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Dear President Mellow:

On behalf of the members of the Equal Employment Practices
Commission (Commission or EEPC), thank you and your agency for the
cooperation extended to our staff during the course of this audit. This
letter contains the Commission’s findings and preliminary
determinations pursuant to our audit and analysis of your agency’s
Employment Practices and Procedures for the period covering July 1,
2012 to December 31, 2015.

The New York City Charter, Chapter 36, Section 831(d)(5), empowers this
Commission to audit and evaluate city agencies’ employment practices,
programs, policies and procedures, and their efforts to ensure fair and
effective equal employment opportunity for employees and applicants
seeking employment with city agencies. Section 832.c provides that this
Commission may, pursuant to an audit, make a preliminary determination
that any plan, program or procedure utilized by any city agency does not
provide equal employment opportunity and recommend all necessary and
appropriate procedures, approaches, measures, standards and programs
to be utilized by agencies in these efforts.

The Fiorello H. LaGuardia Community College, which may herein be
referred to as “the agency,” falls within the Commission’s purview under
Chapter 36, Section 831(a) of the New York City Charter, which delineates
city agency as any “city, county, borough or other office, administration,
board, department, division, commission, bureau, corporation, authority,
or other agency of government where the majority of the board members
of such agency are appointed by the mayor or serve by virtue of being city
officers or the expenses of which are paid in whole or in part from the city
treasury...”
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The purpose of this audit and analysis is to evaluate the agency’s Employment Practices and
Procedures, not to issue findings of discrimination pursuant to the New York City Human Rights
Law. This Commission has adopted Uniform Standards for EEPC Auditst and Minimum Equal
Employment Opportunity Standards for Community Boards to assess agencies’ EEO programs and
policies for compliance with federal, state and local laws, regulations, policies and procedures
which are designed to increase equality of opportunity for municipal government employees and
job applicants. These standards are founded upon and consistent with federal, state and local
laws, regulations, procedures and policies including, but not limited to, the Citywide Equal
Employment Opportunity Policy - Standards and Procedures to be Utilized by City Agencies; the
New York City Human Rights Law (NYC Administrative Code §§8-107(1)(a) and (d), 8-107.13, and
8-107.1); the New York State Civil Service Law §55-a; the Uniform Guidelines on Employee
Selection Procedures (29 CFR §8§1607.3 - 1607.7); the Americans with Disabilities Act and its
Accessibility Guidelines; and the equal employment opportunity requirements of the New York City
Charter. Prescribed corrective actions are consistent with the aforementioned parameters.

Since this Commission is empowered to review and recommend actions which each agency
should consider including in its annual plan of measures and programs to provide equal
employment opportunity (Annual EEO Plan), the audited agency should incorporate required
corrective actions in its current EEO Program and prospective Annual EEO Plans.

Scope and Methodology

This Commission’s audit methodology includes collection and analysis of the documents, records
and data the agency provides in response to the EEPC Document and Information Request Form;
responses to the EEPC Interview Questionnaires for EEO professionals and others involved in EEO
program administration; and, if applicable, review of the agency’s Annual EEO Plans and Quarterly
EEO Reports and analysis of workforce and utilization data from the Citywide Equal Employment
Database System (CEEDS).

This Commission reviews the workforce statistics and utilization analysis information available via
CEEDS to understand the concentrations of race and gender groups within an agency’s workforce.
(CEEDS may be unavailable for certain non-mayoral agencies. In such cases, the EEPC requests
that the agency submit similar statistics and analysis.) EEO Program Analysts examine
imbalances between the number of employees in a particular job category and the number that
would reasonably be expected when compared to their availability in the relevant labor market.
Personnel transactions are reviewed in order to ascertain the agency’'s employment practices.
Where underutilization is revealed within an agency’s workforce, EEO Program Analysts assess
whether the agency has undertaken reasonable measures to address it.

EEO professionals (including, but not limited to, past or current EEO Officers, Deputy or Co-EEO
Officers, EEO Counselors, EEO Trainers, EEO Investigators, Disability Rights Coordinators, Career
Counselors, 55-a Program Coordinators) and others involved in EEO program administration such
as the Principal Human Resources Professional are given a two-week deadline to complete and
return their individual questionnaires. The Commission’s EEO Program Analysts also conduct

1 Corresponding audit/analysis standards are numbered throughout the document.
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additional research and follow-up discussions or interviews with EEO professionals, when
appropriate.

Description of the Agency

LaGuardia Community College of the City University of New York is named for Fiorello H.
LaGuardia, New York City’s New Deal mayor, who inspired a city of immigrants. LaGuardia
Community College’s mission is to educate and graduate one of the most diverse student
populations in the country to become critical thinkers and socially responsible citizens who help to
shape a rapidly evolving society. LaGuardia offers more than 50 associate degree programs in
many fields, from nursing to business to the arts to computer science, and four certificate
programs.

The agency’s September 1, 2015 - August 31, 2016 Affirmative Action Plan for Women and
Minorities indicated 1,007 employees; 607 employees were employed in non-pedagogical titles—
which are under the EEPC’s jurisdiction. (See Appendix 1.)

PRELIMINARY DETERMINATIONS AFTER AUDIT AND ANALYSIS

Following are the corresponding audit standards for each subject area along with the EEPC’s
findings and required corrective actions, where appropriate:

I. ISSUANCE, DISTRIBUTION AND POSTING OF EEO POLICIES:
Determination: The agency is in partial compliance with the standards for this subject area.

