs. Additionally, we will continue conducting comprehensive exit interviews and analyze trends to proactively address workplace challenges and improve retention. Our policies and procedures related to recruitment, outreach, and internal engagement will be regularly reviewed and updated based on both staff feedback and emerging needs, ensuring that our work environment remains inclusive, adaptive, and aligned with our values of equity and respect.

Q4: In Q4, the Commission  built on its commitment to fostering an inclusive workplace by launching new affinity groups and expanding employee engagement teams to create additional spaces for staff connection and dialogue. We continued refining our outreach and recruitment practices to better support diversity and inclusion, guided by regular feedback from staff.

To measure impact and ensure ongoing improvement, we strengthened feedback forums for employees to share insights on engagement initiatives and will analyze exit interview data to proactively address workplace challenges. Together, these efforts aim to nurture a supportive, adaptive, and equitable work environment where all staff feel valued and heard.
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II. [bookmark: _Toc116503097][bookmark: _Toc116503133][bookmark: _Toc116573391][bookmark: _Toc116662131][bookmark: _Toc116662227][bookmark: _Toc116662260][bookmark: _Toc116664280][bookmark: _Toc116664341][bookmark: _Toc147425798][bookmark: _Toc147425882][bookmark: _Toc147426196][bookmark: _Toc147426228]
III. [bookmark: _Toc116503098][bookmark: _Toc116503134][bookmark: _Toc116573392][bookmark: _Toc116662132][bookmark: _Toc116662228][bookmark: _Toc116662261][bookmark: _Toc116664281][bookmark: _Toc116664342][bookmark: _Toc147425799][bookmark: _Toc147425883][bookmark: _Toc147426197][bookmark: _Toc147426229]
IV. [bookmark: _Toc116503099][bookmark: _Toc116503135][bookmark: _Toc116573393][bookmark: _Toc116662133][bookmark: _Toc116662229][bookmark: _Toc116662262][bookmark: _Toc116664282][bookmark: _Toc116664343][bookmark: _Toc147425800][bookmark: _Toc147425884][bookmark: _Toc147426198][bookmark: _Toc147426230]
V. Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2025 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 2025 DEI-EEO plan]

Age Inclusivity and Non-Traditional Minorities:
· Recruitment and Retention: We will focus on recruiting and retaining employees from non-traditional backgrounds and various age groups. This includes creating internship and mentorship programs tailored to older adults and individuals from diverse career paths.

Q2: We will continue to collaborate with sibling agencies such as the NYC Department of Aging to ensure that we are recruiting and retaining a diverse pool of candidates. We will also continue to conduct outreach to alumni associations and law schools to help us recruit a diverse pool of attorney candidates. 

In Q3, we expanded our recruitment strategy by deepening community-based partnerships and increasing our presence in spaces that serve underrepresented and non-traditional talent pools. In addition to continuing our collaboration with the NYC Department for the Aging and outreach to law schools and alumni networks, we hosted virtual and in-person information sessions in partnership with local community organizations and workforce development centers. These sessions highlighted career pathways within our agency and provided application guidance, particularly for candidates from diverse racial, socioeconomic, and educational backgrounds.

Q4: In Q4, we will further strengthen our recruitment and retention strategies to engage non-traditional minorities and employees across diverse age groups. Building on previous partnerships with the NYC Department for the Aging, law schools, and alumni networks, we will expand outreach through targeted workshops, community hiring events, and tailored internship and mentorship opportunities for older adults and mid-career professionals seeking new pathways. Additionally, we will evaluate participation and feedback from these initiatives to identify gaps and refine our approach, ensuring our workforce reflects the varied backgrounds and lived experiences of New Yorkers.


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?

We prioritize outreach efforts aimed at attracting candidates from non-traditional backgrounds and diverse age groups. This includes partnering with community organizations and attending job fairs that focus on these demographics.

Q2: We continue to collaborate with our community partners to ensure that we are providing members of the community notices of vacancies.

Q3: We also piloted a staff referral initiative aimed at encouraging employees to recommend candidates from diverse communities, helping us tap into networks not traditionally reached through standard outreach. To support inclusive hiring, we began updating our interview evaluation tools to include equity-focused prompts and continued providing training for hiring managers on mitigating unconscious bias. These expanded efforts demonstrate our ongoing commitment to building a workforce that reflects the rich diversity of New York City.

