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Instructions for Filling out Quarterly Reports FY 2024

[NOTE:  These forms are cumulative and designed to retain and preserve information for the entire FY 2024.
For Q1 please copy the goals, programs, and initiatives from your draft of the FY 2024 DEI-EEO plan.  Insert these statements in the corresponding sections of the Quarterly Report below, particularly sections IV, V, and VI.
For Q2, Q3 and Q4, use previous quarter’s submission to update their status, retaining all information for the prior quarters.  You should also add programs and initiatives begun in these quarters even if they were not mentioned in the Annual Plan]

1. Please save this file as “XXXX Quarter X FY 2024 DEI-EEO Quarterly Report.Part I”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Word format. Please do not convert it to PDF.

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

Core EEO Training: Copy the information from the Training Completion Report you receive quarterly from DCAS Learning & Development onto grey-shaded cells in rows 26, 30, 34, and 38. Include any of these trainings that were administrated by your agency in the rows immediately below (27, 35, 39).
Other Diversity, Equity, Inclusion and  EEO Related Training: Beginning with row 45, include training classes co-organized or co-sponsored by your agency EEO and/or HR that are related to the development of the agency staff in the areas of equal employment, diversity, inclusion, civil rights, workplace culture and behavior, interpersonal relations, and community relations.

3. Mark progress in check boxes in the column for the current quarter. [Note: Delayed = behind schedule; Deferred = put off until later when better resources become available.]

4. Please save the Excel file as “XXXX Quarter X FY 2024 DEI-EEO Report.Part II Training Summary”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Excel format. Please do not convert it to PDF.




I. Commitment and Accountability Statement by the Agency Head

[bookmark: _Hlk530066932]Distributed to all agency employees?	☒ Yes, On (Date): ______7/31/2023______	☐ No
						☒ By e-mail	August EEO Newsletter
						☐ Posted on agency intranet and/or website
						☐ Other _________________

II. Recognition and Accomplishments

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

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


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

The OBBP conducted an awards ceremony for our staff retreat.  Although the Award ceremony was not specifically for recognition for superior accomplishment in diversity, equity, inclusion, and equal employment opportunities, it did promote inclusion and equity within the office.  We hope that the introduction of this Award ceremony will pave the way for DEI and EEO Appreciation events and/or awards for staff.  
	
III.  Workforce Review and Analysis

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

Q1 (9/30/2023):  ____54______  Q2 (12/31/2023):  __________  Q3 (3/31/2024):  __________  Q4 (6/30/2024 ):  __________

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

☐ Yes	 On (Date): ________________	☐ 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

III. The agency conducted a review of the quarterly CEEDS reports and the dashboard sent by DCAS to the EEO Officer with demographic data and trends, including workforce composition by job title, job group, race/ethnicity and gender; new hires, promotions and separation data; and utilization analysis.

☒ Yes - on (Dates):  Q1 Review Date:  __7/31/2024_  Q2 Review Date:  _________Q3 Review date:  ________  Q4 Review date:  ________
The review was conducted with:

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


IV. EEO, Diversity, Inclusion and Equity Initiatives for FY 2024

Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency Diversity, Equity, Inclusion and EEO Plan for FY 2024.

A. Workforce:
	
[bookmark: _Hlk530066305]Please list the Workforce Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2023, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).

1. [Copy Workforce goal from FY 2024 DEI-EEO plan]
Our agency has continued to recruit pertinent staff after recently undergoing a massive transition in January 2022, wherein more than half of our previous staffers moved on to other city agencies. In the past year and a half, the agency began a more aggressive stance with respect recruitment and retention. By January 2023, we had a majority of all vacant positions filled after using various resources to expand our reach to diversify our prospective employees on a grander scale.  By partnering with various not-for-profits and community organizations we successfully shared our job postings within their networks and community groups.  

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

· We continued to partner with various not-for-profits and community organizations and successfully shared our job postings within their networks and community groups in the hopes of continuing to fill vacancies this fiscal year. 