1. Issue a general EEO Policy statement or memo reiterating commitment to EEO, declaring the
agency's position against discrimination on any protected basis, advising employees of the
names and contact information of EEO professionals, and attaching, or providing employees
pertinent electronic links to, an EEO Policy/Handbook.

v' The college President’s annual EEO Policy statement was issued to faculty and staff in
September 2012, 2013, and 2014 and December 2015. The policy statement expressed “/
write to strongly reaffirm LaGuardia [Community College’s] commitment, and my own
commitment, to the principles of affirmative action, equal opportunity, and diversity.” The
President’s EEO Policy statement reiterated “[iJt is the policy of The City University of New York
and LaGuardia Community College to recruit, employ, retain, promote, and provide benefits to
employees and to admit and provide services for students without regard to race, color, creed,
national origin, ethnicity, ancestry, religion, age, sex, sexual orientation, gender identity,
marital status, legally registered domestic partnership status, disability, predisposing genetic
characteristics, alienage, citizenship, military or veteran status, or status as a victim of
domestic violence. Sexual harassment, a form of sex discrimination, is also prohibited.” The
EEO Policy statement included the names of the agency’s EEO professionals and included the
address and phone number of the agency’s Diversity Office.

» The agency’s EEO Policy statement did not include all protected classes (specifically, it
did not include “prior record of arrest or conviction,” “status as a victim of sex
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offenses,” “status as a victim of stalking,
history.”) Corrective Action Required.

unemployment status,” or “consumer credit

Corrective Action #1: Issue a general EEO Policy statement or memo reiterating commitment
to EEO, declaring the agency's position against discrimination on any protected basis, advising
employees of the names and contact information of EEO professionals, and attaching, or
providing employees pertinent electronic links to, an EEO Policy/Handbook.

NOTE: The list of protected classes should be all-inclusive and consistent with the agency’s
EEO Policy, The City University of New York Policy on Equal Opportunity and Non-
Discrimination.

2. 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 EEO Policy that
conforms to city, state and federal laws - for use by managers, supervisors, and legal, human
resources and EEOQO professionals. Include, or attach as addenda: a policy against sexual
harassment; uniform and responsive procedures for investigating discrimination complaints
and providing reasonable accommodations; an up-to-date list of protected classes under NYC
and NYS Human Rights Laws; and current contact information for the agency’s EEO
professionals, as well as federal, state and local agencies that enforce laws against
discrimination.

v' The agency reported that during the period in review, its EEO Policy, The City University of New
York Policy on Equal Opportunity and Non-Discrimination was distributed to all employees via
email with the EEO Policy statement and was posted to the Office of Compliance and
Diversity’s webpage where it was accessible by all employees. The agency also reported that
new employees were directed to an electronic copy of the EEO Policy during onboarding and
required to sign an acknowledgment of receipt. The EEO Policy included sections entitled
“Complaint Procedures Under the City University of New York’s Policy on Equal Opportunity
and Non-Discrimination” and “Some Relevant Laws Concerning Non-discrimination and Equal
Opportunity.” The policy referred individuals to CUNY’s Sexual Misconduct Policy for
information on complaints of sexual harassment and sexual violence; and CUNY’s Procedures
on Reasonable Accommodation for information on reasonable accommodations for
disabilities, which were both posted to the Office of Compliance and Diversity’'s webpage
where they were accessible by all employees. During the period in review, the agency’s EEO
Policy stated “[i]t is the policy of the University—applicable to all colleges and units— to recruit,
employ, retain, promote, and provide benefits to employees (including paid and unpaid
interns) and to admit and provide services for students without regard to race, color, creed,
national origin, ethnicity, ancestry, religion, age, sex (including pregnancy, childbirth and
related conditions), sexual orientation, gender, gender identity, marital status, partnership
status, disability, genetic information, alienage, citizenship, military or veteran status, status
as a victim of domestic violence/stalking/sex offenses, unemployment status, or any other
legally prohibited basis in accordance with federal, state and city laws.” Under the section
“Some Relevant Laws Concerning Non-discrimination and Equal Opportunity,” the EEO Policy
included the statement: “New York State Human Rights Law prohibits discrimination based on
... prior arrest or conviction record.” Contact information for the agency’s EEO professionals
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were included in the college’s EEO Policy statement. In January 2015, the President issued a
memo to the “Campus Community” (employees, students, and applicants) to provide the
agency’s reasonable accommodations request procedure, Procedures for Implementing
Reasonable Accommodation at the City University of New YorK.

» The City University of New York Policy on Equal Opportunity and Non-Discrimination, did
not include or attach as an addenda: an up-to-date list of protected classes under NYC
and NYS Human Rights Laws (specifically, it did not include “consumer credit history”);
or current contact information for the federal, state and local agencies that enforce
laws against discrimination. Corrective Action Required.

Corrective Action #2: Distribute/Post a paper or electronic copy of an agency EEO Policy that
conforms to city, state and federal laws - for use by managers, supervisors, and legal, human
resources and EEO professionals. Include, or attach as addenda: an up-to-date list of
protected classes under NYC and NYS Human Rights Laws; and current contact information for
the federal, state and local agencies that enforce laws against discrimination.

NOTE ON POLICY UPDATES: Subsequent to the audit period, the following protected categories
were added to the New York City’'s Human Rights Law: “caregiver status” (effective May 4,
2016); and “pregnancy” (enforcement guidance released on May 16, 2016). All EEO
policies/flyers and related documents must reflect these updates.

[I. EEO TRAINING FOR AGENCY:
Determination: The agency is in compliance with the standards for this subject area.

