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Instructions for Filling out Quarterly Reports FY 2026
[NOTE: These forms are cumulative and designed to retain and preserve information for the entire FY 2026.]

· For Q1, please copy the goals, programs, and initiatives from your draft of the FY 2026 DEI-EEO plan. Insert these statements in the corresponding sections of the Quarterly Report below, particularly sections IV, V, and VI.
· For Q2, Q3 and Q4, use the previous quarter’s submission to update your status, retaining all information for the prior quarters.  You should also add programs and initiatives begun in these quarters, even if they were not mentioned in your Annual Plan.

1. Please save this file as “XXXX Quarter X FY 2026 DEI-EEO Quarterly Report. Part I, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Word format. Please do not convert it to PDF.

2. Complete the “Diversity, Equity, Inclusion and EEO Training Summary” details in Part II – Training Summary [see the attached Excel file].

Core EEO Training: Copy the information from the Training Completion Report you receive quarterly from DCAS Learning & Development onto grey-shaded cells in rows 26, 30, 34, and 38. Include any of these trainings that were administrated by your agency in the rows immediately below (27, 35, 39).

Other Diversity, Equity, Inclusion and EEO Related Training: Beginning with row 45, include training classes co-organized or co-sponsored by your agency EEO and/or HR that are related to the development of the agency staff in the areas of equal employment opportunity, diversity, inclusion, civil rights, workplace culture and behavior, interpersonal relations, and community relations.

3. Mark progress in check boxes in the column for the current quarter.
[Note: Delayed = behind schedule; Ongoing = in progress and on schedule.]

4. Please save the Excel file as “XXXX Quarter X FY 2026 DEI-EEO Report. Part II Training Summary”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Excel format. Please do not convert it to PDF.
I.  Commitment and Accountability Statement by the Agency Head

Distributed to all agency employees?

☒ Yes, on: 1/31/2025
☐ No
☒ By e-mail	
☐ Posted on agency intranet and/or website
☐ Other: 
II. [bookmark: _Hlk530066932] Recognition and Accomplishments

The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in fostering principles of equal employment opportunity and inclusivity for all through the following:

☐ Employee Accomplishment Awards
☐ Employee Appreciation Events
☒ Public Notices
☒ Positive Comments in Performance Appraisals
☐ Other (please specify): 

     	Please describe Awards and/or Appreciation Events below:
               N/A, we do not give out accomplishment awards or host appreciation events.
III.  Workforce Review and Analysis

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

· Q1 (09/30/2025): 180  
· Q2 (12/30/2026):  187
· Q3 (03/30/2026):   
· Q4 (6/30/2026): 

Agency reminded employees to update self-ID information regarding race/ethnicity, gender, and veteran status (as aligned with objectives of Local Law 14 of 2019).

☒ Yes on (Date): 11/03/2025
☐ Yes (again) on (Date): 
☐ No
☐ NYCAPS Employee Self Service (by email; strongly recommended every year)
☐ Agency’s intranet site
☒ On-boarding of new employees
☐ Newsletters and internal Agency Publications

Agency conducted a review of the quarterly CEEDS workforce aggregate reports and the dashboard with demographic data and trends, including workforce composition by job title, job group, race/ethnicity and gender; new hires, promotions and separation data; and utilization analysis in order to inform broad recruitment outreach efforts.  

☐ Yes, on (enter dates below):
	Quarter 1 Review
	Quarter 2 Review
	Quarter 3 Review
	Quarter 4 Review

	Q1 Review Date: N/A
	Q2 Review Date: 
	Q3 Review date: 
	Q4 Review date: 

	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: 
☒ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☒ Human Resources
☐ General Counsel
☐ Other: 
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: 
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: 
☐ N/A - Not Conducted


IV.  Initiatives for FY 2026

Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency EEO Plan for FY 2026.

[bookmark: _Hlk530066305]Workforce:

Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workforce included in Section IV: Initiatives for FY 2026, which you set/declared in your FY 2026 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).


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

Q1 Update:

In Q1 the EEO/DEI team continues to utilize feedback surveys to assess staff satisfaction with events organized by the office. To gain a deeper understanding of our staff engagement results from the employee engagement survey administered earlier in the year the team conducted focus groups segmented by race, gender, and tenure within the agency. In conjunction with these sessions, optional and anonymous surveys were disseminated to staff in divisions that scored low in four or more categories in the same survey results. Findings from the focus groups and survey responses will inform the development of a managerial toolkit to support the agency’s Return to Office (RTO) efforts and guide the broader strategic plan to enhance staff engagement. That toolkit and presentation is set to be presented on and distributed to all CFB People Managers within Q2.

Q2 Update: 
In Q2, the EEO/DEI team continued to utilize feedback surveys to assess staff satisfaction with events organized by the office. As part of our ongoing efforts to support employment practices at the CFB, Dr. Sarah Jackson and Amanda Martin-Lawrence finalized individual reports for each division. These reports synthesized division-level staff responses drawn from the broader engagement survey, as well as from applicable optional surveys administered to divisions with notably lower engagement scores across four or more categories.

The reports were shared with the executive leader of each division, and Dr. Jackson and Amanda also presented high-level findings to senior staff and agency leadership. During this presentation, they outlined 16 actionable recommendations that managers and division leaders can implement to foster a more inclusive work environment and address staff concerns related to inclusion, management and leadership, and work-related stress.

Dr. Jackson and Amanda have also made themselves available to meet with division leaders, as needed, to support the implementation of these recommendations.

Q3 Update: TBD
Q4 Update: TBD

Workforce Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☒  Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

	Workforce: Goal 2 

	Build out learning pathways for EEO, DEI, and accessibility-centered topics, with special attention given to CFB People Managers. 
We aim to create an agency-wide cultural shift, by promoting learning on these topics with design to increase knowledge and reinforce expectations regarding discrimination, harassment, and retaliation.  

	Objective 
	Learning and Professional Development 

	Initiative(s) 
	· Host a bi-annual (2 per year) EEO “refresher” course for all agency staff 
· Require CFB People Managers to gain employee affirmation and acknowledgement of EEO policy on an annual cadence 
· Further encourage People Managers to attend PMEG (People Manager Excellence Group) on a bi-monthly cadence 
· Collaborate with Learning and Development team to build out LinkedIn Learning pathways for EEO, DEI, and accessibility-centered topics 

	Key Result(s) 
	100% of CFB Employees attend a training on and affirm an annual affirmation of EEO Policy. 



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

Q1 Update:
In Q1 the Chief EEO/DEI Officer, Kiran Nesbit who also serves as one of the co-leads for PMEG led numerous sessions for CFB People Managers. Topics included: conducting performance feedback conversations, utilization of performance management and feedback platforms (i.e. Lattice), conducting annual evaluations, coaching on how to give critical feedback.  Currently PMEG has 13 members. Additionally, managers were required to sign and acknowledge a new set of CFB Managerial Standards of Conduct that were authored by the Chief EEO/DEI officer and the additional members of the review committee, which as comprised of multiple organizational stakeholders at varying titles/levels of the CFB.

Q2 Update: 
In Q2, the PMEG affinity group convened once to discuss strategies for delivering effective feedback in preparation for the upcoming evaluation period. The session was facilitated by the Learning and Development Director, Dr. Nancy Goldman. PMEG continues to maintain a consistent membership of 13 participants and is expected to grow in the remaining quarters as staff advance following the evaluation cycle.

Q3 Update: TBD
Q4 Update: TBD

Workforce Goal/Initiative #2 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

	Workforce: Goal 3 

	Collaborate with People Operations division to embed topics of equity and inclusion within the following agency practices: recruitment, selection, onboarding, and employee orientation. 
We aim to collaborate to ensure that EEO/DEI best practice is centered and enforced within these various HR-centric processes, to ensure that all applicants, candidates, and employees have inclusive and equitable experiences. 