Workforce Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

The success of that recruitment strategy was clearly evinced by the wide range of candidates who applied for the numerous vacant positions we filled in FY 2023. Applications number grew exponentially from approximately 300 applicants for all available positions to approximately 600 applications, receiving a diverse pool of applicants.  We also continue to promote from within when vacancies become available to give our employees the opportunity to grow and excel. In FY 2023, three current staff were promoted based on exemplary performance during their last-issued evaluations.  All performance evaluations are analyzed to assess the prospect’s ability to take on new job duties with increased responsibilities. 

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

· We continue to promote from within and to partner with community groups, various nonprofits and other city agencies to diversify our application pool. 
· HR has instituted a new evaluation process to assist managers and directors with workforce planning (and succession planning if needed)
· HR meets with directors and managers biannually to follow up on workforce planning and succession planning throughout the year

Workforce Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· We continue to ensure that managers and supervisors receive unconscious bias and structured interviewing trainings to provide them with the necessary tools for the recruitment process.  The EEO Officer takes part in various aspects of the recruitment and onboarding process to ensure compliance with the EEO policy and anti-discrimination laws. Hiring managers also receive a recruitment guide including information detailing their responsibilities under the EEO Policy and anti-discrimination laws. 

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

· We ensure that managers and supervisors receive unconscious bias and structured interviewing trainings to provide them with the necessary tools for the recruitment process.  
· The EEO Officer takes part in various aspects of the recruitment and onboarding process to ensure compliance with the EEO policy and anti-discrimination laws. 
· Hiring managers also receive a recruitment guide including information detailing their responsibilities under the EEO Policy and anti-discrimination laws. 
· The EEO Office has an open door policy and takes part in the recruitment process and can answer director’s/manager’s questions and concerns 

Workforce Goal #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


4. 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.

We currently do not have workforce underutilization.  We are continuing to implement the workforce strategies that we implemented in FY2023 that have proved beneficial.  We are trying to improve these strategies by ensuring that hiring managers have all the tools they need to successfully hire their staff and successfully plan the work for their units.  If underutilization does arise the Human Resources Director, the EEO Officer, and General Counsel will meet to address underutilization.  

B. Workplace:

Please list the Workplace Goal(s) included in Section IV: Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
1.  [Copy Workplace goal from FY 2024 DEI-EEO plan]

· We strive to continue to ensure an all-inclusive work environment. Our agency encourages transparency which includes the exchange of ideas and thoughts, the communication with respect to issues staff may be experiencing, along with a collaborative process that is intended to reach a resolution as a means to foster a truly healthy work environment. Through the creation of employee-led committees, we promote an atmosphere of collaboration and inclusion.  We hope to institute Employee Resource Groups (ERGs) to provide a safe space where staff can come together and grow professionally and personally in a team-building environment.  

Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent. How do you evaluate the effectiveness of these actions?

The employee-led committees continue to plan events and to promote an atmosphere of collaboration and inclusion.  The employee-led committee planned a staff retreat in July followed by an Award ceremony in August.  The staff retreat and award ceremony created an environment of teamwork and camaraderie that permeated throughout the building.  These events created a sense of belonging, collaboration and inclusion.  

We still hope to institute Employee Resource Groups to provide a safe space where staff can come together and grow professionally and personally in a team-building environment.

Workplace Goal #1 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· Our office maintains a large percentage of women in high-ranking positions, which increases the percentage of underrepresented minorities. Managerial staff participate in training to specifically enhance the cultural competency of hiring managers and other employees who take part in the interviewing process. Last year all supervisory staff took part in a 2-day manager’s training that was rooted in energy leadership and with tools to become a more effective supervisor.  We also established a director’s retreat to allow supervisory staff to get to know each other better, to identify their preferred management style, and to collaborate with other supervisors with differing or similar styles.  

Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

Managerial staff continue to participate in training to enhance cultural competency that is beneficial for their teams and during the interview process.  This quarter we continued our director’s retreat to collaborate with other supervisors, learn different management styles and to get to know one another better.  We hope to continue these sessions as needed.  