3. Establish and implement an EEO training plan for new and existing employees to ensure that
all individuals who work within the agency, including managers and supervisors, receive
training on unlawful discriminatory practices under local, state and federal EEO laws; EEO
rights and/or responsibilities; discrimination complaint and investigation procedures;
prevention of sexual harassment; and reasonable accommodation procedures.

v' The agency implemented annual orientation sessions for all new employees in the fall of each
year. During the period in review, orientation was provided to 160 non-pedagogical employees
(approximately 26% of the agency’s non-pedagogical workforce). (See Appendix 1.) Orientation
agenda items included Domestic Violence and the Workplace, Compliance and
Diversity/Sexual Harassment Prevention, and Workplace Violence Prevention. The agency
reported that during orientation, employees were informed of discrimination complaint
procedures and their rights and responsibilities under the EEO, domestic and workplace
violence, and sexual harassment policies. In its annual Affirmative Action Plan for Women and
Minorities (AAP), for September 1, 2015 to August 31, 2016 (“2016 AAP”), the agency
reported it provided a sexual harassment prevention course for managers and supervisors,
and “LGBTQ Sensitivity training session for all Academic Departments, Public Safety, [and]
Custodial Assistants” during the previous AAP plan year (September 1, 2014 to August 31,
2015).
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lll. EMPLOYMENT PRACTICES (Recruitment, Hiring & Promotion):
Determination: The agency is in partial compliance with the standards for this subject area.

4. Assess recruitment efforts to determine whether such efforts adversely impact any particular
group. To the extent that adverse impact is discovered, at a minimum, identify relevant
professional and community organizations serving women, minorities, and other protected
groups throughout the City, review and update listings of recruitment outreach sources, and
contact these organizations when provisional positions become available or where the agency
may otherwise use discretion in hiring.

v' During the period in review, as part of its annual AAP, the agency prepared Impact Ratio
Analyses to determine if its recruitment efforts adversely impacted women or minorities by
comparing applicant selection rates of minorities to non-minorities and males to females for
each Job Areas/Category (EEO-6 Category). In its AAP, the agency also identified Affirmative
Action Units (AAU) which had underutilization, a potential indicator of adverse impact, and the
job titles within each AAU. Additionally, the agency reported the principal EEO professional and
principal Human Resources (HR) professional identified and discussed recruitment sources to
consider when it looked to increase outreach efforts to address underutilization. The agency
also reported that for each job vacancy, a Search Committee was selected by the hiring
manager and briefed by the principal EEO professional regarding underutilization in the AAU.
The Search Committee was then charged with developing a recruitment plan which included:
identifying relevant recruitment sources to contact; interviewing candidates; selecting
interview finalists; recommending hires to the hiring manager; and participating in post-search
briefings. Recruitment plans from the period in review, for IT Associate Level |, Campus Public
Safety Sergeant, and Mail & Message Services Worker, included the job vacancy notice and
recruitment sources which were approved by the principal EEO professional. In its 2016 AAP,
the agency eliminated the previously indicated underutilization of Asian or Native Hawaiian or
Other Pacific Islanders in the Accountant - Accountant Assistant AAU, and reduced the
underutilization of women from four (4) to three (3) in the Campus Peace/Security Officer
Level | AAU. (See Appendices 2, 3, & 4.)

5. The principal EEO Professional, HR Professional, and General Counsel, review the agency’s
statistical information (i.e. workforce, hires, promotions, and separations by race/ethnicity and
gender,) the annual number of EEO complaints, and the agency’s employment practices,
policies and programs on an annual basis to identify whether there are barriers to equal
opportunity within the agency and determine what, if any, corrective actions are required to
correct deficiencies.

v' The agency reported that the principal EEO professional, principal HR professional, and
General Counsel met annually to review the agency’s Affirmative Action Plan for Women and
Minorities (AAP) and communicated regularly on EEO and HR matters. During the period in
review, the principal EEO professional prepared the agency’s annual AAP, which included
annual statistical information (i.e. utilization analyses, workforce analysis, and Impact Ratio
Analyses of hires, promotions, and separations); a review of the agency’s employment
practices, policies and programs, including: the use of an “internal audit and reporting system
...[to evaluate] results oriented programs and affirmative action efforts;” and the
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establishment of placement goals and expansion of recruitment sources to address workforce
underutilization.

» The agency did not demonstrate that the principal EEO professional, principal HR
professional and General Counsel reviewed the annual number of EEO complaints.
Corrective Action Required.

Corrective Action #3: Ensure that the principal EEO Professional, HR Professional and General
Counsel, review the annual number of EEO complaints to identify whether there are barriers to
equal opportunity within the agency and determine what, if any, corrective actions are required
in order to correct deficiencies (e.g. underutilization or adverse impact).

6. Assess the manner in which candidates are selected for employment, to determine whether
there is any adverse impact upon any particular racial, ethnic, disability, or gender group. To
the extent that adverse impact is discovered, determine whether the selection criteria being
utilized are job-related. Discontinue using criteria that are not job-related, and adopt methods
which diminish adverse impact.

v' The agency reported that Search Committees reviewed job descriptions to ensure selection
criteria were job related. In its annual Affirmative Action Plan for Women and Minorities (AAP),
the agency assessed selection rates via its Impact Ratio Analyses of applicants compared to
hires by Job Areas/Category. The Impact Ratio Analyses compared the selection rates of
minorities to non-minorities and males to females; and the 2016 AAP identified one (1)
statistically significant area of adverse impact hiring in the Job Areas/Category (EEO-6
Category) of Executive/Administrative/Managerial. Subsequent to the period in review, in May
2016, CUNY Central Civil Service Commission “review[ed the] job description and
qualifications” for the Media Services Technician title (in the Broadcasting / Media Titles AAU
which had underutilization of Hispanics and Asian or Native Hawaiian or Other Pacific
Islanders) and distributed the revised job title specification to the agency’s HR Department.

