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Audit: Review, Evaluation, and Monitoring of Sexual Harassment Prevention and
Response Practices
Independent Budget Office

The New York City Charter requires the Equal Employment Practices Commission (EEPC) to conduct
an audit once every four years to ensure each City agency or municipal entity (collectively “agency”)
complies with federal, state, and local laws and regulations, and policies and procedures that
increase equal opportunity for employees and applicants.

The EEPC recently concluded an audit and evaluation of the Independent Budget Office’s practices
and procedures for compliance with city, state, and federal equal employment opportunity laws and
regulations, and identified enhancement by means of the following:

Corrective Action #1: Distribute/Post a paper or electronic copy of the Equal Employment
Opportunity Policy, Standards and Procedures to Be Utilized by City Agencies -- or an agency
Policy that conforms to city, state and federal laws against sexual harassment-- for use by
managers, supervisors, and legal, human resources and EEO professionals. Include, or
attach as addenda: uniform and responsive procedures for investigating
discrimination/sexual harassment complaints, and current contact information for the
agency’s EEO professionals as well as federal, state and local agencies that enforce laws
against discrimination/sexual harassment.

Corrective Action #2: Serve the respondent with a notice of the complaint that includes the
respondent’s right to respond to the allegations and right to be accompanied by a
representative of his/her choice. Maintain in the complaint file documentation regarding the
service of notice on the respondent.

Corrective Action #3: Issue/maintain  written confirmation when an internal
complaint/mediation is terminated, withdrawn or resolved by agreement of the parties or
EEO Office.

Corrective Action #4: Take thorough notes, of words spoken and facts provided, during each
interview. Include these notes in each complaint file.
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Corrective Action #5: Inform each complainant and respondent of the conclusion and
outcome of their complaint investigation in writing as part of the agency's complaint
procedure.

Corrective Action #6: Ensure each internal discrimination complaint file contains a written
determination of its outcome and corrective action(s) taken as a result.

Corrective Action #7: Establish and utilize a complaint tracking and monitoring system that
permits the agency to identify the location, status, and length of time elapsed in the
complaint investigation process, the issues and the bases of the complaints, the aggrieved
individuals, and other information necessary to analyze complaint activity to identify trends.

Corrective Action #8: Where the agency’s organizational structure necessitates multiple EEO
professionals, select such individuals from different office locations and, where possible,
from a variety of levels within the organizational structure. Appoint EEO professionals who
are trained in EEO laws and procedures, and their responsibilities under the EEO Policy.

Corrective Action #9: Ensure that managers and supervisors are held accountable for
enforcing the agency’s sexual harassment prevention policies and complaint procedures.
Document this expectation and its implementation.

Corrective Action #10: Ensure the managerial performance evaluation form contains a
rating for EEO (which covers responsibilities and processes for assuring their ability to make
employment decisions based on merit and equal consideration, or treat others in an
equitable and impartial manner).

Corrective Action #11: Submit to the EEPC an Annual Plan of measures and programs to
provide equal employment opportunity, and quarterly reports on efforts to implement the
Plan within 30 days following each quarter. Include a breakout of sexual harassment
complaint activity in each quarterly report.

Through successful completion of the EEPC’s audit, evaluation, and monitoring processes and the
aforementioned enhancements Director Lowenstein reaffirms the commitment to ensuring that the
Independent Budget Office’s employment practices encourage and maintain a workplace free from
unlawful discrimination and sexual harassment, and that all employees are aware of their rights and
obligations under the agency’s equal employment opportunity policies.
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