Workplace Goal #2 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

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

· During the recruitment process, the EEO Officer and/or the HR Director joins the hiring manager during the first-round interviews.  After each interview, the panel will come together to discuss each candidate and to eliminate any unconscious biases and to ensure that candidates are selected based on qualifications needed pursuant to the job description.  During the second round interview the hiring manager and the selection committee will also discuss second round candidates to closely analyze those candidates that should move on to the third round of interviews.  While the selection committees vary with each hiring department, all employees participating in the hiring process have taken the requisite unconscious bias and structured interviewing trainings.  The inclusion of the EEO officer during recruitment promotes complete impartiality during each phase of the recruitment process.  


Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

HR assists hiring managers with application/resume review.  Once the hiring manager is ready to commence interviews, the EEO Officer and/or the HR Director joins the hiring manager during the first-round interviews and discuss selections with the hiring committee or hiring manager to ensure the elimination of any biases and to ensure candidates are selected based on qualifications pursuant to the job description.   

Workplace Goal #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· Professional development training will be offered to all employees and managers to maintain the high caliber of talent currently within the agency.  The agency has invested in LinkedIn Learning which provides thousands of training modules or courses to assist staff with their professional development. A professional development budget is also available to provide staff with DCAS trainings as well as any external professional development deemed to benefit staff. Moreover, our agency frequently recognizes staff for outstanding work and improvement to both motivate employees and to encourage managers in support of their continued growth through mentoring and coaching. Finally, we have instituted team-building days to build relationships and enhance team bonding through various activities.


Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

Staff are taking LinkedIn Learning courses assigned by HR, and have access to a plethora of courses that each employee can choose to help with the career path they have chosen for themselves.  

OBBP continues to recognize staff for improvement and outstanding work to support the continued growth of our team through mentoring and coaching.  

We will continue to schedule team building days to enhance collaboration and team bonding.  

Workplace Goal #4 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


5. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, cultural programs promoting diversity, newsletters/articles, etc.) and describe them, including the dates when the activities occurred.

· Our programs team provides, and hosts events focused on equity, diversity, and inclusion for staff and the public as they have done for countless years. This office also partners with community stakeholders to host events or assist in give aways such as winter coats, books, pajamas, and Christmas toys.  Many staff volunteer to assist with these events after regular workdays and even on weekends.  These activities maintain a positive morale both inside and outside of the agency.


C. Community:

Please list the Community Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys).
	

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

· The Borough President allocates discretionary funding to support not-for-profit organizations that help the community through various programs, initiatives, and events. The Borough President consistently supports MWBEs and provides monetary assistance to community groups, programs, and non-profits through partnerships for events in the community as well as through financial allocations.  One prime example is the $45.1m in capital funding allocated to NYC Health and Hospitals for the advancement of maternal health in Brooklyn.  Another example are the partnerships between Brooklyn For All, Inc. and different community stakeholders to provide essentials to underrepresented communities such as winter coats, pajamas and coats during the winter.   Moreover, the Borough President determines how to allocate his expense budget on a quarterly basis to support not-for-profit organizations in their mission to provide much needed services in Brooklyn.  

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served  How do you evaluate the effectiveness of these actions?

The Borough President continues to allocate discretionary funding to support not-for-organizations that serve the community of Brooklyn.  In FY 2023 and in the FY 2024, the Brooklyn Borough President’s City-Affiliated non-profit issued payments to forty (40) minority and/or women-led vendors.  In FY 2023, of the many nonprofits that the Borough President assists through expense budget allocations, forty-six (46) non-profits were minority and/or women led organizations, for a total of $562,000 in allocations.  The Borough President plans to continue this trend in helping nonprofit organizations who serve the community, including but not limited to minority and/or women-led organizations.  In quarter 1, we conducted business with seven (7) minority and/or women led organizations, in the amount of $182,000. 

The Borough President’s Office has also consistently partnered with other agencies, groups, programs and non-profits for community events and programming.  We partner with City agencies such as NYCHA, HPD, NYPD, Community Boards, Council Members, Office of the Mayor etc., community-based organizations such as Rise Boro, Atlantic Avenue LDC, and various other coalitions, BIDs, and projects.  In Quarter 1, we attended the Brooklyn RUN 5K in Prospect Park, the International Arts Festival, the International Cricket Council’s Cricket World Cup briefing led by the Mayor’s Office of Intergovernmental Affairs, the Brooklyn West Indian Day Parade, the 71st Precinct’s Veterans Parade, and the Gun Violence Prevention Task Force Meeting, held Community Resources Information Series, hosted an Immigration Resource Fair with CM Nurse, as well as various other meetings and/or events for providing resources and information to the community.  The Borough President’s Office plans to continue this work moving forward to support Brooklynites.  