» The agency did not demonstrate that during the period in review, it assessed the
selection criteria for all AAUs which had underutilization, or discontinued the use of
unrelated selection criteria as identified by the Search Committee. As of July 1, 2014
and July 1, 2015, the agency reported underutilization of Blacks in three (3) AAUs
(CUNY Administrative Assistant, Campus Public Safety Sergeant, and Mail/ Message
Services Worker); Hispanics in one (1) AAU (Campus Peace/Security Officer Level ),
Asian or Native Hawaiian or Other Pacific Islander in two (2) AAUs (Computer
Specialists and Campus Public Safety Sergeant); and females in one (1) AAU (Campus
Peace/Security Officer Level I). Additionally, as of July 1, 2015, the agency reported
underutilization of Asian or Native Hawaiian or Other Pacific Islander in the Mail/
Message Services Worker AAU, and underutilization of females in the CUNY
Office/Secretarial Assistant AAU. (See Appendices 2 & 3.) Corrective Action Required.

Corrective Action #4: To the extent that adverse impact is discovered, determine whether the
selection criteria being utilized are job-related. Discontinue using criteria that are not job-
related, and adopt methods which diminish adverse impact.
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7.

If women, minorities, or other protected groups are underrepresented in titles where there is
discretion in hiring, advertise in minority- or female-oriented publications; contact
organizations serving women, minorities, and other protected groups; participate in career
fairs/open houses; or use internships to attract interested persons and to develop and hire
interested and qualified candidates.

On July 1, 2012, the agency reported an underutilization shortfall of one (1) Asian or Native
Hawaiian or Other Pacific Islander in the Administration Ill AAU, and a shortfall of two (2) Black
or African Americans in the Administration IV AAU. Since July 1, 2013, the agency reported
that its discretionary Non-Faculty managerial and professional positions in Administration Il
and Administration Ill AAUs (Higher Education Officer, Higher Education Associate, Higher
Education Assistant, and Assistant to Higher Education Officer job titles) did not experience
underutilization. Since July 1, 2014, the Administration IV AAU (Chief College Lab Technician,
Senior College Lab Technician, and College Lab Technician job titles) did not experience
underutilization.

» OnlJuly 1, 2013 and July 1, 2014, the agency reported a shortfall of one (1) Hispanic in
the Administration | AAU (President, Sr. Vice President/ Vice President, Dean,
Administrator, Associate Dean/ Associate Administrator, and Assistant Dean titles). On
July 1, 2015, the agency reported a shortfall of one (1) female, one (1) Hispanic, and
one (1) Asian or Native Hawaiian or Other Pacific Islander in the Administration | AAU.
The agency did not demonstrate that it targeted advertisements towards or contacted
groups that served the underutilized groups in AAUs that contained discretionary titles.
(See Appendices 2 & 3.) Corrective Action Required.

Corrective Action #5: If women, minorities, or other protected groups are underrepresented in
titles where there is discretion in hiring, advertise in minority- or female-oriented publications;
contact organizations serving women, minorities, and other protected groups; participate in
career fairs/open houses; or use internships to attract interested persons and to develop and
hire interested and qualified candidates.

If women, minorities, or other protected groups are underrepresented in civil service (list)
titles, review the competencies, skills and abilities required (as presented in job vacancy
notices and notices of examination) for available positions to ensure that these standards are
updated, job-related and required by business necessity. (This includes working with CUNY
Central Civil Service Commission if applicable.) Then advertise in minority- or female-oriented
publications, contact organizations serving women, minorities, and other protected groups;
participate in career fairs or open houses; or use internships to attract interested persons and
to develop and hire interested and qualified candidates.

The agency reported that except for the titles in the Administration I, Administration Il
Administration Ill, and Administration IV AAUs, all non-pedagogical titles are all competitive
civil service titles and subject to civil service hiring procedures. During the period in review, the
agency addressed the previously identified underutilization of Asian or Native Hawaiian or
Other Pacific Islanders in the Computer Specialist Affirmative Action Unit (AAU) by contacting
AsianLife.com during recruitment for an IT Assistant Level 1 (provisional) - Systems Engineer
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position. (See Section 1l.6.) The agency also reported that CUNY Central Civil Service
Commission reviewed competencies, skills and abilities required (as presented in job vacancy
notices and notices of examination) and distributed changes to civil-service title specifications
via written communication. Subsequent to the period in review, in May 2016, CUNY Central
Civil Service Commission “review[ed the] job description and qualifications” for the Media
Services Technician title (in the Broadcasting / Media Titles AAU which had underutilization of
Hispanics and Asian or Native Hawaiian or Other Pacific Islanders) and distributed the revised
job title specification to the agency’s HR Department.

» The agency did not demonstrate that it examined the competencies, skills and abilities
required (as presented in job vacancy notices and notices of examination) for available
positions in all of the aforementioned AAUs which have underutilization to ensure that
these standards were updated, job-related and required by business necessity.
Additionally, the agency did not demonstrate that it contacted other relevant
recruitment sources to address the aforementioned areas of underutilization. (See
Section lll.6 and Appendices 2 & 3.) Corrective Action Required.

Corrective Action #6: If women, minorities, or other protected groups are underrepresented in
civil service (list) titles, review the competencies, skills and abilities required (as presented in
job vacancy notices and notices of examination) for available positions to ensure that these
standards are updated, job-related and required by business necessity. (This includes working
with CUNY Central Civil Service Commission if applicable.) Then advertise in minority- or
female-oriented publications, contact organizations serving women, minorities, and other
protected groups; participate in career fairs or open houses; or use internships to attract
interested persons and to develop and hire interested and qualified candidates.