	Objective 
	Equitable and Inclusive Hiring and Onboarding 

	Initiative(s) 
	· Update recruitment and selection policy, processes, and procedures to be more inclusive and actively address areas of under-utilization in current workforce 
· Incorporate Silver Star recruitment into agency recruitment strategy 
· Update onboarding and orientation process to be a robust and inclusive program for staff 
· Ensure programs, policies, and practices are adhered to and enforced agency-wide 

	Key Result(s) 
	100% of CFB Employees attend and affirm a yearly affirmation of EEO Policy. 



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

Q1 Update:
In Q1 the People Operations team experienced numerous changes in personnel. These changes hindered our team’s ability to work closely with them in updating the current recruitment and onboarding process. Currently though, all hiring and promotional packages for vacant positions continue to be reviewed by the EEO/DEI team for any equity considerations. Additionally, all participants on hiring panels are required to take the agency administered “Unconscious Bias & Structured Interview training” and use quantitative interview sheets to score candidate performance. We expect the collaborative work with the People Operations team regarding recruitment and onboarding processes to pick back up in Q3.

Q2 Update: 
In December 2025, members of the EEO/DEI team transitioned into leadership roles within the newly established People & Engagement Division. This division oversees functions typically managed by a Human Resources department. As a result of this significant organizational shift, all recruitment, hiring, and onboarding processes and related materials are currently under review. Upon completion of this review, select processes may be updated or revised. Under new leadership, the People & Engagement Division remains committed to advancing equity throughout the applicant talent lifecycle.
Q3 Update: TBD
Q4 Update: TBD

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

	Workforce: Goal 4 

	Collaborate effectively with People Operations division to acquire and utilize software to conduct periodic pay equity audits, at minimum, annually. 
We aim to ensure that staff are being compensated for their labor equitably and we are actively monitoring and archiving relevant data.  

	Objective 
	Pay Equity Study 

	Initiative(s) 
	· Collaborate with People Operations division to build out effective and equitable framework for pay equity audit and its cadence. 
· After analysis of audit results, work with our People Operations division to modify our compensation framework, as needed. 

	Key Result(s) 
	100% of CFB Employees are paid equitably in alignment with their role and salary band. 



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

Q1 Update:
In Q1 the EEO/DEI team continued to work with the Operations and Finance division to advance the procurement process to acquire a vendor for the next deployment of our agency’s pay equity study. We currently are soliciting vendors through the MWBE process and expect this step to be completed by the end of Q2, for an early Q3 start for the pay equity study to commence.

Q2 Update: 
In Q2, members of the EEO/DEI team continued to collaborate with the Operations and Finance divisions to finalize the procurement of a vendor for the agency’s pay equity study. The contract was successfully executed, and members of the People & Engagement Division are now actively preparing to launch the annual pay equity study. The team overseeing the study is projected to begin work in Q3. Former members of the EEO/DEI team who supported prior pay equity studies are expected to assist with data analysis and as needed, support updates to compensation frameworks.

Q3 Update: TBD
Q4 Update: TBD

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

	Workforce: Goal 5 

	Collaborate effectively with different units within People Operations division to continually build-out employee resources; including, but not limited to, refreshed employee KRs (Key Responsibilities), foundational role KSAOs, (Knowledge, Skills, Abilities, and Other Characteristics), and templated career progress plans. 
We aim to ensure that staff are adequately informed on what performance expectations are for their current role, as well as expectations for professional development and pathways to promotion. 

	Objective 
	Professional Development and Career Progression 

	Initiative(s) 
	· Lead the CFB’s “KR Refresh Project” to completion by late Summer 2025. 
· Assist with critical project planning of CFB’s KSAO project in fall 2025. 
· Collaborate with People Operations division to develop career progression plans for each role within agency. 
· Continue to coach CFB People Managers and give them tools on how to use have conversations centered around feedback, performance expectations, and career progression with employees. 

	Key Result(s) 
	100% of CFB Employees have more transparency and increased understanding about (1) the expectations of them in their current role, (2) what career progression looks like in their role, and (3) have the tools to have performance conversations with their manager(s). 



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

Q1 Update:
In Q1 Deputy Chief EEO Officer, Dr. Sarah Jackson successfully completed the KR (Key Responsibility) Refresh project. All CFB staff KRs were edited to be aligned with staff titles and appropriate salary bands to reduce any possible inequities and out-of-title performance expectations placed on staff. With the support of the KR Refresh Committee all KR documents received individual feedback and multiple levels of review. In September 2025, the project was fully completed as Dr. Jackson received 100% of KRs signed by staff from People Managers across the agency. After its successful completion, CFB People Managers were coached in multiple mediums on how to continually iterate the KRs to ensure continued alignment. Additionally, in Q3 the CFB will be starting its agency-wide KSAO project, which the refreshed KRs will be critical to its success. Once completed, these two massive undertakings will underpin a best-practice state of shaping career pathways for each CFB employee.

Q2 Update: 
In Q2, Dr. Sarah Jackson continued reviewing staff Key Responsibilities (KRs) as new employees joined the agency and as existing roles evolved. During this period, Dr. Jackson also began preparing for the launch of the agency’s KSAO project, which is scheduled to begin in Q3. Additionally, in Q2, Dr. Sarah Jackson, Amanda Martin-Lawrence, and Deputy Chief People Officer, Shanulda De Camp facilitated a discussion with staff in the Public Affairs Division focused on appropriate workplace conduct and reinforced previously shared guidance on giving and receiving feedback and engaging in healthy, constructive conversations.

Q3 Update: TBD
Q4 Update: TBD

Workforce Goal/Initiative #5 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

Efforts to reduce Workforce underutilization:

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

Below is a holistic description of how our agency plans to address underutilization in FY 2026, as well as outlines a specific instance of underutilization that we are currently facing. 

Some of the proactive measures that we will continue take to address underutilization include, but are not limited to: 

1. Posting all open positions to a diverse array of job sites that aim to target a diverse range of candidates. 
2. Using our quarterly underutilization report and dashboard to inform our agency’s recruitment efforts. 
3. Partnering with the People Operations division to seek out and attend recruitment events (i.e. job fairs) that center specific demographics, especially for positions where underutilization is present. 
4. Continuously reviewing and updating our agency’s current policies, procedures, and practices related to recruitment to align with best practices. 
5. Training hiring managers, and any CFB employee affiliated with the selection process, on “Unconscious Bias and Structured Interviewing” and other best EEO-DEI hiring practices. 
6. Continuing the practice of our EEO-DEI and People Operations teams reviewing each new position’s hiring packets for biased language, equitable salary matrix, discriminatory interview questions, etc. 

Q1 Update:
In Q1 the EEO/DEI team continued to ensure that open positions were posted to a diverse array of job sites and platform. During Q1 Chief EEO/DEI Officer, Kirann Nesbit identified areas of improvement in the agency’s recruitment process. Due to personnel changes within the People Operations division, the EEO/DEI team was not able to collaboratively address areas of improvement highlighted by Kirann, but hope to pick the work back up in Q3. In Q4 of FY 2025 all CFB staff attend a “Unconscious Bias and Structured Interviewing” trainings and in Q1, we continue to follow best practices from the training throughout the hiring process, while also ensuring to train all new CFB employees. Lastly, Kirann Nesbit and Deputy Chief EEO/DEI Officer, Dr. Sarah Jackson continue to review hiring packages to ensure equity is present in all of our hiring and recruitment materials and eliminate any potential bias.