Community Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· The Community Affairs Department is a crucial part of the Borough President’s vision for a Brooklyn for all.  The Community Affairs team’s work is primarily in the various communities of Brooklyn, especially the underrepresented communities, to provide information about the Borough President’s initiatives and to ensure that the People’s House is responsive to the needs of the community.  The Community Affairs Department often take meetings with or collaborate with various stakeholders and to provide resources and assistance to the community.  Stakeholders may include but are not limited to various religious groups and faith-based institutions, grass roots organizations, police precincts, the GOD squad, the Mayor’s Office of Faith-based Initiative and Community Affairs.  They take part in a wide range cultural activities and parades and assist with townhalls regarding various issues such as the proposed Casino in Coney Island.  


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served  How do you evaluate the effectiveness of these actions?

The Community Affairs department is one of the Borough President’s public facing departments.  The work of the Community Affairs department is catalytic in achieving the Brooklyn Borough President’s vision.  Community Affairs is the department that is generally out in the field to both provide information to various communities but also to collaborate with other city agencies, community based organizations and various stakeholders to provide resources and assistance to the community.  As mentioned above, in Quarter 1, we attended various parades, including but not limited to the Brooklyn West Indian Day Parade as well as the 71st Precinct’s Veterans Parade, held Community Resources Information Series and Jazz Concert Series to provide constituents with informative resources and with performing arts entertainment from local artists, hosted an Immigration Resource Fair with CM Nurse to provide critical services to CM Nurse’s district, as well as various other meetings and/or events for providing resources and information to the community such as with the Brooklyn W.A.Y. Coalition Meetings and Community Action and Advocacy Workgroup meetings.  The Borough President’s Office plans to continue this work collaborating with community stakeholders moving forward to support Brooklynites by hearing directly from the community and providing the information resources the community wants and needs.  

Community Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· Our office also encourages, recognizes, and celebrates individuals or organizations who are giving back and supporting their community. Currently the Borough President’s main focus is on the health disparities in Brooklyn as it relates to development and the disparities in the statistics of maternal mortality as it relates to race.  To address these issues, the Borough President has (1) consulted with the New York Academy of Medicine (NYAM), the Regional Plan Association (RPA, and the Hester Street Collaborative, Inc. (Hester Street) to create a data driven Comprehensive Plan for Brooklyn to inform his decisions on development within the Uniform Land Use Review Process as a means to reduce health disparities in Brooklyn and (2) established a Maternal Health Task Force which has assisted the Borough President with promoting maternal health through programming and a multimedia campaign to provide information and resources for black and brown mothers and pregnant people.  These major initiatives coupled with the Borough President’s allocation of $45.1m in capital funding across the three public hospitals in Brooklyn are just a few examples of how Borough President Reynoso plans to promote equity and fight disparities in all facets of life for Brooklynites all over the borough no matter their identity characteristics. 


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

The Brooklyn Borough President’s Office puts diversity, equity, and inclusion at the forefront of what it does.  Many programs and events hosted and co-hosted by the Brooklyn Borough President’s Office often honor and celebrate individuals and organization who have impacted Brooklyn and the City of New York in a positive way.  The Borough President also uses the foundations of DEI in his policies and planned initiatives for the borough.  Borough President Reynoso takes pride in seeking the data and statistics needed to make informed decisions and receiving feedback from the community based on the findings and proposed policies or initiatives.  As evinced by the Reports produced by NYAM and RPA that were then converted into the Borough President’s Comprehensive Plan for Brooklyn, as well as his Maternal Health work in forming the Maternal Health Task Force and providing various resources to the community.  In addition to the FY2023 funding allotted to three (3) Brooklyn Health and Hospital Corporation facilities and the giveaways for constituents in early 2023, in Quarter 1 of FY2024 the Brooklyn Borough President’s Office hosted its very first Maternal Health Expo that provided important information about maternal health, as well as different activities for constituents and their children.  The Expo provided a safe space for pregnant persons and people who wanted to become pregnant to receive information and enjoy activities such as yoga, prenatal nutrition workshop, exercise activities, know your rights workshops and community resources.  The Borough President and the Maternal Health Task Force are in the beginning stages of planning an initiative that would help to diversify the workforce in midwifery.  The Task Force created a subcommittee that will assist in the selection of a CUNY school that would launch a midwifery program.  The subcommittee consists of academics, a student, researchers, and midwives.  