9. Ensure that human resources professionals, managers, supervisors, and other personnel
involved in recruiting and hiring are trained to consider EEO laws/policies and use uniform,
job-related techniques to identify, interview and select the most capable candidates (e.g.
structured interview training or guide).

v' The agency reported that during the period in review, for each job vacancy, a Search
Committee of three (3) to eleven (11) employees was selected by the hiring manager to
develop a recruitment plan and was briefed by the principal EEO professional on
underutilization in the AAU of the job vacancy. The Search Committee identified relevant
recruitment sources, interviewed candidates, selected interview finalists, made hiring
recommendations to the hiring manager, and participated in post-search briefings. Each
Search Committee was provided the CUNY Search Committee Guide, which contained a
chapter on structured interviewing that included sample interview questions and sections
titled Interview Planning, Developing Interview Questions, Questions in the Interview Process -
“What you can ask and can’t ask,” Interview Agenda, Keys to a Successful interview,
Additional Issues for Administrative Searches, Other Verification (including References), and
Social Media.

10.Promote employees’ awareness of opportunities for promotion and transfer within the agency,
and ensure that employees are considered for such opportunities.
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In September 2015, the Human Resources Department notified employees in the College
Assistant position and their supervisors of an examination for promotion to the CUNY Office
Assistant title. The Human Resources Department also notified a provisional employee in the
CUNY Campus Public Safety Sergeant title that the civil service examination for that title was
scheduled, and that the employee must take and pass the exam to remain in the position.
Additionally, the 2016 AAP reported that the agency’s recruitment procedure was to post
Notices of Exams and administrative vacancies for 30 days; the principal EEO professional
was responsible for encouraging employees to participate in agency-sponsored professional
development programs; and promotions and advancements in the classified civil service titles
were achieved through automatic level advancement, promotional examinations, or through
an evaluation of job duties for various levels of a title.

11.At minimum, indicate the agency is an equal opportunity employer in recruitment literature.

v

The agency advertised several vacancies online during the period in review including:
Administrative Specialist - Road to Success; Student Career Senior Advisor - Adult and
Continuing Education; Academic Advising Specialist - Center for Teaching and Learning;
Administrative Coordinator —-Wagner Archives; and IT Assistant Level 1 (provisional) - Systems
Engineer; all of which stated “Equal Employment Opportunity” and included an EEO tagline of
“EOQ/AA Employer” or “EEO/AA/Vet/Disability Employer.”

12.Use and maintain an applicant/candidate log or tracking system which, at minimum, includes

the position, applicants’/candidates’ names, identification number, ethnicity, gender,
disability or veteran status, interview date, interviewers’ names, result, reason selected/not
selected (or disposition) of each applicant, and recruitment source. Ensure that the process
avoids the appearance of bias by delegating the responsibility for recording and maintaining
this information to an individual other than the hiring manager.

The agency’s electronic applicant/candidate tracking system, CUNYFirst, captured: “Position,
Applicant Name, Applicant Number, Ethnic Group, Gender, Status Reason [(disposition)], Job
Opening, Business Unit, Company, Job Code, Openings to Fill, Applicant Refer[r]al, and Latest
Applicant Status.”

» The agency did not demonstrate that it captured disability status, veteran status,
interview date, interviewers’ names, result, or recruitment source of its applicants via
an applicant/candidate log or an alternative tracking system. Corrective Action

Required.

Corrective Action #7: Use and maintain an applicant/candidate log or tracking system which,
in addition to the aforementioned information, also captures disability or veteran status,
interview date, interviewers’ names, result, and recruitment source. Ensure that the process
avoids the appearance of bias by delegating the responsibility for recording and maintaining
this information to an individual other than the hiring manager.

10



Equal Employment
Practices Commission

IV. CAREER COUNSELING:
Determination: The agency is in partial compliance with the standards for this subject area.

13.Designate a professional (may be referred to as the Career Counselor) with appropriate
training, knowledge and familiarity with career opportunities in City government to provide
career counseling to employees upon request. Remind employees of the identity/type of
guidance available from the Career Counselor at least once each year.

v' The agency reported that during the period in review, the Associate Director for Recruitment
and Staff Relations was in a position to provide career counseling to non-pedagogical
employees. The Associate Director for Recruitment and Staff Relations has been a member of
the Society for Human Resources Management since November 2002 and has completed
Cornell University’s EEO Studies program, Cornell ILR School’s “Contemporary Leadership Part
Il: Adapting to Leading Change” course, and DCAS trainings “Working with Generations X, Y,
and Z” and “Leading Strategically with Emotional Intelligence.”

» The agency did not formally designate a Career Counselor or demonstrate that during
the period in review, employees were notified of the identity/type of guidance available
from the Associate Director for Recruitment and Staff Relations. Corrective Action

Required.

Corrective Action #8: Designate a professional (may be referred to as the Career Counselor)
with appropriate training, knowledge and familiarity with career opportunities in City
government to provide career counseling to employees upon request. Remind employees of
the identity/type of guidance available from the Career Counselor at least once each year.

14.The Human Resources Professional distributes the identity of the agency Career Counselor
and ensures that all employees have access to information regarding job responsibilities,
performance evaluation standards, examinations, training opportunities and job postings;
ensures that all new employees are advised of the EEO policies, their rights and
responsibilities under such policies and the discrimination complaint procedures; informs the
principal EEO Professional of the number of 55-a program participants and efforts the agency
has made to employ, promote or accommodate qualified individuals with disabilities; involves
the principal EEO Professional in EEO-related matters; and promptly consults with the principal
EEO Professional if informed of, or suspects that a violation of the EEO Policy has occurred.

v In March 2014 and 2015, the Human Resources Department notified employees of
professional development and training opportunities being offered. The agency reported that
during the period in review, the Executive Director of Human Resources (the agency’s principal
Human Resources professional) worked with the 504/ADA Compliance Coordinator to employ
and accommodate qualified individuals with disabilities; and that the Human Resources
Department distributed job descriptions, the EEO Policy and the EEO Policy statement to new
employees during onboarding. The agency also reported that administrative job vacancies and
changes to civil-service title specifications sent from CUNY Central Civil Service Commission
were posted to the agency’s website for 30 days; title specification changes were emailed to
employees in the respective titles. Additionally, the agency reported it had one 55-a program
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participant and the principal Human Resources professional and principal EEO professional
communicated daily to discuss EEO related matters. (See Section 111.10 in regards to access to
information regarding examinations.)