Q2 Update:
In December 2025, members of the EEO/DEI team transitioned into leadership roles within the newly established People & Engagement Division. This division oversees functions typically managed by a Human Resources department. As a result of this significant organizational shift, all recruitment, hiring, and onboarding processes and related materials are currently under review. Upon completion of this review, select processes may be updated or revised. Under new leadership, the People & Engagement Division remains committed to advancing equity throughout the applicant talent lifecycle. During this period of transition, hiring packages continue to be reviewed to ensure that equity is present in all hiring and recruitment materials and eliminate any potential bias. 

Q3 Update: TBD
Q4 Update: TBD
Workplace:

Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workplace included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	 
	Workplace: Goal 1 

	Collaborate with agency stakeholders to build out CFB Code of Conduct Policy, agency-wide community standards and values, as well as Managerial Standards of Conduct. 
We aim to create, communicate, and train CFB staff a shared agreed upon standard for staff behavior and communication, with CFB People Managers specifically receiving additional standards, centering the principles of EEO, DEI, and accessibility.  

	Objective 
	Shared Community Guidelines and Policy 

	Initiative(s) 
	· Collaborate with agency stakeholders to build out CFB Code of Conduct by Fall 2025, which includes community standards and values 
· Finalize and train CFB People Managers on the Managerial Standards of Conduct, while also requiring affirmation of abidance by these standards. 

	Key Result(s) 
	100% of agency employees have a deeper understanding of the communication and behavioral standards expected of them. 



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

Q1 Update:
In Q1 Chief EEO/DEI Officer, Kirann Nesbit led a committee of CFB staff in drafting a new Code of Conduct for staff. The group was successful in drafting a final Code of Conduct. The Code of Conduct currently is within an internal policy group under final review before being shared with staff. We expect its final agency-wide rollout to occur in Q3. Additionally, Kirann Nesbit and members of a separate CFB staff-led committee drafted and finalized CFB Managerial Standards of Conduct for all People Mangers in the agency. 100% of CFB People Managers signed and returned copies of Managerial Standards by August 29, 2025.

Q2 Update: 
In Q2, the final Code of Conduct, authored by Kirann Nesbit and the appointed committee, remained under review by the internal policy group. The policy is expected to be fully reviewed and released to staff by the end of FY26.

Q3 Update: TBD
Q4 Update: TBD

Workplace Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

	Workplace: Goal 2 

	Foster Internal collaboration between SPI (Strategy, Products, and Innovation) and other relevant stakeholders to create, review, and publish internal policies through an equitable and accessible lens.  
We aim to foster an equitable and inclusive workplace by ensuring internal policies reflect agency commitment to EEO, DEI, and Accessibility.  

	Objective 
	Equitable and Inclusive Policy Reform 

	Initiative(s) 
	· Collaborate with SPI, and members of Internal Policy Group, to conduct internal policy, guidelines, and procedure reviews and audits. 

	Key Result(s) 
	100% of internal agency policies center best practice of EEO, DEI, and Accessibility. 



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

Q1 Update:
In Q1Chief EEO/DEI Officer, Kirann Nesbit held a permanent position while Deputy Chief EEO/DEI Officer, Dr. Sarah Jackson, held a rotating position on the CFB’s internal policy group. Through their position on the policy group, they are able to ensure that equity is considered and centered appropriately in all internal policies that are released and enacted with staff. A recent example of this was the newly adopted “Work Attire Policy,” which they led the creation of, to ensure staff members who belong to various protected classes did not experience any discrimination of the basis of work attire.

Q2 Update: 
In Q2, Dr. Sarah Jackson continued to serve as a rotating member of the CFB internal policy group as needed, based on her subject matter expertise. Through her role on the policy group, she ensures that equity is appropriately centered in all internal policies developed and implemented for staff. A recent example of this work is the CFB’s Return to Office (RTO) policy, where Dr. Sarah Jackson prioritized access and inclusion by considering the varied impacts of implementation across staff. Additionally, they supported agency compliance by coordinating with the Office of Labor Relations and the appropriate staff unions to ensure awareness of the new policy.

Q3 Update: TBD
Q4 Update: TBD

Workplace Goal/Initiative #2 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed
	
	Workplace: Goal 3 

	Further expand Employee Group offerings and collaborations to support to foster greater staff engagement.  
We aim to foster a wider internal network of underrepresented identities within the CFB workplace, while also supporting more opportunities for staff connection to avoid formation of silos. 

	Objective 
	Inclusive Employee Engagement 

	Initiative(s) 
	· Finalize financial compensation structure for both ERG and AG leaders 
· Develop and maintain ERG and AG event calendar 
· Further collaborate and partner with employee group leaders to host EEO/DEI centered events for all CFB staff to attend. 

	Key Result(s) 
	100% of CFB employees engage with the EEO-DEI team within FY 2026 in some form, i.e. attending an event, joining an ERG/AG, etc. 



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

Q1 Update:
In Q1 the EEO/DEI team continued to work with the Executive Leadership team to discuss a financial compensation structure for ERG and AG leaders. The General Council has partnered with us to seek further information, we expect this to be finalized by Q4. The EEO/DEI team cohosted two events in Q1 with ERG leaders, this included (1) Reflections of Pride Lunch & Learn which centered notable LGBTQIA+ activists within NYC history and attending the (2) African American Day Parade and Festival which was held in Harlem, NYC. Both events were opportunities for staff to come together to deepen their understanding of various events relevant to the respective communities, while also representing the CFB in alignment with our organizational mission.

Q2 Update: 
In Q2, Dr. Sarah Jackson continued to advocate for financial compensation for ERG and affinity group leaders. A finalized compensation structure is anticipated by the end of FY26. Additionally, three DEI-focused events were held during the quarter, including: (1) staff participation in Disability Pride parade route and tabling to distribute voter education materials and registering members of the public to vote, (2) a virtual screening of American Historia in recognition of Hispanic Heritage Month, and (3) the First Annual Winter Holiday Extravaganza, which brought staff together to learn about and acknowledge several winter holidays at once (Christmas, Hanukkah, Kwanzaa, and Yule).

These events provided opportunities for staff to deepen their understanding of culturally significant observances while also representing the CFB in alignment with the agency’s mission. In addition, ERG and affinity groups continued to meet regularly and promote their meetings through the agency’s DEI Download.

Q3 Update: TBD
Q4 Update: TBD

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

	Workplace: Goal 4 

	Support healthy staff connection and psychological safety with new in-office mandate. 
We aim to cultivate a workplace culture that balances structure with empathy, especially as staff adapt to working in office with a mandated attendance policy. 

	Objective 
	Psychological Safety 

	Initiative(s) 
	· Further promote use of Wellness Room and community spaces as spaces for staff to utilize 
· Host workshops to support staff adjustment to working in-office, especially targeting units that have historically worked remotely 
· Find more opportunities for in-office engagement by partnering with agency leadership and relevant stakeholders.  
· Coach CFB People Managers on how to further engage within their teams in-person. 

	Key Result(s) 
	100% of CFB employees feel safer and more engaged within their team and while working in-office 



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

Q1 Update:
In Q1 EEO/DEI staff worked with the Operations and Finance team to procure menstrual hygiene products that are free and accessible to all staff in the wellness room. Our Accessibility Specialist worked closely with the Operations and Finance team to support the implementation of the Return to Office (RTO) policy. Additionally, EEO/DEI staff continued to make themselves available to counsel staff on RTO policies and procedures by having formal conversations and supporting staff through the Reasonable Accommodation process when needed. 

Q2 Update: 
In Q2, Dr. Sarah Jackson and Amanda Martin-Lawrence presented recommendations for fostering a strong and inclusive work environment based on findings from the Employee Engagement Survey. Following the implementation of the Return to Office (RTO) policy, Dr. Sarah Jackson, Amanda Martin-Lawrence, and Janey Gemmell have continued to make themselves available to support staff as needed.