Community Goal #3 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


4. Other Community programs and activities:
Please describe any other Community-directed programs and activities (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe them, including the dates when the activities occurred.
On July 11, 2023, the Office of the Brooklyn Borough President hosted its first ever Disability Pride event to celebrate the anniversary of the ADA and to discuss and inform the public on disability rights.  

On Saturday, July 15, 2023, the Office of the Brooklyn Borough President hosted its first ever Maternal Health Expo to provide pregnant people and people who wish to become pregnant with valuable information about prenatal and maternal health, as well as informative and fun workshops and activities.  

On September 21, 2023, the Office of the Brooklyn Borough President partnered with CM Nurse to host an immigration resource fair at St. Thomas Episcopal Church located at 1405 Bushwick Avenue in Brooklyn.  

On September 28, 2023, the Office of the Brooklyn Borough President hosted a Community Resources Information Series workshop called Rainfall Ready NYC which talked about storm and hurricane preparedness for constituents.  

D. Equity, Inclusion and Race Relations Initiatives:

Please list the Equity, Inclusion and Race Relations initiatives included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan.

Please describe the steps that your agency has taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. Please specify Equity and Race Relations initiatives embarked on, or continued from previous year(s), e.g., meetings, educational and cultural programs, presentations, discussions, books/articles, other suggested readings, etc., and describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?


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

· Our agency provides a monthly EEO newsletter to employees with relevant EEO information and updates, as well as informative emails regarding various diversity-based observation days, weeks, or months.  

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

· Our agency continues to send monthly EEO newsletter to employees with relevant EEO information and updates, as well as informative emails regarding various diversity-based observation days, weeks, or months.  

Equity, Inclusion and Race Relations Initiative #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· As we develop policies and programs, our agency ensures that all policies and resources benefit our constituency equitably.  We consistently provide staff with training opportunities based in equity and inclusion.  The various events and programming hosted by our office and in conjunction with Brooklyn for All, Inc. are geared to celebrate culture and accomplishments, promote diversity and inclusion, and highlight the various national and international observation days that shed light on the commemoration of historical or cultural events and people throughout history who contributed to diversity and inclusion in one way or the other.  The EEO Newsletter is a means to highlight monthly DEI events and holidays and to inform staff about the EEO Office and processes.  

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

We continue to develop policies and programs that are equitable.  We provide staff with training opportunities based in equity and inclusion.  In Quarter 1, we assisted the 18 Brooklyn community boards to take their required EEO trainings and helped them to prepare for the EEPC Audit.  We continued to schedule programming with the BP’s City affiliated nonprofit to celebrate culture & accomplishments, to promote diversity and inclusion and to highlight the various national and international observation days and cultural events that contribute to diversity.  We also use the EEO Newsletter to highlight monthly DEI events and observations days.  


Equity, Inclusion and Race Relations Initiative #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


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

· Team building activities are scheduled and planned by staff-led committees to assist in the foundation of teamwork.  Staff have also engaged in extracurricular activities such as the NYC Agency Softball League forming the Brooklyn Trolleys, as a compliment to Borough Hall Softball teams of the past.  Employees encourage each other, celebrate each other’s accomplishments, as well as birthdays and other life milestones.  Such activities are pertinent for team building and have happened organically, allowing the formation of better working relationships. 

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

Staff continue to plan staff-led team building activities.  In Quarter 1, we closed out the NYC Agency Softball League season and planned to join the next calendar year.  Employees planned the annual staff retreat and the awards ceremony in Quarter 1.  Staff also looked forward to planning future events to encourage one another, to celebrate the accomplishments and birthdays or career milestones of other staff members.  