» The agency did not demonstrate that during the period in review, employees had
access to performance evaluation standards. Corrective Action Required.

Corrective Action #9: Ensure that the Human Resources Professional distributes the identity
of the agency Career Counselor and ensures that all employees have access to information
regarding performance evaluation standards.

V. EEO AND REASONABLE ACCOMMODATIONS FOR EMPLOYEES/
APPLICANTS FOR EMPLOYMENT WITH DISABILITIES:
Determination: The agency is in compliance with the standards for this subject area.

15.Ensure that information regarding employee rights and obligations, and the complaint,

investigation and reasonable accommodation procedures is made available in appropriate
alternative formats (i.e., large print, audio tape and/or Braille) upon request to employees and
applicants for employment with disabilities.

The agency reported that during the period in review, its EEO policies were immediately
available in large print and it was committed to provide its EEO policies in audio tape upon
request.

16.Document reasonable accommodation requests and their outcomes.

v

During the period in review, the agency documented six (6) requests for reasonable
accommodation via its reasonable accommodation requests log. In January 2015, the
President issued a memo to the “Campus Community” providing the agency’s reasonable
accommodations request procedure, Procedures for Implementing Reasonable
Accommodation at the City University of New York. The reasonable accommodations request
procedure notified applicants, employees, visitors and students of the reasonable
accommodation request process and identified that “the 504/ADA Compliance Coordinator is
responsible for collecting the information on all accommodation requests.” The agency also
reported that all applicants were notified via letter to contact the Human Resources
Department to make a request for reasonable accommodation.

VI. RESPONSIBILITY FOR EEO PLAN IMPLEMENTATION - EEO PROFESSIONALS:
Determination: The agency is in partial compliance with the standards for this subject area.

17.Appoint a principal EEO Professional to implement EEO policies and standards within the

agency. The principal EEO Professional is trained and knowledgeable regarding city, state, and
federal EEO laws; the requirements of the agency’s EEO policies, standards and procedures;
and the prevention, investigation, and resolution of discrimination complaints.

12
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v

During the period in review, employees were notified of the Chief Diversity Officer’'s
designation as the principal EEO professional. (See Section I.1.) The principal EEO professional
completed Cornell University ILR School’'s Equal Employment Opportunity Studies program in
April 2013 and was reported to have completed various trainings including “EEO Reporting
and Reporting Writing for Affirmative Action Officers; Compensation Analysis 101 for Federal
Contractors: Proactive Analyses in 2011/2012; Arbita Recruitment Training for CUNYfirst;
Sexual Harassment Prevention Training sessions: Policy, Managing Complaint Intake, and
Informal Resolution: Conciliation; Review of MPRM: New VEVRAA Regulations; and Getting
your Recruitment and Selection Processes Up To Code.”

In December 2015, the agency notified all employees of the designation of a new Chief
Diversity Officer via its EEO Policy statement. In 2015, the principal EEO professional
completed CUNY’s Compensation Analysis Training, NACUA's Writing Investigative Reports and
continuing legal education courses; including Employment Law Institute 2014, Understanding
Employment Law 2015, and Employment Discrimination Law & Litigation 2015.

18.Ensure that EEO professionals are trained in EEO laws and procedures and know how to carry

v

out their responsibilities under the EEO Policy.

Prior to August 2015 and in addition to the principal EEO professional, the agency appointed
The Wellness Center Director of Outreach and Education to the EEO professional title:
504/ADA Compliance Coordinator. In January 2015, the President issued a memo to the
“Campus Community” to provide the contact information for the 504/ADA Compliance
Coordinator.

» The agency did not demonstrate that between July 2012 and August 2015, the
504/ADA Compliance Coordinator was trained in EEO laws and procedures and knew
how to carry out their responsibilities under the EEO Policy. Corrective Action Required.

NOTE: In August 2015, the agency designated a new principal EEO professional with a
combined role of Chief Diversity Officer, Title IX Coordinator and 504/ADA Compliance
Coordinator. The agency demonstrated that the Chief Diversity Officer was trained in EEO laws
and procedures and knew how to carry out the responsibilities under the EEO Policy. (See
Section VI.17.)

19.The principal EEO Professional reports directly to the agency head (or an approved direct

v

report other than the General Counsel) in order to exercise the necessary authority and
independent judgment to fulfill EEO responsibilities.

During the period in review, as reflected in the agency’s organization chart, the previous and
current principal EEO professional directly reported to the President.

20.To ensure the integrity and continuity of the EEO Program, maintain appropriate

documentation of meetings and other communications between the agency head (or a direct
report other than the General Counsel) and the principal EEO Professional regarding decisions
that impact the administration and operation of the EEO program.

13
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v' The agency reported that the principal EEO professional and the President met annually to
review the AAP. During the period in review, meeting invitations denoted several meetings
between the principal EEO professional and college President to discuss EEO matters.
Discussion topics included agency workforce underutilization, “Diversity Action Plan,” “General
Compliance issues,” “[discrimination] cases,” and “Compensation Review.” On October 21,
2013 and January 20, 2015, the principal EEO professional submitted to the President a
memo of workforce underutilization of women and minorities, as indicated in the AAP. The
underutilization memo included the EEO Category (Affirmative Action Unit) which has
underutilization, job titles in the underutilized EEO Category, and the gender or ethnicity
group(s) underutilized.

» The agency did not provide documentation of decisions as a result of meetings
between the agency head and principal EEO professional that impacted the
administration and operation of the EEO program. Corrective Action Required.

