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FY 2021 AGENCY QUARTERLY DIVERSITY AND EEO REPORT
AGENCY NAME:
☐
☐

NEW YORK CITY EMERGENCY MANAGEMENT

1st Quarter (July -September), due November 6, 2020
3rd Quarter (January -March), due April 30, 2021

Prepared by:
Click or tap here to enter text.
_ Nancy Silvestri
Name

Click or tap here to enter text.
_____EEO Officer___
Title

☒
☐

2nd Quarter (October - December), due January 29, 2021
4th Quarter (April -June), due July 30, 2021

Click or tap here to enter text.
E-mail Address

Click or tap here to enter text.
Telephone No.

Date Submitted: _3/30/21________________________
FOR DCAS USE ONLY:

Date Received:

INSTRUCTIONS FOR FILLING OUT QUARTERLY REPORTS FY 2021
[NOTE: These forms are cumulative. For Q2, Q3 and Q4 use previous quarter’s submission to update]
1. Please save this file as ‘XXXX Quarter X FY 2021 DEEO 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 and EEO Training Summary” details in the attached Excel file. Under Section 10 (“Other”), include training classes coorganized 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 2021 DEEO 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.
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PART I: NARRATIVE SUMMARY
I.

COMMITMENT AND ACCOUNTABILITY STATEMENT BY THE AGENCY HEAD
Distributed to all agency employees?

II.

☒ Yes, On (Date): ___9/23/20____________
☒ By e-mail
☐ Posted on agency intranet
☐ Other

☐ No

RECOGNITION AND ACCOMPLISHMENTS
The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in diversity and equal
employment opportunity through the following:
☐ Diversity & EEO Awards
☐ Diversity and EEO Appreciation Events
☒ Public Notices
☐ Positive Comments in Performance Appraisals
☒ Other (please specify): Agency all-hands meetings and presentations___________________________________________
* Please describe D&EEO Awards and/or Appreciation Events below:
NYCEM Commissioner Deanne Criswell hosts quarterly Agency “All Hands/Town Hall” meetings that appreciate staff efforts and
acknowledge exceptional work. During the Q1 FY2021 Town Hall meeting, Commissioner Criswell acknowledged agency staff from a
variety of units for a diversity of work functions and skillsets.
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Also during the Q1 FY2021 Town Hall meeting, Commissioner Criswell introduced the Racial Equity and Diversity Working Group that
was created and tasked with facilitating listening sessions and unconscious bias workshops for the agency.
During Q2, Commissioner Criswell acknowledged in emails to all agency staff the employees who are volunteering to assist in developing
the agency’s new Equity and Diversity Council.

III.

WORKFORCE REVIEW AND ANALYSIS
1. Agency Headcount as of the last day of the quarter was:
Q1 (9/30/2020): 198__________

Q2 (12/31/2020): 195_______

Q3 (3/31/2021): __________

Q4 (6/30/2021): __________

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

☒ Yes , On (Date): _8/7/2020______________

☐ No

3. The agency conducted a review of the dashboard sent 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): 01/19/20________

10/15/20________

________________

________________

The review was
conducted with:

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

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

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

☒ Human Resources
☒ Agency Head
☐ General Counsel
☐ Other __________
☐ Not conducted
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Offer opportunities for agency-wide and
targeted discussions (Town Hall meetings,
roundtables, small group discussions) on issues
related to diversity and inclusion, such as racial
equity, generational diversity, unconscious bias,
disability inclusion, and other critical topics.
-

-

Explore the feasibility of diversity and
inclusion performance metrics to
promote accountability and best
practices.
Provide managerial training on equity
and equal opportunity and encourage
leadership approaches that support
employee engagement and belonging.

NYCEM’s Racial Equity and Diversity
Working Group developed a proposal to
enlist a vendor to provide listening
sessions and Unconscious Bias workshops
to agency employees in Q2 FY2021.
In Q2, NYCEM hosted Unconscious Bias
sessions for all employees.
Exploring changes to the NYCEM website
to reflect our commitment to diversity,
along with the potential adoption of a
diversity statement on the job listings web
page.
-Discussion of DEI performance metrics to
be held in Q2 when Chief Human Capital
Officer is onboarded.
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☐ Planned
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

☒ Planned
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

In Q2, new language was proposed for the
NYCEM job listings webpage to reflect the
agency’s commitment to equity and
diversity and to encourage diverse
applicants to apply.
In Q2, NYCEM EEO EEO and Human Capital
began holding discussions regarding
including a diversity and equity task and
standard
in
employee
annual
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-

Establish an Equity and Diversity
Council to provide constructive
feedback, identify issues needing
attention, and assist in implementing
policies to enhance diversity and
equity at NYCEM.