Equity, Inclusion and Race Relations Initiative #3 Updates:
Q1 Update: 	☒ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☒ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
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V. Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., targeted outreach and outreach, diversity recruitment, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 

1.  [Copy Recruitment Initiatives/Strategies from FY 2024 DEI-EEO plan]
The agency works with various agencies to disseminate multiple agency job postings. The Office of the Brooklyn Borough President uses all the resources at its disposal, including but not limited to partnering with the Department of Labor, posting job vacancies on websites such as LinkedIn and Indeed, sharing the postings with DCAS and other city agency APOs, the Brooklyn Public Library, and the Brooklyn community boards to share these postings in a targeted effort to expand our reach. Additionally, the Community Affairs department disseminates job vacancy flyers at the various events they table, such as street fairs, wellness events, workshops, block parties, etc. As a result, the agency has captured between 300-600 applicants in FY2023. The diversity of the applicant pool allows us to meet the goal of maintaining diversity. We plan to continue: 
· Reviewing policies, procedures, and practices related to outreach and recruitment.
· Analyzing agency job postings to ensure new diversity, inclusion, and equal opportunity employer messaging is included.
· Sharing job vacancies with the Department of Labor to be posted on their website. 
· Sharing job vacancies with DCAS to be placed in their newsletter. 
· Partnering with many of the 18 Brooklyn Community Boards to share job postings at their offices and various community-held events, such as job fairs and monthly meetings.
· Partnering with the Brooklyn Public Library to disseminate BBH job postings and place them on their website. 
· Sharing job vacancy notices with the Mayor’s Office for People with Disabilities at nycatwork@mopd.nyc.gov, (212) 788-2830, and ACCES VR by sending the job vacancy notices to Maureen Anderson at Maureen.Anderson@nysed.gov  (212) 630-2329 so they can share it with their clients.
· Sharing job vacancy notices with community stakeholders such as organizations and not-for-profits to share within the community and their networks.
· Using targeted recruiting for vacancies that require specific skill sets. 

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?

	We continue to use this process in our recruitment.  We evaluate the effectiveness of these actions in the interest that our job postings have gained.  Since implementing these strategies in FY2023, we have noticed that our job vacancy postings has generally tracked approximately 300 applications in a 30 day period.  Some postings may range a bit lower than 300 but we have also seen increases to above 300.  In Quarter 1, we received over 600 applications for our five (5) open positions.  For Quarter 2 we are planning to use these initiatives and strategies for our Q2 open positions. We expect that this upward trend of applications will continue. Additionally, for positions that require specialized knowledge we branch out beyond the above list to seek different associations, organizations, schools, as well as civil service lists that can assist with sharing the job posting to their networks.  

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


2. Please describe any recruitment efforts designed to increase the effectiveness and improve the hiring and selection reach of your agency during the quarter and describe the activities, including the dates when the activities occurred.
The Human Resources Department and the EEO office collaborate with the hiring managers to ensure that the application pool is competitive and that selections are based on the job description and the needs of the department.  The HR department has created a sorting method to allow hiring managers to screen potential candidates and monitor the selection process for each position.  The HR Director or the EEO Officer take part in the interview process to ensure that each candidate is given an equal opportunity for employment.  In between rounds the Hiring Manager discusses selections with the HR director and/or the EEO officer prior to proceeding to the second round.  Second round interviews are conducted by the hiring manager and the deputy chief of staff of that unit.  The Chief of Staff conducts the final interview.  The checks and balances embedded in this process allows a competitive selection of the numerous applications received, an equal opportunity within the interview process, and a fair selection process of the final candidate by allowing the various hierarchies to interview the candidate and make a collaborative decision on the best fit for the position.  

B. Recruitment Efforts for Civil Service Exams
List all recruitment events that were held by the agency to promote open-competitive civil service examinations.
		