Q3 Update: TBD
Q4 Update: TBD

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

Other Workplace Activities:

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

Q1 Update:

In Q1 of FY 2026, our team engaged our workplace in the following DEI-focused activities, find more information about each in the table below:

· Sent out our monthly DEI newsletter, the “DEI Download”
· Sent out significant holiday/celebration email acknowledgements, each edited an accessibility lens
· Hosted multiple DEI events
· Hosted/supported multiple employee group gatherings (i.e. ERGs and AGs)

	The metrics or indicators for evaluating the success of these activities are as follows: DEI Event 	Feedback forms and staff feedback and comments. After each DEI event our team administered 	an optional survey to attendees of the event to gather their feedback. Additionally, our office has 	an “open door” policy and staff are invited to give feedback verbally or through written 	communication to members of our team. 

	DEI Newsletter
	The newsletter was distributed to all CFB staff on the following dates within Q1:
· July 01, 2025
· August 01, 2025
· September 02, 2025
The DEI-focused monthly themes we acknowledged in our monthly DEI newsletters in Q1 included:
· July 2025: Disability Pride Month, French American Heritage Month, National Minority Mental Health Awareness Month, and Social Wellness Month.
· August 2025: Black Business Month, Intersectionality Awareness Month, and National immunization Awareness Month.
· September 2025: Hispanic Heritage Month, National Recovery Month, and National Suicide Prevention Awareness Month* 

	DEI Email Acknowledgements
	The DEI-focused email acknowledgements that we created and dispersed to all CFB staff in Q1 included:
July 2025:
· 7/3: Black Hair Independence Day/National CROWN Day
· 7/10: Asalha Puja Day 
· 7/14: International Non-Binary Peoples Day
· 7/18: World Listening Day
· 7/18: Nelson Mandela Day
· 7/24: International Self-Care Day
· 7/26: National Disability Independence/Anniversary of Americans with Disabilities Act
· 7/27: Parent’s Day
August 2025:
· 8/1: Lughnasadh/Lunasa
· 8/3: International Day of Friendship
· 8/9: International Day of the World’s Indigenous Peoples Day
· 8/17: Marcus Garvey Day
· 8/21: Senior Citizen’s Day
· 8/26: Women’s Equality Day
· 8/31: International Day of People of African Descent
September 2025:
· 9/1: Labor Day
· 9/15: World Afro Day
· 9/16: Mexican Independence Day
· 9/18: UN International Equal Pay Day
· 9/22: Mabon (Fall Equinox)
· 9/22 - 9/24: Rosh Hashanah
· 9/22 - 10/2: Navaratri
· 9/23: UN International Day of Sign Language

	DEI Events
	The DEI-focused events we hosted to all CFB staff in Q1 included:
· 7/11: CFB Book Club Iteration 3, Meeting 2 (staff gathered to discuss “We Have Always Been Here: A Queer Muslim Memoir.” Written by Samra Habib)
· 7/13: Disability Unite Festival (Staff were invited to support tabling efforts at the festival)
· 7/17: Reflections of Pride Lunch & Learn (Ultraviolet ERG cohosted a Lunch & Learn highlighting transgender activists in NYC
· 9/20 and 9/21: African American Day Parade and Festival (staff were invited to invited to support tabling efforts and march in the parade)

	DEI-Focused Employee Gatherings
	The DEI-focused employee gatherings we hosted and/or supported to all CFB staff in Q1 included:
· A.S.E.
· In Q1, A.S.E, the ERG for staff who identify as part of the Black diaspora and their allies, hosted a coworking session open to all staff. The ERG held their first meeting on 9/16.
· Cultivating Appreciation, Respect, and Empathy (CARE)
· In Q1, CARE, the compassion-based affinity group, met on 7/14 and 9/19.
· Creative Crafters Club
· In Q1, the Creative Crafters Club was formed as a craft-based affinity group open to all staff. The group met on 8/26 and 9/18.
· Disability Resource Group (D-RG)
· In Q1, the D-RG, an ERG for staff who are members of or allies to the disability community was formally launched. Members promptly began planning an event in recognition of National Disability Employment Awareness Month (NDEAM). The group met on 8/14 and 9/5.
· People Managers Excellence Group (PMEG)
· In Q1, PMEG, an affinity group for people managers at the agency, finalized and disseminated a draft of the Managerial Standards. Additionally, the group discussed approaches for leading staff discussions on new Key Results (KRs). The group met on 7/2 and 8/27.
· Trailblazers
· In Q1, Trailblazers, the ERG for staff who identify as first-generation, was formally established and held their first meeting on 8/13.
· Ultraviolet
· In Q1, Ultraviolet, the ERG for staff who identify as part of or allies to the LGBTQIA+ community, hosted a Lunch & Learn on 7/17 in acknowledgement of Pride Month.


 
Q2 Update: 	Comment by Amanda Martin-Lawrence: update
In Q2 of FY 2026, our team engaged our workplace in the following DEI-focused activities, find more information about each in the table below:

· Sent out our monthly DEI newsletter, the “DEI Download”
· Sent out significant holiday/celebration email acknowledgements, each edited an accessibility lens
· Hosted multiple DEI events
· Hosted/supported multiple employee group gatherings (i.e. ERGs and AGs)

	The metrics or indicators for evaluating the success of these activities are as follows: DEI Event 	Feedback forms and staff feedback and comments. After each DEI event our team administered 	an optional survey to attendees of the event to gather their feedback. Additionally, our office has 	an “open door” policy and staff are invited to give feedback verbally or through written 	communication to members of our team. 

	DEI Newsletter
	The newsletter was distributed to all CFB staff on the following dates within Q1:
· October 01, 2025
· November 03, 2025
· December 01, 2025
The DEI-focused monthly themes we acknowledged in our monthly DEI newsletters in Q1 included:
· October 2025: ADHD Awareness Month, Breast Cancer Awareness Month, Domestic Violence Awareness Month, Down Syndrome Awareness Month, Filipino American History Month, German American Heritage Month, Hindu American Awareness and Appreciation Month (HAAAM), Italian American Heritage Month, LGBTQIA+ History Month
· November 2025: Lung Cancer Awareness Month, National Alzheimer’s Disease Awareness Month, Native American Heritage Month, National Diabetes Awareness Month
· December 2025: HIV/AIDS Awareness Day, Seasonal Affective Disorder Awareness Month

	DEI Email Acknowledgements
	The DEI-focused email acknowledgements that we created and dispersed to all CFB staff in Q1 included:
October 2025:
· 10/1 - 10/2: Yom Kippur
· 10/6 - 10/13: Sukkot
· 10/11: National Coming out Day
· 10/13: Indigenous People’s Day
· 10/15: International Pronouns Day
· 10/19 - 10/23: Diwali
· 10/22: Birth of Bab
· 10/26: Intersex Awareness Day 
· 10/31- 11/1: Samhain
November 2025:
· 11/1: All Saints’ Day
· 11/1 - 11/2: Dia de Los Muertos
· 11/2: All Souls Day
· 11/5: National Stress Awareness Day 
· 11/11: Veteran’s Day
· 11/13 - 11/19: Transgender Awareness Week 
· 11/13: World Kindness Day
· 11/19: International Men’s Day 
· 11/20: Transgender Day of Remembrance 
· 11/27: Thanksgiving Day
· 11/28: Native American Heritage Day
December 2025:
· 12/1: World AIDS Day
· 12/3: International Day of Persons with Disabilities
· 12/8: Bodhi Day
· 12/14 - 12/22: Hanukkah
· 12/21 - 1/1: Yule
· 12/25: Christmas Day
· 12/26 - 1/1: Kwanzaa