-

Diversity Council, charged with ☐ Deferred
☐ Completed
integrating equity and
diversity into the agency’s
mission, operations, and
strategies. A written proposal
for NYCEM’s first Equity and
Diversity Council was
approved by Commissioner
Criswell in Q1 FY2021, and two
agency employees were
tasked with serving as the
council’s co-chairs on a
voluntary basis. Applications
for Council members are being
accepted through October
2021, after which a selection
process will begin to
determine the Council’s
inaugural members.
Q2 update: 10 inaugural
members were selected for
the NYCEM Equity & Diversity
Council. The members are cochairs drafted a charter in Q2,
which is expected to be
ratified by the Commissioner
in Q3. The charter identifies
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☐
☐

☐
☐

☐
☐
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committees that will work
with NYCEM executives and
staff to develop and
implement changes.
-

Provide diversity and inclusion/antibias training for employees, starting
with agency-customized Inclusive
Leadership and Unconscious Bias
workshops

NYCEM is reviewing vendor proposals to
provide
Inclusive
Leadership
and
Unconscious Bias workshops to all agency
staff, with the sessions expected to be
held in Q2 FY2021.

☒ Planned
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐ Planned
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

In Q2, a mandatory Inclusive Leadership
session was held for NYCEM executives,
and Unconscious Bias sessions were held
for all agency staff.
-

Use data from climate studies to frame NYCEM conducted an internal climate
and direct future action on diversity survey that is informing the agency’s DEI
initiatives in FY2021.
and inclusion.
In late December 2020, the vendor
conducting the agency’s Unconscious Bias
workshops sent results compiled from the
sessions and accompanying surveys to the
agency. The Equity and Diversity Council
redacted the survey results to protect
individual identities and shared the results
with the full agency. The Council is
reviewing the results in Q3 and developing
short-term, medium, and long-term
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in the strategy. An executive sponsor was
assigned to keep the strategy a priority
moving forward.

-

NYCEM will work to clearly articulate
the agency’s commitment to fostering
a diverse, inclusive workforce both
internally and externally.

In FY2021 Q1, Commissioner Criswell
detailed upcoming DEI goals in an email to
staff, including the development of the
agency’s Recruitment Strategy. In
meetings with executive and senior staff
she outlined recruitment and ensuring a
diverse candidate pool for agency postings
as an agency priority.

☒ Planned
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

In Q2, Commissioner Criswell sent all-staff
emails with updates regarding the work
and progress of the agency’s Racial Equity
and Diversity Working Group and
encouraging staff to apply to serve as
members of the new NYCEM Equity and
Diversity Council.
In FY2021, NYCEM expanded recruiting
efforts via professional and social
networks including LinkedIn to reach a
larger audience of potential applicants.
In Q2, NYCEM evaluated additional
language to add to job postings
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highlighting the agency’s commitment to
equity and diversity.

Enhanced recruitment outreach:

-

-

-

NYCEM will engage with colleges and
universities,
including
women’s
colleges, Historically Black Colleges
and Universities, Hispanic Serving
Institutions, and others, through
career fairs, networking and recruiting
events.
NYCEM will conduct outreach and
recruitment at job fairs and other
events hosted by various organizations
supportive of diverse communities,
including disability advocacy groups
and veterans.
Via the NYCEM innovation team, the
agency will seek to create a veteran
internship pathway to increase
outreach/recruitment
efforts
to
veterans with outreach to existing VA
organizations.

As part of the agency’s Recruitment
Strategy being developed in Q2 FY2021,
the agency will identify opportunities to
work more closely with colleges serving
underrepresented groups to identify
specific programs and professors with
expertise relevant to open positions to
further reach underrepresented groups.

☒ Planned
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

NYCEM’s Equity and Diversity Council is
assisting in implementing this goal.
Specific implementation timelines and
actions will be discussed and put into
action beginning in Q3.
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B. INTERNSHIPS/FELLOWSHIPS
The agency is providing the following internship opportunities in FY 2021:
[NOTE: Please update this table every quarter]
Type of
Internship\Fellowship
1.
2.
3.
4.
5.

Urban Fellows
Public Service Corps
Summer College Interns
Summer Graduate Interns
Other (specify): Solomon
Fellows

Total

Race/Ethnicity* [#s]
* Use self-ID data

1 W
5 2B, 1H, 1W
0
0
3

2A, 1W

Gender* [#s]

[N-B=Non-Binary; O=Other; U=Unknown]

* Use self-ID data

M 1___ F ___ N-B ___ O ___ U ___
M 2___ F 3___ N-B ___ O ___ U ___
M ___ F ___ N-B ___ O ___ U ___
M ___ F ___ N-B ___ O ___ U ___
M 2___ F 1___ N-B ___ O ___ U ___

Additional Comments:
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C. 55-A PROGRAM
The agency uses the 55-a Program to hire and retain qualified individuals with disabilities.