Q4: In Q4, we have broadened our outreach by hosting workshops in collaboration with community partners that serve non-traditional and multigenerational talent pools. We have allso strengthened our staff referral initiative, encouraging employees to help identify qualified candidates from underrepresented backgrounds. Additionally, we plan to finalize updates to our interview evaluation tools and continue providing equity-focused training to hiring managers, ensuring a fair and inclusive hiring process that reflects the diversity of the communities we serve.


Recruitment Initiatives/Strategies #1 Update:
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 2025 DEI-EEO plan]

· Training and Awareness: Implement training programs that address the unique challenges and strengths of non-traditional minorities and older employees. This will help in promoting their inclusion and recognition within the agency.
Q2: We continue to equip employees with practical skills that address the unique experiences and challenges faced by different demographic groups within our workforce. By integrating diverse perspectives into our training, we create a more inclusive environment where employees feel supported in their professional growth, while also strengthening the overall cohesion and success of the agency.

Q3: In Q3, we expanded our training efforts by developing specialized modules that address the lived experiences, strengths, and workplace barriers commonly faced by non-traditional minorities and older employees. These sessions incorporated real-world scenarios and interactive components to deepen empathy and understanding across teams. These efforts aim to reinforce an environment where all staff—regardless of age or background—feel recognized, valued, and equipped to contribute fully to the agency’s mission.

Q4: In Q4, we have enhanced our training program by introducing peer-led learning sessions focused on the strengths and challenges of employees. These interactive forums are designed to deepen cultural awareness, encourage open dialogue, and foster allyship within teams. We will also gather participant feedback to refine and tailor future sessions, ensuring our training remains responsive, inclusive, and impactful.

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 focus of the trainings were to provide practical skills relevant to the unique experiences of these employees such as empowering them to navigate their roles more effectively and confidently within the agency.

Q2: Additionally, we offer workshops focused on resilience, adaptability, and managing change—key competencies that support employees in thriving in a rapidly evolving work environment. An example this was the Respectful workplace training that all employees attended which focused on promoting an inclusive and respectful work environment. As such all supervisors were required to attend the “Leading for Respect: How Supervisors and Managers Can Create Respectful Workplaces training” which focused on setting the tone for a healthy workplace, as well as providing valuable techniques and strategies to support our efforts in this mission.  

Q3: Building on our commitment to equity and inclusion, our agency has implemented targeted trainings designed to empower employees with practical skills tailored to their unique experiences. This training helps staff navigate their roles more effectively and confidently, reinforcing their value within the organization. In addition to this, we offer workshops that build core competencies such as resilience, adaptability, and managing change—skills that are essential for success in today’s dynamic work environment. A key example is our agency-wide Respectful Workplace training, which emphasized fostering an inclusive and respectful culture. To further support this effort, all supervisors were required to complete the “Leading for Respect” training, which provided tools and strategies to promote a healthy workplace and modeled leadership behaviors that reinforce dignity and mutual respect.
We also recognize the importance of continuous development and creating pathways for advancement. To support this, we are working to integrate mentorship and peer support initiatives that encourage knowledge-sharing, professional growth, and stronger team cohesion. These efforts are designed not only to improve individual performance but also to deepen employee engagement and strengthen long-term retention by fostering a workplace culture where all voices are heard and contributions are valued.
Q4: In Q4, we continued to advance our commitment to equity and inclusion by deepening our focus on training and professional development. Alongside our ongoing workshops on resilience, adaptability, and managing change.These efforts aim to equip employees with practical skills, foster a culture of respect and belonging, and support long-term engagement and retention by ensuring every team member feels valued and empowered to grow within the agency.



Recruitment Initiatives/Strategies #2 Update:	
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 2025 DEI-EEO plan]

Engagement of Traditional and Older Employees:
· Inclusion Efforts: We will actively involve traditional and older employees in inclusion efforts by providing them with opportunities to participate in and lead diversity training sessions and discussion forums.



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?	

We have established regular discussion forums where these employees can engage in conversations about diversity and inclusion. These forums provide a platform for sharing perspectives and fostering mutual understanding among different generations within the workforce. We track attendance and engagement levels in our training sessions and forums to gauge interest and involvement from traditional and older employees.

Q2: In addition to the established discussion forums, we can implement the following actions to further promote diversity and inclusion across different generations:

1. Employee Resource Groups (ERGs): Support and expand employee resource groups focused on specific demographics, including those representing older employees, to provide a space for peer support and advocacy within the workplace.
1. Inclusive Training: Develop targeted training programs focused on generational diversity, addressing specific challenges and strengths of different age groups, and promoting intergenerational collaboration.
1. Recognition Programs: Create recognition programs that celebrate the contributions of employees across all generations, highlighting how their unique experiences and perspectives enhance the workplace.