	DEI Events
	The DEI-focused events we hosted to all CFB staff in Q2 included:
· 10/15: American Historia Screening (In honor of Hispanic Heritage Month, staff were invited to a screening and discussion of an episode of “American Historia: Untold Stories of Latinos.”) 
· 10/19: Disability Pride Parade (Staff were invited to represent the CFB at the Disability Pride Parade. Where the CFB had a fixed table where we provided voter education materials to members of the public.) 
· 12/16: Winter Holiday Extravaganza (Staff were invited to an educational and interactive event where they go to learn about various winter holidays)

	DEI-Focused Employee Gatherings
	The DEI-focused employee gatherings we hosted and/or supported to all CFB staff in Q2 included:
· A.S.E.
· In Q2, A.S.E, the ERG for staff who identify as part of the Black diaspora and their allies, were able to engage various staff at the CFB to take part in a holiday 5K. The group met once in Q2. 
· Cultivating Appreciation, Respect, and Empathy (CARE)
· In Q2, CARE, the compassion-based affinity group, met once in November. During that meeting members of CARE began to build out a form for staff to access confidential support and resources that are responsive to their needs. 
· Creative Crafters Club
· In Q2, the Creative Crafters Club met five times. The group adjusted their format to be hybrid to be more accessible to those working from home. 
· Disability Resource Group (D-RG)
· In Q2, the D-RG, an ERG for staff who are members of or allies to the disability held a staff screening and discussion session in acknowledgement of National Disability Employment Awareness Month (NDEAM). The group met twice in Q2.
· People Managers Excellence Group (PMEG)
· In Q2, PMEG, an affinity group for people managers at the agency, met to discuss how to formally give feedback when writing staff evaluations for the upcoming evaluation cycle. The group once in Q2. 
· Trailblazers
· In Q2, Trailblazers, the ERG for staff who identify as first-generation, hosted a story sharing session in acknowledgment of National First-Generation College Student month. The group met once in Q2. 
· Ultraviolet
· In Q2, Ultraviolet, the ERG for staff who identify as part of or allies to the LGBTQIA+ community, did not meet due to space bandwidth.


 
Q3 Update: TBD
Q4 Update: TBD

Community and Equity, Inclusion and Anti-Racism[footnoteRef:1]: [1:  Included per Local Law 14 (2024).] 


Please list the Planned Programs, Initiatives, Actions aimed at Community, Equity, Inclusion and Anti-Racism included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys). What are your metrics or indicators for evaluating the success of these programs and initiatives?

	Community: Goal 1 

	Expand EEO/DEI division partnership with various CFB Units that have fellowships for college-age students from diverse and underrepresented identities and backgrounds.  
We aim to expand knowledge and access to civic careers and diversify the public service field.  

	Objective 
	Civic Engagement Pipeline 

	Initiative(s) 
	· Collaborate with agency stakeholders over fellowship programming to create training frameworks for that center an equitable and inclusive lens.  
· Foster close relationship with fellowship participants and program leads.  

	Key Result(s) 
	100% of CFB fellows are knowledgeable of the EEO-DEI team and how we can support and interact with them during their time at the CFB. 



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

Q1 Update:
In Q1, Chief EEO Officer, Kirann Nesbit worked alongside members of the SPI division to ensure that the framework produced for the agency’s Civic Engagement fellowship was equitable and inclusive. The fellowship will serve as a pipeline for civic engagement. The fellowship program collaboration is currently underway.  

Q2 Update: 
In Q2, the civic engagement fellowship concluded. After the end of the fellowship, staff from our team met with members of SPI to further refine the fellowship framework to boost potential impact for fellowship participants. 

Q3 Update: TBD
Q4 Update: TBD

Community/Equity/Inclusion Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed
	 
	Community: Goal 2 

	Expand the EEO/DEI team's partnership with the Youth Ambassador program. 
We aim to create sustained pathways for collaboration with the Youth Ambassador program leads and participants to support diversifying of the public service field.  

	Objective 
	Youth Ambassador Program Development 

	Initiative(s) 
	· Integrate EEO/DEI education into Youth Ambassador training. 
· Foster greater relationship with Youth Ambassador participants and program leads. 

	Key Result(s) 
	100% of CFB Youth Ambassadors fellows are knowledgeable of the EEO-DEI team and how we can support and interact with them during their time at the CFB. 



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

Q1 Update:
In Q1 the EEO/DEI team met with current Youth Ambassadors (approximately 20 youths) to provide them with a training on their EEO rights while working with the City of New York and an overview of the EEO/DEI unit and our programming at the agency. We worked to instill a sense of comfort within our office in the event that they need support. 

Q2 Update: 
In Q2 the Youth Ambassador program cohort completed their program cycle. At the end of the program cycle,  the facilitator of the program invited onboarding and EEO staff to assist in onboarding of staff alumni who will be supporting program operations. Alumni will be onboarded in Q3. 

Q3 Update: TBD
Q4 Update: TBD

Community/Equity/Inclusion Goal/Initiative #2 Update:
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☒  Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed
	
	Community: Goal 3 

	Further develop agency-wide toolkit and training curriculum on inclusive public engagement and interactions. 
We aim to equip all CFB staff, especially those that typically do not interact with the pubic, with tools to have well informed, respectful, equitable interactions that benefit both the CFB employee and the member of the public. 

	Objective 
	Public Interaction and Inclusion 

	Initiative(s) 
	· Expand current best practice toolkit to also support internal staff in having better interactions with members of the public who work for, volunteer with, or generally represent political campaigns. 
· Create and deliver all staff training session(s) that emphasis agency expectations for communication with members of the public through an EEO, DEI, and accessibility lens.  

	Key Result(s) 
	100% of applicable CFB employees are provided with a toolkit full of best practices and are more knowledgeable of how to interact with the general public in an inclusive way. 



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

Q1 Update:
In Q1 the EEO/DEI team had to put this initiative on hold due to other competing strategic priorities. Many of the staff assisting on this initiative were supporting on-the-ground voter education and voter outreach initiatives and were understandably occupied leading up the November 4th election. Our team hopes to pick this initiative up in Q3; however, in the meantime we are continually editing the current content we already have. 

Q2 Update: 
In December of 2025 as previously mentioned, members of the EEO/DEI team transitioned into leadership roles in the People & Engagement division. As a result of this transition, this initiative remained on hold. We anticipate that we will have capacity to continue work on this initiative once the division is stabilized. 

Q3 Update: TBD
Q4 Update: TBD

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

Other Community programs and activities:
[bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340][bookmark: _Toc147425797][bookmark: _Toc147425881][bookmark: _Toc147426195][bookmark: _Toc147426227]Please describe any other Community-directed programs and activities (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these programs and activities?

Q1 Update:	Comment by Amanda Martin-Lawrence: Email sent to Olivia on 1/21 with a request to return update by COB 1/27 or noon 1/28 
In Q1 the Partnerships and Outreach (P&O) team launched a new education offering focused on the Campaign Finance Board’s Matching Funds Program. This 90-minute educational curriculum unpacks the relationship between money, power, and accountability as it relates to campaign finance. It speaks to how the city’s Public Matching Funds Program helps redistribute power to people by matching small-dollar donations to local candidates, empowering everyday New Yorkers to have a greater voice in who represents them. The Partnerships and Outreach (P&O) team met with dozens of partner organizations to share this new offering and launched the program with 5 sessions across the city in July 2025.

During this period, P&O focused on strategy and planning for the upcoming General Election, conducting 30+ partner conversations to prepare. The team also coordinated the distribution of voter guides and other educational print materials, delivering NYC Votes materials to over 400 sites across the city in 13 different languages. 