	Quarter #
	Event Date
	Event Name
	Borough

	
	
	none
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	




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

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

	Bronx
	
	
	
	

	Brooklyn
	none
	
	
	

	Manhattan
	
	
	
	

	Queens
	
	
	
	

	Staten Island
	
	
	
	



C. Recruitment Sources
List recruitment sources used for filling vacancies in the current Quarter (include Q#)
1. Continue partnering with community organizations and not-for-profits such as the Brooklyn Chamber of Commerce and Neighborhood Economic Development, the YMCA, for job postings to reach individuals in underserving communities.
2. Establish new and build upon existing relationships with schools and colleges such as CUNY
3. Continuing to share vacancies with NYS Department of Labor.
4. Continuing to share vacancies with Brooklyn Public Libraries.
5. Continuing to share vacancies with Brooklyn Community Boards.
6. Continuing to share vacancies with the Mayor’s Office for People with Disabilities.
7. Continuing to post vacancies on Indeed
8. Directors who are hiring often advertise open positions on LinkedIn. 
9. Partner with DCAS & other Agency Personnel Officers (APOs) to send out fliers to their staff and network.

D. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2024. [Note:  Please update this information every quarter.]

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

1. Urban Fellows Total: 0

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

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

2. Public Service Corps Total: 0

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

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

3. Summer College Interns Total: 0

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

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

4. Summer Graduate Interns Total: 0

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

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

5. Other (specify) Total: 6 High School Interns 

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

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

Additional comments: 
Although we provide our interns with the self-identification form and encourage self-identification, our interns did not self-identify.


E. 55-A Program

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

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

Q1 (9/30/2023):  __________  Q2 (12/31/2023):  __________  Q3 (3/31/2024):  __________  Q4 (6/30/2024):  __________

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

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

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

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

The 55-a Coordinator has achieved the following goals:

1. Disseminated 55-a information –
    by e-mail:    ☐ Yes   ☒ No
	     in training sessions:    ☐ Yes   ☒ No
on the agency website:    ☐ Yes   ☒ No
through an agency newsletter:    ☐ Yes   ☒ No
Other:_________________________________

2. The Agency does not use the 55-a program, so this section does not apply to OBBP. 


VI. Selection (Hiring and Promotion)

Please review Section VI of your  FY 2024 Diversity, Equity, Inclusion and EEO Plan and describe your activities for this quarter below:

Please list additional Selection Strategies and Initiatives which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., use of structured interview, EEO or APO representatives observing interviews, review of placements, review of e-hire applicant data).
Please describe the steps that your agency has taken to meet these objectives.
1.  Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer  opportunities.

The agency career counselor sends out civil service 101 information as well as information regarding training/professional development via email. The career counselor will meet with employees and their supervisor to discuss ways to enhance their skills and create a professional development plan to assist with the employee’s professional growth.  

3. Reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions.

The HR Department works with the Hiring manager to select candidates for interviews.  The Hiring Manager interviews the candidates during the first round of interviews with either the HR Director or the EEO Officer.  At the conclusion of that round the Hiring Manager and/or the EEO Officer discuss potential candidates to move to the second round.  During second round interviews the Deputy Chief of Staff conducts the interview with the Hiring Manager.  The potential candidates select during the second round of interviews, moves on to interview with the Chief of Staff during the third round of interviews.  

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

The EEO Officer supports the hiring manager by reviewing interview questions, observing interviews, ensuring that each candidate is provided with an equal opportunity for employment, and discussing potential candidates who are moving on with the hiring manager.  

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

The HR director, the EEO Officer, and the General Counsel analyze the impact of layoff/termination with respect to racial, gender and age groups to ensure that the Office maintains a diverse profile.  

6. Other:



During this Quarter the Agency activities included:	# of Vacancies		# of New Hires	# of New Promotions
Q1	   # __2__		    # __1___		   # ___2__
Q2	   # _____		    # _____		   # _____
Q3	   # _____		    # _____		   # _____
Q4	   # _____ 		    # _____  		   # _____
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VII. Training

[bookmark: _Hlk530067472]Please provide your training information in Part II of the report “DEI-EEO Training Summary” (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]
VIII. Reasonable Accommodation

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

The agency did input full Reasonable Accommodation activity on the DCAS Citywide Complaint and Reasonable Accommodation (CAD) Database:

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

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

A. Local Law 92:  Annual Sexual Harassment Prevention training

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

B. Local Law 97:  Annual Sexual Harassment Reporting

☒ The agency has entered the sexual harassment Complaint Data in the DCAS Citywide Complaint Tracking System and updates the information as they occur.
					Q1   ☒		 Q2   ☐		 Q3   ☐		 Q4   ☐

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

☒ The agency ensures that complaints are closed within 90 days. 