By implementing these strategies, we can build a more inclusive environment where employees of all ages feel supported, valued, and empowered.

Q3: We measure the success of our diversity and inclusion efforts among traditional and older employees through both quantitative and qualitative methods. Attendance and engagement levels in our discussion forums and training sessions are regularly tracked to assess interest and participation. These forums are designed to facilitate open dialogue, allowing employees to share their perspectives and experiences, which helps foster intergenerational understanding.
Additionally, we evaluate feedback collected from post-session surveys and pulse checks to understand how inclusive and relevant our initiatives feel to older employees. Participation in Employee Resource Groups (ERGs) focused on generational identity and engagement in recognition programs are also indicators of involvement and satisfaction. Over time, we monitor trends in engagement and sentiment to refine our strategies and ensure we continue to meet the needs of our multigenerational workforce.

Q4: In Q4, we will continue to strengthen our efforts employees by expanding our discussion forums and supporting Employee Resource Groups (ERGs) that focus on diversity. To evaluate the impact of these initiatives, we will track participation and engagement metrics from forums, trainings, and ERG activities, alongside qualitative feedback gathered through surveys and pulse checks. This data will guide continuous improvements, ensuring that our workplace remains inclusive, supportive, and responsive to the needs of a multigenerational workforce.


Recruitment Initiatives/Strategies #3 Update:	
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 2025 DEI-EEO plan]


· Discussion Forums: Host meetings and workshops focused on race relations and equity. These forums will provide a safe space for employees to share their experiences, discuss challenges, and collaborate on solutions.



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?	

By implementing these actions and initiatives, our agency aims to create a more inclusive and equitable workplace where all employees feel valued and supported.

Q3: Our agency hosts regular discussion forums and workshops focused on race relations and equity to provide a safe space for employees to share experiences, discuss challenges, and collaborate on solutions. We ensure inclusive participation by promoting the forums across departments and encouraging engagement from all staff. To evaluate effectiveness, we track attendance and participation levels and monitor the progress of ideas and recommendations generated during these sessions, integrating them into our broader DEI strategies. These efforts support our goal of fostering a more inclusive and equitable workplace where all employees feel valued and heard.

Q4: Our agency regularly hosts discussion forums and workshops centered on race relations and equity, providing safe spaces for employees to share experiences, address challenges, and collaborate on solutions. We promote inclusive participation by actively encouraging engagement across all departments and staff levels. To assess effectiveness, we track attendance and participation and monitor the implementation of ideas and recommendations that emerge from these sessions, integrating them into our broader DEI strategies. These efforts help advance our commitment to a workplace where all employees feel respected, heard, and included.

Recruitment Initiatives/Strategies #4 Update:	
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.

In addition to the initiatives outlined in this report, the Commission will proactively enhance our approach to sharing job postings and will continue to refine and expand our targeted outreach and recruitment efforts. We will persist in reviewing and improving policies, procedures, and practices related to recruitment and outreach. Our strategic recruitment plans will be developed using the Inclusive Recruitment Guide provided by the Office of Citywide Equity and Inclusion. 

We will analyze underutilization within job groups to better inform our recruitment strategies and identify resources to improve the effectiveness of our diversity recruitment efforts. An updated, accessible website, mobile application, and active social media presence will be maintained to provide information on EEO protection and rights. Additionally, we will ensure that our job postings reflect updated messaging on diversity, inclusion, and equal opportunity.

Q2: In addition to the initiatives outlined in this report, the Commission will proactively enhance our approach to sharing job postings and will continue to refine and expand our targeted outreach and recruitment efforts. We will persist in reviewing and improving policies, procedures, and practices related to recruitment and outreach. Our strategic recruitment plans will be developed using the Inclusive Recruitment Guide provided by the Office of Citywide Equity and Inclusion. Furthermore, we will strengthen partnerships with community organizations, educational institutions, and professional networks to reach a broader pool of diverse candidates. We will also implement regular training for hiring managers and staff on inclusive hiring practices and unconscious bias. Additionally, we will enhance our data collection and analysis efforts to monitor the effectiveness of our recruitment strategies and make data-driven adjustments as necessary to ensure continuous improvement.