Q2 Update: 
In Q2 the Partnerships and Outreach (P&O) team continued offering a variety of education offerings focused on the Campaign Finance Board’s Matching Funds Program and the general election. This 90-minute educational Matching Funds Program curriculum unpacks the relationship between money, power, and accountability as it relates to campaign finance. It speaks to how the city’s Public Matching Funds Program helps redistribute power to people by matching small-dollar donations to local candidates, empowering everyday New Yorkers to have a greater voice in who represents them. The workshop on the general election focused on ensuring workshop participants understood who was running for office, what the ballot proposals were, and how to complete the ballot correctly. Participants were able to ask questions, see a sample ballot in print, and review the specific seats they would be voting for based on their district.  The Partnerships and Outreach (P&O) team met with over 60 partner organizations to share these offerings. 

During this period, the team also coordinated the distribution of voter guides and other educational print materials, delivering NYC Votes materials to over 400 sites across the city in 13 different languages. The team also led weekly outreach events in the lead up to the election so that New Yorkers could register to vote before the deadline and be actively reminded about early voting throughout that time period. Additionally, on election day itself, the partnerships & outreach team was actively poll standing in Jackson Heights, one of our priority neighbors, in order to answer any last minute questions and engage voters throughout the day.

Following election day, partnerships and outreach team members met with partner organizations to collect feedback on their experience working with the CFB throughout the year, and begin planning for 2026.

Q3 Update: TBD
Q4 Update: TBD



V.  Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2026 Plan (e.g.,  strategic wide outreach/recruitment to cultivate broadly talented applicant pools, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 

	Recruitment Initiatives and Strategies for FY 2026

	Strengthen Equitable and Inclusive Recruitment Practices. 
The CFB is committed to cultivating a diverse and talented workforce. To achieve this, the agency actively implements recruitment strategies that promote equity, inclusion, and access to opportunity.

	Objective 
	Inclusive Recruitment Practices

	Initiative(s) 
	· Posting all open positions to a diverse array of job sites that aim to target a diverse range of candidates.
· Using our quarterly underutilization report and dashboard to inform our agency’s recruitment efforts.
· Partnering with the People Operations division to seek out and attend recruitment events that center specific demographics, especially for positions where underutilization is present.
· Continuously reviewing and updating our agency’s current policies, procedures, and practices related to recruitment to align with best practices.
· Training hiring managers, and any CFB employee affiliated with the selection process, on “Unconscious Bias and Structured Interviewing” and other best EEO-DEI hiring practices.
· Continuing the practice of our EEO-DEI and People Operations teams reviewing each new position’s hiring packets for biased language, equitable salary matrix, discriminatory interview questions, etc.

	Key Result(s) 
	100% of open positions are posted and filled in alignment with data-informed and DEI-driven recruitment practices.



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

Q1 Update:
In Q1 the EEO/DEI team continued to ensure that open positions were posted to a diverse array of job sites and platform. During Q1 Chief EEO/DEI Officer, Kirann Nesbit identified areas of improvement in the agency’s recruitment process. Due to personnel changes within the People Operations division, the EEO/DEI team was not able to collaboratively address areas of improvement highlighted by Kirann, but hope to pick the work back up in Q3. In Q4 all CFB staff attend a “Unconscious Bias and Structured Interviewing” and in Q1 continue to follow best practices from the training throughout the hiring process. Lastly, Kirann Nesbit and Deputy Chief EEO/DEI Officer, Dr. Sarah Jackson continue to review hiring packages to reduce the use of biased language and uphold equity. 

Q2 Update: 
As mentioned, In December 2025, members of the EEO/DEI team transitioned into leadership roles within the newly established People & Engagement Division. This division oversees functions typically managed by a Human Resources department. As a result of this significant organizational shift, all recruitment, hiring, and onboarding processes and related materials are currently under review. Upon completion of this review, select processes may be updated or revised. Under new leadership, the People & Engagement Division remains committed to advancing equity throughout the applicant talent lifecycle. During this time, hiring packages continued to be reviewed by Dr. Sarah Jackson to reduce the use of biased language and uphold equity. 

Q3 Update: TBD
Q4 Update: TBD

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

Please describe any recruitment efforts designed to increase the effectiveness of wide outreach to cultivate broad applicant pools in order to fill vacancies at your agency during the quarter and describe the activities, including the dates when the activities occurred.

In Q1 members of the People Operations division attended the following recruitment fairs to make outreach to various diverse communities of applicants to broaden our applicant pool: 

1. JobsNYC Queens Job Fair: 7/10/2025
2. NYSDOL Virtual Job Fair: 7/15/2025
3. 55-a Diversity Career Fair: 7/17/2025
4. Veterans Career Day: 8/1/2025
5. NYSDOL Virtual Job Fair: 8/13/2025
6. Queens Hiring Hall Fair: 8/27/2025
7. Fordham Accounting and Auditing Job Fair: 9/10/2025 

In Q2 members of the People & Engagement division attended the following recruitment fairs to make outreach to various diverse communities of applicants to broaden our applicant pool: 

1. NYSDOL Virtual Job Fair: 10/15/2025
2. JobsNYC Hiring Hall Queens: 11/06/2025

B. Recruitment Efforts for Civil Service Exams
Pursuant to Local Law 28 (of 2023), list all recruitment events that were held by the agency to promote open-competitive civil service examinations.

**Not Applicable. The CFB does not utilize civil service examinations.

	Quarter #
	Event Date
	Event Name
	Borough

	1
	N/A
	N/A
	

	2
	N/A
	N/A
	



Pursuant to Local Law 28 (of 2023) list actual expenditures related to recruiting candidates for open-competitive and promotion civil service exams.

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

	Bronx
	$0
	$0
	
	

	Brooklyn
	$0
	$0
	
	

	Manhattan
	$0
	$0
	
	

	Queens
	$0
	$0
	
	

	Staten Island
	$0
	$0
	
	



C. Recruitment Sources	Comment by Amanda Martin-Lawrence: Request sent to Rudys and Justin on 1/21
List recruitment sources used to fill vacancies in the current Quarter (include Q#)

Below is a list of our Agency’s diverse recruitment sources. 

*The agency relied on the following recruitment sources during Q2, on an as needed basis. 

1. LinkedIn: This is a general recruitment source accessible to all applicants and aimed at 		diversifying our workforce. 
2. Indeed.com: This is a general recruitment source accessible to all applicants and aimed at diversifying our workforce. 
3. WorkplaceDiversity.com: This website posts open positions to a myriad of job boards aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability
4. BlackJobCenter: A recruitment source for Black individuals.  
5. LGBTConnect.com: A recruitment source for Black individuals.  
6. HispanicDiversity.com: A recruitment source for Hispanic and Latino/x/a/e individuals.
7. WomensJobCenter.com: A recruitment source for women.  
8. OutandEqual.com: A recruitment source for LGBTQIA+ individuals. 
9. VeteranConnect.com: The CFB hopes to reach veterans through this recruitment source. 
10. DisabilityConnect.com: A recruitment site aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability
11. LatinxJobs.com: A recruitment source for Hispanic and Latino/x/a/e individuals.
12. AllDiversity.com: A recruitment site aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability
13. Diversityjob.com: A recruitment site aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability
14. Handshake: This is a recruitment source geared towards students and recent graduates attempting to enter the workforce. 
15. NYC: At Work: Is an employment program that recruits, pre-screens, and connects New Yorkers with disabilities to jobs and internships.
16. NYCityJobs.com: A City operated and updated city recruitment site that provides applicants with vacancies for jobs across various NYC agencies. 
17. DisabilitySolutions: Is a recruitment site that support individuals with disabilities and veterans with career and professional development opportunities. 
18. HireVeterans: Is a highly ranked and acknowledged recruitment site gear towards veterans. 
19. Idealist: Is a recruitment source that is geared towards posting social-impact opportunities. 
20. SHRM: Is the Society for Human Resource Management. 
21. Diversity.com: A recruitment site aimed at diversifying the workforce on the basis of gender, veteran status, sexual orientation, race, age, and disability
22. PSJD: Is a online job board that provides current law students and lawyers to access to public service career opportunities.  
23. New York State Bar Association: Is a volunteer professional association geared towards those that practice law in New York State. 
24. New York City Bar Association: Is a volunteer professional association geared towards those that practice law in New York City.
25. New York Women’s Bar Association: Is a volunteer professional association geared towards women that practice law in New York State.
26. Metropolitan Black Bar Association: Is a volunteer professional association geared towards Black practitioners of law in the Metropolitan area.
27. National Association for Law Placement: Is a recruitment source aimed at connecting applicants with career opportunities in the legal field. 
28. New York City SHRM:  Is the New York City chapter of the Society for Human Resource Management. 

D. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2026.

	Internship Opportunity
	Q1
	Q2
	Q3
	Q4

	Urban Fellows
	0
	0
	
	

	Public Service Corps
	0
	0
	
	

	Summer College Interns
	0
	0
	
	

	Summer Graduate Interns
	0
	0
	
	

	Other (Youth Ambassadors):
	17
	0
	
	

	Other (College Aides/Interns):
	4
	0
	
	



E. 55-A Program
The 55-a Program is established under Section 55-a of the New York State Civil Service Law. It aims to provide employment opportunities for individuals with certified mental or physical disabilities, allowing them to be hired into competitive civil service positions without the requirement of passing a civil service exam.

The agency uses the 55-a Program to hire and retain qualified individuals with disabilities: 
☐ Yes ☒ No	

Currently, the agency employs the following number of 55-a participants:

	Q1
(09/30/2025)
	Q2
(12/30/2026)  
	Q3
(03/30/2026)
	Q4
(06/30/2026):

	0
	0
	
	



During the 1st Quarter, a total of N/A new applications for the program were received.
During the 1st Quarter N/A participants left the program due to N/A.

During the 2nd Quarter, a total of N/A new applications for the program were received.
During the 2nd Quarter N/A participants left the program due to N/A.

During the 3rd Quarter, a total of TBD new applications for the program were received.
During the 3rd Quarter TBD participants left the program due to TBD.

During the 4th Quarter, a total of TBD new applications for the program were received.
During the 4th Quarter TBD participants left the program due to TBD.

The 55-a Coordinator has achieved the following goals:

  Disseminated 55-a information: 
	By e-mail:	
	☐ Yes   
	☒No

	In training sessions:
	☐Yes   
	☒No

	On the agency website:
	☐ Yes   
	☒No

	In agency newsletter:
	☐Yes   
	☒No

	Other: N/A




VI. Hiring and Promotion

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

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

	During this Quarter the Agency activities included:

	
	# of Vacancies
	# of New Hires
	# of New Promotions

	Q1
	43
	11
	3

	Q2
	37
	13
	15

	Q3
	
	
	

	Q4
	
	
	



Please describe the steps that your agency has taken to meet these objectives.	Comment by Amanda Martin-Lawrence: Please review and update
1. Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities.
In Q1 and Q2, members of the People Operations Division have continually sent out emails to all agency staff regarding employment and roles that the CFB are currently hiring for to ensure that all potential internal candidates are aware of their opportunity to apply. Additionally, when there is a promotion period, our People Operations team effectively communicates those time periods for each fiscal year to ensure all CFB People Managers are aware of when they can submit their employees for promotion.
2. Reviewing the methods by which candidates are selected for a promotions, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions. (Discretionary positions are those that are not filled via civil service examination lists.)
In Q1 and Q2, our agency began a re-evaluation of our New Hire Policy and Salary Adjustment Policy to ensure that the way our agency’s practices and policies around these topics are up-to-date and reflect best practice. These revised  policies are set to go in effect in either Q3/Q4 of FY 2026. 
3. Describe your agency’s procedures for selection, especially for mid- and high-level discretionary positions, vacancy posting protocols, training of hiring managers, procedures for interviewing applicants, the use of the NYCAPS Applicant Interview Log Report, and efforts to identify and eliminate structural barriers to employment.
To select a candidate for a mid-to-high-level position, our agency follows the following procedures:
a. Hiring manager submits a hiring package that is then reviewed by the People Operations and EEO/DEI team to ensure accuracy and alignment 
b. Post the role on a diverse range of hiring sites and job boards, if needed, work closer with a recruitment firm that specializes in that type of role
c. Review applications and resumes that are submitted for the role and work closely with the hiring manager to select a minimum of 3 candidates for a first round interview that has a diverse group of panelists, but sometimes there is also a pre-interview phone screening step which includes 5+ candidates
d. Interview first round candidates and take at least 2 candidates to the second round, most second round interviews also require a take-home assignment for candidates to complete and return to the panelists for review
e. Hiring manager selects their candidate and informs the EEO/DEI and People Operations team, the candidates undergoes a reference check and is then called with an offer and proposed start date
f. Once those details are confirmed, the employee stars and has a 2-day orientation to the agency, and at the end of their first week they undergo the EEO/DEI Live Training and are assigned the nine (9) different NYCityLearn courses that focus on EEO/DEI topics to be completed within their first 30 days of employment
**Throughout this process if there is any structural barriers to employment that a candidate faces and communicates to us, we continually do our best to eliminate the barrier to improve their experience. A great example of this is our continuous granting of reasonable accommodations to candidates when requested to ensure that ability is not a barrier to employment. 
4. Analyzing the impact of layoffs or terminations on racial, gender and age groups. (This analysis is done pursuant to guidance from agency General Counsel and Law Department guidance.)
In Q1 and Q2, the EEO/DEI team continued to keep an internal roster of current and previous CFB employees that includes their demographic information so we can understand how terminations and layoffs impact the agency’s overall diversity, on the bases of race, gender, and age. In our bi-weekly meetings, we bring up concerns to our General Counsel if there is a termination/layoff that impacts that data in a significant way, as necessary.
5. [bookmark: _Toc116503101][bookmark: _Toc116503137][bookmark: _Toc116573395][bookmark: _Toc116662135][bookmark: _Toc116662231][bookmark: _Toc116662264][bookmark: _Toc116664284][bookmark: _Toc116664345][bookmark: _Toc147425802][bookmark: _Toc147425886][bookmark: _Toc147426200][bookmark: _Toc147426232][bookmark: _Toc147425807][bookmark: _Toc147425891][bookmark: _Toc147426205][bookmark: _Toc147426237]Other:
VII. Training

[bookmark: _Hlk530067472]Please provide your training information in the FY 2026 Part II template (in MS Excel). 

[bookmark: _Toc116503107][bookmark: _Toc116503143][bookmark: _Toc116573401][bookmark: _Toc116662141][bookmark: _Toc116662237][bookmark: _Toc116662270][bookmark: _Toc116664290][bookmark: _Toc116664351][bookmark: _Toc147425809][bookmark: _Toc147425893][bookmark: _Toc147426207][bookmark: _Toc147426239][bookmark: _Toc116503108][bookmark: _Toc116503144][bookmark: _Toc116573402][bookmark: _Toc116662142][bookmark: _Toc116662238][bookmark: _Toc116662271][bookmark: _Toc116664291][bookmark: _Toc116664352][bookmark: _Toc147425810][bookmark: _Toc147425894][bookmark: _Toc147426208][bookmark: _Toc147426240]For Q2, Q3 and Q4, retain all data from previous quarters in your Part II report.
VIII.  Reasonable Accommodations

Please report all reasonable accommodation requests and their disposition in the DCAS Citywide Complaint and Accommodation Database (CAD) : https://a856-ceeds.nyc.gov

The agency has entered all Reasonable Accommodation requests and dispositions in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously:

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

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

A. Local Law 92:  Annual Sexual Harassment Prevention training

Please provide Sexual Harassment Prevention Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).