Report all complaints and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by logging into your CICS Account at:  https://mspwva-ctwapx02.csc.nycnet/Login.aspx

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

Please provide E.O. 16 Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).
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IX.  Audits and Corrective Measures

Please choose the statement that applies to your agency. 

☒ The agency is NOT involved in an audit conducted by NYC Equal Employment Practice Commission (EEPC) or another governmental   agency specific to our EEO practices.

☐ The agency is involved in an audit; please specify who is conducting the audit: ___________________________________.
	
	☐ Attach the audit recommendations by EEPC or the other auditing agency.

	☐ The agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall amend the agency      plan for FY 2023.

☒ The agency received a Certificate of Compliance from the auditing agency in 2022 or 2023.

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


Appendix A: EEO Personnel Details

EEO  Personnel For _1st_ Quarter, FY 2024

Personnel Changes

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

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

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

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

	

	Employee's Name & Title
	
	
	

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

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

	For New EEO Professionals:

	
Name & Title
	4. 
	5. 
	6. 

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

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

	

	Name & Title			
	
	
	

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

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



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

	Name & EEO Role			
	1. Corina Lozada
	2.	Felicia Santiago
	3.	Rokeya Begum

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

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

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







EEO Personnel Training Continued:

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

	Name & EEO Role
	4.
	5.
	6.

		Completed EEO Trainings:
1. Everybody Matters-EEO and D&I
2. Sexual Harassment Prevention
3. lgbTq: The Power of Inclusion
4. Disability Awareness & Etiquette 
5. Unconscious Bias
6. Microaggressions
7. EEO Officer Essentials:
      Complaint/Investigative Processes
8. EEO Officer Essentials:
       Reasonable Accommodation
9. Essential Overview Training
      for New EEO Officers
10. Understanding CEEDS Reports

	



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

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

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








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

Please provide full mailing address of the principal Agency EEO Office:
	MAILING ADDRESS:	209 Joralemon Street, Suite 300-1, Brooklyn NY 11201

Diversity and EEO Staffing as of _1_Quarter FY 2024*


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

	EEO Officer/Director
	Corina Lozada
	Executive Agency Counsel
	100%
	Corina.lozada@brooklynbp.nyc.gov
	718-802-3883

	Deputy EEO Officer OR
Co-EEO Officer
	
	
	
	
	

	Chief Diversity & Inclusion Officer
	
	
	
	
	

	Diversity & Inclusion Officer
	
	
	
	
	

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	
	
	
	
	

	ADA Coordinator
	Corina Lozada
	
	
	Corina.lozada@brooklynbp.nyc.gov
	718-802-3883

	Disability Rights Coordinator
	
	
	
	
	

	Disability Services Facilitator
	
	
	
	
	

	55-a Coordinator
	Felicia Santiago
	
	
	Felicia.santiago@brooklynbp.nyc.gov
	718-802-3901

	Career Counselor
	Ricardo Newball
	
	
	Ricardo.newball@brooklynbp.nyc.gov
	718-802-3982

	EEO Counselor
	
	
	
	
	

	EEO Investigator
	Rokeya Begum
	
	
	Rokeya.begum@brooklynbp.nyc.gov
	718-802-2772

	EEO Counselor\ Investigator 
	
	
	
	
	

	Investigator/Trainer
	
	
	
	
	

	EEO Training Liaison
	
	
	
	
	

	Other (specify)
	
	
	
	
	

	Other (specify)
	
	
	
	
	


* Please note changes (new personnel filling the specified role). You may insert additional entries as needed. Title refers to the civil service title. If there is an EEO\Diversity role that your staff performs that is not on the list above, you may indicate it on the chart.  You may provide full contact information once if several roles are performed by the same person.
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