Q3: In addition to the initiatives outlined in this report, the Commission will enhance its approach to sharing job postings and expand targeted outreach and recruitment efforts. We will continuously review and improve recruitment-related policies and procedures, guided by the Inclusive Recruitment Guide provided by the Office of Citywide Equity and Inclusion. Our strategy includes analyzing underutilization within job groups, strengthening partnerships with community organizations and educational institutions, and implementing regular training on inclusive hiring and unconscious bias for hiring managers. We will also improve data collection and analysis to evaluate recruitment outcomes and inform adjustments. An updated website, mobile app, and active social media presence will ensure accessibility and promote messaging that reflects our commitment to diversity, inclusion, and equal opportunity.

Q4: In Q4, the Commission will strengthen its recruitment efforts by analyzing hiring data to target underrepresented job groups more effectively. We will deepen partnerships with community organizations, schools, and workforce programs to build a diverse talent pipeline through events like career fairs and mentorships. Enhanced training for hiring managers will focus on reducing bias and promoting equitable hiring, supported by updated evaluation tools to ensure fair candidate assessments. Our website, mobile app, and social media will be regularly updated to increase accessibility and highlight our DEI commitment. We will track key metrics on applicant diversity, hiring outcomes, and retention, using feedback from new hires and partners to refine strategies. These efforts aim to create a diverse, inclusive workforce that reflects New York City’s communities and strengthens the Commission’s mission.


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

	Q1
	
	We did not coordinate any events
	

	Q2
	
	We did not coordinate any events
	

	Q3
	
	We did not coordinate any events
	

	Q4
	
	We did not coordinate any events
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


		


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

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

	Bronx
	0
	0
	0
	0

	Brooklyn
	0
	0
	0
	0

	Manhattan
	0
	0
	0
	0

	Queens
	0
	0
	0
	0

	Staten Island
	0
	0
	0
	0



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

1. Q1: NYC Jobs Website, LinkedIn, Social media
2. Q2: NYC Jobs Website, NYC Sister agencies, Social Medias
3. Alumni boards
4. Q3: LinkedIn, Black Jobs
5. Q4: NYC Jobs Website, NYC Sister agencies, Social Medias



[bookmark: _Hlk204696214]
D. [bookmark: _Hlk204694453]Internships/Fellowships

The agency is providing the following internship opportunities in FY 2025. [Note:  Please update this information every quarter.]

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

1. Urban Fellows:

Q1 Total:  _1_______ Q2 Total:  ______1__ Q3 Total:  ___0_____ Q4 Total:  ___0_____
Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

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

2. Public Service Corps:

Q1 Total:  _0_______ Q2 Total:  ___0_____ Q3 Total:  _____0___ Q4 Total:  __0______
Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

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

3. Summer College Interns:

Q1 Total:  _2_______ Q2 Total:  ___3_____ Q3 Total:  ____6____ Q4 Total:  ____10____
Race/Ethnicity* [#s]: Black__ Hispanic__2_ Asian/Pacific Islander__3_ Native American___ White_5__ Two or more Races___

Gender* [#s]: M _1__ F _8__ N-B ___ 1 ___ U ___

4. Summer Graduate Interns:

Q1 Total:  __0______ Q2 Total:  __0______ Q3 Total:  __0______ Q4 Total:  __0______
Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

Gender* [#s]: M ___ F _0__ N-B ___ O ___ U ___

5. Other (specify):  NYC Service Volunteers

Q1 Total:  ______0__ Q2 Total:  ____0____ Q3 Total:  __1______ Q4 Total:  ___6____
Race/Ethnicity* [#s]: Black_1__ Hispanic___ Asian/Pacific Islander_4__ Native American___ White__1_ Two or more Races___

Gender* [#s]: M __3_ F __3_ N-B ___ O ___ U ___

Additional comments: 






E. 
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 (9/30/2024):  _0________ Q2 (12/31/2024):  ___0_______ Q3 (3/31/2025):  ___0_______ Q4 (6/30/2025):  __0________

During the 1st Quarter, a total of __0__ [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 ___0_ [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 __0__ [number] new applications for the program were received.
During the 3rd Quarter ___ participants left the program due to [state reasons] ________.

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

The 55-a Coordinator has achieved the following goals:

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


VI. Selection (Hiring and Promotion)

Please review Section VI of your FY 2025 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 2025 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 Equal Employment Opportunity Team will work closely with Human Resources to review and align the agency's hiring needs and plans.


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. 