B. Local Law 97:  Annual Sexual Harassment Complaint Reporting

☒  The agency has entered the sexual harassment complaints in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously.

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

☒ The agency has entered all other EEO complaints in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously.

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

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

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

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

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

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



Appendix A. EEO Personnel Details
CFB EEO/DEI Personnel For Q1 FY 2026:

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

	Employee's Name & Title
	1. Kirann Nesbit, Chief EEO/DEI Officer
	2. Dr. Sarah Jackson, Interim EEO/DEI Officer
	3. 

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

	Date of Change in EEO Role
	Start or Termination Date:
 9/25/2025
	Start or Termination Date: 
9/26/2026
	Start or Termination Date: 


	

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

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

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

	Start or Termination Date: 


	For New EEO Professionals:

	Name & Title
	1. 
	2. 
	3. 

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

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

	

	Name & Title
	4. 
	5. 
	6. 

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

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



Personnel Changes:	☒ Yes  ☐   No

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

	Name & EEO Role
	Dr. Sarah Jackson
Interim Chief EEO/DEI Officer
	Amanda Martin-Lawrence
EEO Investigator/DEIBA Program Manager
	Janey Gemmell
Accessibility Specialist

	Completed EEO Trainings:

	1. Everybody Matters-EEO and D&I
	☒  Yes  
☐  No
	☒  Yes  
☐  No
	☒  Yes
☐  No

	2. Sexual Harassment Prevention
	☒  Yes  
☐  No
	☒  Yes 
☐  No
	☒  Yes  
☐  No

	3. lgbTq: The Power of Inclusion
	☒  Yes  
☐  No
	☒  Yes  
☐  No
	☒  Yes  
☐  No

	4. Disability Awareness & Etiquette
	☒  Yes  
☐  No
	☒  Yes  
☐  No
	☒  Yes  
☐  No

	5. Structured Interviewing and Unconscious Bias
	☒  Yes  
☐  No
	☒  Yes  
☐  No
	☒  Yes  
☐  No

	6. Microaggressions
	☐  Yes  
☒  No
	☒   Yes  
☐No
	☒  Yes  
☐  No

	7. EEO Officer Essentials: Complaint/Investigative Processes
	☒  Yes  
☐  No
	 ☐ Yes  
☒  No
	☐  Yes  
☒  No

	8. Reasonable Accommodation Procedural Guidelines
	☒  Yes  
☐  No
	☒  Yes  
☐  No
	☒  Yes  
☐  No

	9. Overview Training for New EEO Officers
	☒  Yes  	
☐  No
	 ☐ Yes  
☒  No
	☐  Yes  
☒  No

	10. Understanding CEEDS Reports
	☐  Yes  
☒  No
	☐  Yes  
☒  No
	☐  Yes  
☒  No

	11. Intersectionality and EEO Investigations
	☐  Yes  
☒  No
	☐  Yes  
☒  No
	☐  Yes  
☒  No

	12. Trauma-Informed Interviewing Techniques
	☒  Yes  
 ☐ No
	 ☐ Yes  
☒  No
	☐  Yes  
☒  No



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

	Name & EEO Role:
	Ama Acquah
EEO Counselor
	
	

	Completed EEO Trainings:

	1. Everybody Matters-EEO and D&I
	☒  Yes  
☐  No
	
	

	2. Sexual Harassment Prevention
	☒  Yes  
☐  No
	
	

	3. lgbTq: The Power of Inclusion
	☒  Yes  
☐  No
	
	

	4. Disability Awareness & Etiquette
	☒  Yes  
☐  No
	
	

	5. Structured Interviewing and Unconscious Bias
	☒  Yes  
☐  No
	  

	

	6. Microaggressions
	 ☐ Yes  
☒  No
	
	

	7. EEO Officer Essentials: Complaint/Investigative Processes
	☐  Yes  
☒  No
	
	

	8. Reasonable Accommodation Procedural Guidelines
	 ☐ Yes  
☒  No
	
	

	9. Overview Training for New EEO Officers
	☐  Yes  
☒  No
	
	

	10. Understanding CEEDS Reports
	☐  Yes  
☒  No
	
	

	11. Intersectionality and EEO Investigations
	☐  Yes  
☒  No
	
	

	12. Trauma-Informed Interviewing Techniques
	☐  Yes  
☒  No
	
	



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

Please provide the full mailing address of the principal Agency EEO Office:
MAILING ADDRESS: 
New York City Campaign Finance Board, EEO/DEI Office	100 Church Street, 12th Floor
New York, NY 10007

EEO and D&I Staffing as of Quarter 1 FY 2026

The City EEO Policy requires there be only one leader of the EEO Office serving in the “EEO Officer” capacity and that there be only one Deputy EEO Officer.

	Roles/Functions
	Name
	Civil Service (c.s.) Title
	Office E-mail Address
	Telephone #

	EEO Officer (may have a separate active c.s. title (e.g., AC, DC, Exec Agency Counsel, etc.)
	Dr. Sarah Jackson
	Executive Program Manager
	SJackson@nyccfb.info
	212-409-1853

	Deputy EEO Officer 
	Dr. Sarah Jackson
	Executive Program Manager
	SJackson@nyccfb.info
	212-409-1853

	Diversity & Inclusion Officer (or a similar business title)
	See Above
	See Above
	See Above
	See Above

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	
	
	
	

	ADA Coordinator
	Janey Gemmell
	CFB Analyst II
	JGemmell@nyccfb.info 
	646-906-4070

	Disability Rights Coordinator
	See Above
	See Above
	See Above
	See Above

	Disability Services Facilitator
	See Above
	See Above
	See Above
	See Above

	55-a Coordinator
	
	
	
	

	EEO Counselor
	Ama Acquah
	CFB Analyst II
	AAcuah@nyccfb.info
	N/A

	EEO Investigator
	Amanda Martin-Lawrence
	CFB Analyst II
	AMartinlawrence@nyccfb.info 
	646-906-4070

	EEO Counselor/Investigator 
	
	
	
	

	Investigator/Trainer
	
	
	
	

	EEO Training Liaison
	
	
	
	

	Alternative Dispute Resolution Coordinator
	Amanda Martin-Lawrence
	CFB Analyst II
	AMartinlawrence@nyccfb.info
	646-906-4070

	Gender Based Violence Liaison 
	See Above
	See Above
	See Above
	See Above



Note: Changes (new personnel filling the specified role). You may insert additional entries as needed. If there is an EEO Office or D & I Office role that your staff performs that is not on the list above, you may indicate it on the chart.  
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Workforce: Goal 1    

Further cementing DEI - related metrics and evaluation in project and initiative outcomes  across the agency.     We aim to continually integrate DEI metrics into our organizational processes, so that it is  visible within all aspects of our agency, not just within our division - specific materials.    

Objective    DEI - related Metrics and Evaluation    

Initiative(s)       Create framework and approach for DEI - related metrics to be  included in initial project plan        Collaborate with and train managers, empowering them on how to  utilize DEI - related metrics in their various projects        Similar to the Employee Engagement Project, create a learning  pathway for DEI - related metrics to be added to project results and  outcomes        Create further feedback loops that reflect the voices of staff needs  (i.e. utilize focus groups and feedback surveys to evaluate  programming)    

Key Result(s)    25% more agency projects/initiatives will be evaluated to include metrics  related to DEI    
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