Corrective Action #10: Maintain appropriate documentation of meetings and other
communications between the agency head (or a direct report other than the General Counsel)
and the principal EEO Professional regarding decisions that impact the administration and
operation of the EEO program.

VII. RESPONSIBILITY FOR EEO PLAN IMPLEMENTATION - SUPERVISORS/MANAGERS:
Determination: The agency is in compliance with the standards for this subject area.

21.Establish and administer an annual managerial/non-managerial performance evaluation
program to be used for probationary periods, promotions, assignments, incentives and
training.

v" During the period in review, the agency annually administered a performance evaluation
program for non-pedagogical managerial and non-managerial employees and tracked
evaluation completion via a performance evaluation log. In June 2012, the Associate Director
of Human Resources issued an interoffice memorandum to Directors/Supervisors entitled
“Annual Civil Service Performance Evaluation” and attached a blank evaluation form. The
memorandum identified the evaluation period, the completion deadline, and directed
supervisors to review the employee's total performance including job description, meet with an
employee to discuss their performance, complete and sign the evaluation form and provide a
signed evaluation to the employee to review and sign and optionally include a rebuttal. The
original evaluation form, changes to the job description, and rebuttal, as applicable, must be
submitted to the Human Resources Department by the deadline.

22.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.)

v The agency’s managerial performance evaluation form “Performance Accountability
Assessment and Conference Form” contained a rating in EEO, via the evaluation section titled

14
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“Inclusiveness [and] Diversity” which set forth the following standards: “Shows respect for
differences in backgrounds, lifestyles, viewpoints, and needs, with regard to ethnicity, gender,
creed, and sexual orientation; Promotes a trusting and welcoming environment for all; Works
to understand the perspectives brought by all; Pursues knowledge of diversity and
inclusiveness.”

VIIl. REPORTING STANDARD FOR AGENCY HEAD:
Determination: The agency is in compliance with the standards for this subject area.

23.Submit to the EEPC an Annual Plan of measures and programs to provide equal employment
opportunity, and quarterly reports2 (up to 30 days following each quarter) on efforts to
implement the plan.

» During the period in review, the agency did not submit to the EEPC an Annual Plan of
measures and programs to provide equal employment opportunity, and quarterly
reports (up to 30 days following each quarter) on efforts to implement the plan.
Corrective Action Required.

NOTE: Subsequent to the period in review, the agency provided an annual Affirmative Action
Plan for Women and Minorities for the periods September 1, 2012 to August 31, 2013;
September 1, 2013 to August 31, 2014; September 1, 2014 to August 31, 2015; and
September 1, 2015 to August 31, 2016. Prospective annual plans should be submitted to the
EEPC on an annual basis.

After implementation of the EEPC’s corrective actions, if any:

1. The agency head distributes a memorandum informing employees of the changes
implemented in the EEO program pursuant to the EEPC’s audit/analysis and re-emphasizing
the agency head’s commitment to the EEO program.

Final Action: Distribute a memorandum signed by the agency head informing employees of the
changes implemented in the EEO program pursuant to the EEPC’s audit/analysis and re-
emphasizing the agency head’s commitment to the EEO program.

Conclusion

The agency has 10 required corrective action(s) at this time.

Pursuant to Chapter 36 of the New York City Charter, your agency has the option to respond to

this preliminary determination, but must respond to our Final Determination if corrective action is
required.

2Submission of Quarterly Reports on EEQ Activity is optional for non-Mayoral agencies.
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Optional Response to preliminary determination: If submitted, your optional response should
indicate, with attached documentation, what steps your agency has taken or will take to
implement the prescribed corrective actions, and must be received in our office within 14 days
from the date of this letter. No extensions will be granted for the option to respond to the
preliminary determination.

(Optional Conference) During the Optional Conference, we will discuss the immediate steps your
agency should take and address questions regarding your agency’s implementation of the
prescribed corrective action(s.)

(No Response Option) If your agency does not respond to this preliminary determination within 14
days, it will become the EEPC’s Final Determination.

Mandatory Response to Final Determination: Following this preliminary determination, the EEPC
will issue a Final Determination where we may modify or eliminate the corrective actions based on
verified information; identify remaining action which requires further monitoring in order to ensure
implementation; and assign a mandatory compliance-monitoring period of up to 6 months for this
purpose. Pursuant to Chapter 36 of the New York City Charter your agency must respond to our
Final Determination within 30 days. Your response to the Final Determination will initiate the
compliance monitoring period.

In closing, we want to thank you and your staff for the cooperation extended to the Equal
Employment Practices Commission’s EEO Program Analysts during the course of our audit and
analysis.

Respectfully Submitted by,

(A mew [

William Peterson, EEO Program Analyst

Approved by,

(")

Charls L Terry, PAR
Executive Director

c: Christopher Todd Carozza, Principal EEO Professional
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Appendix - 1

Fiorello H. LaGuardia Community College
Statistical Profile of Agency Workforce
July 1, 2012 — July 1, 2015

*As reported by the agency.



Attachment: Statistical Profile of Agency Workforce

Non-Pedagogical Employees Only*
Beginning and End of Audit Period

Agency: Fiorello H. LaGuardia Community College

Beginning of Audit Period End of Audit Period
#
Employees 7/1/2012" 7/1/2015°
Male 203 239
Female 317 368
White 144 165
Black 146 173
Hispanic 176 191
Asian 53 73
Native American 1 5
Unknown 0 0
Total #
of Employees 520 607

*As reported by the agency.