☐ Yes

☒ No

Currently, there are __0__ [number] 55-a participants.
During the 1st Quarter, a total of ____ [number] new applications for the program were received.
During the 1st Quarter ___ participants left the program due to [state reasons] ________.
During the 2nd Quarter, a total of ____ [number] new applications for the program were received.
During the 2nd Quarter ___ participants left the program due to [state reasons] ________.
During the 3rd Quarter, a total of ____ [number] new applications for the program were received.
During the 3rd Quarter ___ participants left the program due to [state reasons] ________.
During the 4th Quarter, a total of ____ [number] new applications for the program were received.
During the 4th Quarter ___ participants left the program due to [state reasons] ________.
The 55-a Coordinator has achieved the following goals:
1. Disseminated 55-a information – by e-mail: ☒ Yes ☐ No
in training sessions: ☐ Yes ☐ No
on the agency website: ☐ Yes ☐ No
through an agency newsletter: ☐ Yes ☐ No
2. ___________________________________________________________________________________
3. ___________________________________________________________________________________
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Reviewing the methods by which candidates are
selected for promotion or to fill vacancies (new
hires), especially for mid- and high-level discretionary
positions

As part of NYCEM’s reorganization
effective FY2021 Q1, the agency is
adopting a new protocol for in-title
promotions and salary increases,
creating a streamlined process and
step increases.

☒ Planned
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

Reviewing the methods by which candidates are
selected for promotion or to fill vacancies (new hires)
filled through civil service lists

As part of the NYCEM agency
reorganization implemented in FY2021
Q1, the process for candidate selection for
both new hires and promotions is being
reexamined. Proposed changes will be
implemented further into FY2021.

☒ Planned
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

☒ Planned
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☒
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

NYCEM does not currently fill positons
through a civil service list to date; the civil
service
exams
for
emergency
management titles are not finalized.

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

The EEO Officer reviews quarterly data.
The role of the EEO Officer/EEO Office
staff will be reviewed and revised as part
of the development of the agency’s
recruitment strategy in FY2021.
In Q2, the Recruitment Strategy
recommended that the EEO Office review
and sign off of agency candidate logs to
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Analyzing the impact of layoffs or terminations on
racial, gender and age groups

Other:

ensure that a large enough pool of
candidates was considered before an
appointment or promotion is offered. This
practice will likely be implemented in Q3
or Q4 with other revisions to the
appointment/promotion
process
intended to ensure equity and encourage
diversity.
If future periods of layoffs, terminations
and demotions come to fruition for
legitimate business/operational reasons,
NYCEM will analyze the impact upon
gender, race and age before making any
final decisions. NYCEM will take all steps to
protect the integrity of the diversity and
inclusionary practices of the agency. The
Commissioner will include the agency's
EEO Officer and General Counsel in any
decisions that impact gender, race and
age.
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☐ Planned
☒ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☒
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐ Planned
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐

☐
☐
☐
☐
☐
☐
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During this Quarter the Agency activities included:

VII.
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# of Vacancies

# 22_____

# 27___

# _____

# _____

# of New Hires

# 9_____

# 5____

# _____

# _____

# of New Promotions

# 2_____

# 2_____

# _____

# _____

TRAINING
Please provide your training information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).

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

IX. COMPLIANCE AND IMPLEMENTATION OF REQUIREMENTS UNDER EXECUTIVE ORDERS AND LOCAL LAWS
A. EXECUTIVE ORDER 16: TRAINING ON TRANSGENDER DIVERSITY AND INCLUSION
Please provide E.O. 16 Training Information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).
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B. LOCAL LAW 92: ANNUAL SEXUAL HARASSMENT PREVENTION TRAINING
Please provide Sexual Harassment Prevention Training Information in Part II of the report “DIVERSITY AND EEO TRAINING
SUMMARY” (in MS Excel).
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C. LOCAL LAW 97: ANNUAL SEXUAL HARASSMENT REPORTING
☒ The agency has entered the sexual harassment Complaint Data in the DCAS Citywide Complaint Tracking System and updates
the information as they occur.
Q1 ☒
Q2 ☒
Q3 ☐
Q4 ☐
☒ The agency has entered all types of complaints in the DCAS Citywide Complaint Tracking System and updates the information
as they occur.
☒ The agency ensures that complaints are closed within 90 days.
Report all complaints and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by
logging into your CICS Account at: https://mspwva-dcslnx01.csc.nycnet/Login.aspx

D. LOCAL LAW 101: CLIMATE SURVEY
Please provide a short description of your efforts to analyze the results of climate survey in your agency.
Describe any follow-up measures taken to address the results of the climate survey:
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NYCEM conducted an internal climate study that is informing changes in FY2021 described in other sections of this document,
including the creation of the agency’s first Equity and Diversity Council, listening sessions and Unconscious Bias training, and new
processes and procedures for agency recruitment, among others.
___________________________________________________________________________________________________________

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 EEPC or another governmental agency specific to our EEO practices.
☐ The agency is involved in an audit; please specify who is conducting the audit: ___________________________________.
☐ Attach the audit recommendations by NYC EEPC or the other auditing agency.
☐ The agency has submitted or will submit to OCEI an amendment letter, which shall amend the agency plan for FY 2021.
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* 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.
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