CCHR will develop targeted diversity recruitment strategies, exploring new career fair opportunities, and establishing hiring pipelines through internships



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).
We will continue to use diverse interview panels and structured interviewing processes to ensure fairness and inclusivity.



4. Analyzing the impact of layoffs or terminations on racial, gender and age groups.
CCHR will focus on employee engagement through coaching, mentorship, and career counseling to support professional growth and retention.


5. Other: CCHR will also implement a standardized process for reviewing promotion and appointment decisions to ensure consistency and equity across departments. This includes incorporating EEO staff into pre-selection discussions to help identify potential barriers or disparities and ensure adherence to inclusive hiring principles. Post-appointment, EEO staff will assist in tracking demographic trends and promotion rates to monitor equity in career progression. These efforts, combined with employee development programs such as coaching, mentorship, and career counseling, will help promote a workplace culture rooted in opportunity and fairness for all.





[bookmark: _Hlk204696180]During this Quarter the Agency activities included:
		# of Vacancies			# of New Hires		# of New Promotions
Q1	   # __22___			    # ___6__			   # __1___
Q2	   # __21___			    # ___1__			   # __4___
Q3	   # __28___			    # ___6__			   # __2___
Q4	   # ___31__ 			    # _0____ 			   # ___2__

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-ctwapx02.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:  ☒ Yes ☐ No		 Q2:    ☒ Yes ☐ No		Q3:    ☒ Yes ☐ No		Q4:    ☒ Yes ☐ No

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

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

☒ 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.

	☐ If needed, the agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall   amend the agency plan for previous FY(s) as recommended by EEPC.

☒ The agency received a Certificate of Compliance from the auditing agency in 2023 or 2024.

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


Appendix A: EEO Personnel Details

EEO Personnel For 4th  Quarter, FY 2025

Personnel Changes:

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

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

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

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

	

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

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

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




	For New EEO Professionals:

	
Name & Title
	1. 
	2. 
	3. 

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

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

	

	Name & Title			
	4.
	5.
	6.

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

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




	
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. Medgine Sanon-Ellis
Chief EEO Officer
	2. Arielle Cranston
EEO Counselor
	3. Mariela Salazar
Deputy EEO Officer

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

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

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




	EEO 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.
	5.
	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			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No

	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No

	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No




EEO Personnel Contact Information (Please list all current EEO professionals)
Please provide full mailing address of the principal Agency EEO Office:
	MAILING ADDRESS:	22 Reade Street, New York, NY 10007

Diversity and EEO Staffing as of __4_Quarter FY 2025*

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

	EEO Officer/Director
	Medgine Sanon-Ellis
	Deputy Executive Director
	100%
	msanonellis@cchr.nyc.gov
	212-416-0138

	Deputy EEO Officer OR
Co-EEO Officer
	Mariela Salazar
	Deputy Executive Director
	varies
	masalazar@cchr.nyc.gov
	212-416-0233

	Chief Diversity & Inclusion Officer
	
	
	
	
	

	Diversity & Inclusion Officer
	
	
	
	
	

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Sheshe Segar
	Executive Director
	3%
	Ssegar@cchr.nyc.gov
	212-416-0123

	ADA Coordinator
	Ana Martinez
	Executive Director
	5%
	amartinez@cchr.nyc.gov  
	212-416-0112

	Disability Rights Coordinator
	Ana Martinez
	Executive Director
	5%
	amartinez@cchr.nyc.gov

	212-416-0112

	Disability Services Facilitator
	Ana Martinez
	Executive Director

	5%
	amartinez@cchr.nyc.gov

	212-416-0112

	55-a Coordinator
	Taiwo Onabanjo
	Administrative Staff Analyst

	10%
	Taonabanjo@cchr.nyc.gov
	212-416-0191

	Career Counselor
	Taiwo Onabanjo

	Administrative Staff Analyst

	10%
	Taonabanjo@cchr.nyc.gov

	 212-416-0191


	EEO Counselor
	Arielle Cranston
	Administrative Coordinator
	varies
	acranston@cchr.nyc.gov
	212-416-0171

	EEO Investigator
	
	
	
	
	

	EEO Counselor\ Investigator 
	
	
	
	
	

	Investigator/Trainer
	
	
	
	
	

	EEO Training Liaison
	Vanessa Ramos
	Managing Director for Education & Compliance
	varies
	vramos@cchr.nyc.gov
	212-416-0193

	Other (specify)
	
	
	
	
	

	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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