! Headcounts based on Fall 2012 Utilization Analysis Worksheets from 2012 - 2013 Affirmative Action Plan.
2 Headcounts based on Fall 2015 Utilization Analysis Worksheets from 2015 - 2016 Affirmative Action Plan.
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Appendix - 2

Fiorello H. LaGuardia Community College
Utilization Analysis Worksheets
Fall 2015
September 2014 — August 2015



UTILIZATION ANALYSIS WORKSHEET
Two Factor Availability

College: LAGCC/CUNY
Semester/Year: FALL, 2015
AFFIRMATIVE ACTION UNIT: Constituent Departments:
ADMINISTRATION |
EEQ CATEGORY: Job Titles: EXECUTIVE COMPENSATION PLAN TITLES
Executive/Senior Level Official and Managers
President
Sr. Vice President! Vice President
Dean
Administrator
Assaciate Dean / Associate Administrator
Assistant Dean
JOB GROUP:
ADMINISTRATION |
Asian or Nat.
*Total Haw. or Other Black or African Hispanic
FACTORS: Welghting Females Minority Pac. Isl, American or Latino
1. % availability of Minorities/Females with
requisite skills in immediate labor areas. 040 23.3 114 3.0 45 34
2. % of Minorities/Females promotable, fransferable, or trainable
0.60 26.2 17.2 5.2 6.4 55
GROUP TOTAL NO.: 21
Asian or Nat.
No. Male: 12 No. Female: 9 *Total Haw. or Other Black or Hispanic Individuals with
Females Minority Pac. Isl. African American or Latino Disabilites
CURRENT UTILIZATION 4 9 3 J# I 3 # # ENTER
% 429 % 238 |% 48 (% 143 (% 4.8 |% 0.0
OVERALL AVAILABILITY
% 495 (% 286 (% 8.2 109 |% 86 |% 7.0
UNDERUTILIZATION: % 6.6 |% 4.8 (% 34 % NONE |% 3.8
i 14 |[# 1.0 [ 07 |4 00 (& 0.8
uy 1 W 1 |w 1 uu ¢ 1

**Total Minority includes Asian or Nat. Haw. or Cther Pac. 51, Am. Ind fAl, Natives, Black or African American, Hispanic or Latino, and Two or More Races.

CHRMfc C\sersiccarozza@lages cuny.sduiiDeskiopi2015 AAPYR015 FEDERAL UW ADMINISTRATION FINAL £ /ADMA UAW FED F2015



UTILIZATION ANALYSIS WORKSHEET

Two Factor Availabilify

College: LAGCC/ICUNY

Semester/Year:

FALL, 2015

AFFIRMATIVE ACTION UNIT:
ADMINISTRATION I

Constituent Departments:

EEOQ CATEGORY:

First/Mid Level Officials and Managers

Job Titles:

Higher Educatior: Officer (HEQ)
Higher Education Asscciate (HEA)

*NOTE: Research Associate is fo be placed in Administration Il or 11l depending on salary level.

JOB GROUP:
ADMINISTRATION Il
Asian or Nat.
*“*Total Haw. or Other Black or Hispanic
FACTORS: Weighting Females Minority Pac. Isl. African American or Latino
1. % avaitability of Minorities/Females with
requisite skills in immediate labor areas. .40 229 11.6 33 3.9 3.7
2. % of Minorities/Females promotable, transferable, or trainable
6.6 14.5 8.0

GROUP TOTAL NO.: 117
No. Male: 41 No.Female: 76 Asian or Nat.
EE— “Total Haw. or Other Black of Hispanic Ingividuals with
Famales Miniorily Pae. isi. African Asmertcan or Latino Disabiiiies
CURRENT UTILIZATION: # 76 |# 69 |# 13 |# 32 % 24 |# ENTER
% 650 % 590 % 1M1 |% 214 (% 205 |% 0.0
OVERALL AVAILABILITY:
% 58.1 |[% 408 |% 9.9 (% 18.4 |% 1.7 (% 7.0
UNDERUTILIZATION: % NONE |% NONE % NONE (% NONE % NONE
# 00 |# 0.0 ¢ 0.0 00 [# 0.0
uu 0 ju D |u 0 juu 0 u ¢

**Total Minority includes Astan or Nat. Haw. or Other Pac. Isl., Am. Ind./Al Natives, Black or African American, Hispanic or Latino, and Two or More Races.

OHRbife C:\Users\ecarozza@lagoe cuny.edu\Daskiopi2315 AAP2015 FEDERAL U ADMINISTRATION FINAL //ADM2 UAW FED F2014




UTILIZATION ANALYSIS WORKSHEET

Two Factor Availability

ADMINISTRATION Il

College: LAGCCICUNY
Semester/Year: FALL, 2015
AFFIRMATIVE ACTION UNIT: Constituent Departments:

EEO CATEGORY:

Professional Non-Faculty

Job Titles:
Higher Education assistant (HEa)
Assistant to Higher Education Officer {aHEQ)

*NOTE: Research Associate is to be placed in Administration Il or Il depending on

salary level,
JOB GROUP:
ADMINISTRATION Il
Asian or Nat.
*Total Haw, or Other Black or Hispanic
FACTORS: Weighting Females Minority Pagc. Isl. African American or Lating
1. % availability of Minoritizs/Females with
requisite skills in immediate labor areas. 0.70 40.1 20.2 5.8 6.9 6.4
2. % of Minoritles/Females promotable, ferable, ar rainable
0.30 _22.1 18.5 3.9 8.8 56
GROUP FOTAL NO.: 150
No. Male: 37 No. Female: 113 Asian or Nat.
- **Total Haw. or Other Black or Hispanic Individuals with
Females Minority Pac. Isl. African American or Latino Disabilites
CURRENT UTILIZATION: i 113 ¢ 105 ¥ 22 |# 37 |# 46 |# ENTER
% 753 |% 70.0 1% 147 (% 247 (% 30.7 (% 0.0
OVERALL AVAILABILITY:
% 62.2 (% 387 |% 9.7 |% 157 |% 12.0 % 7.0
UNDERUTILIZATION: % NONE |% NONE [% NONE (% NONE |% NONE
i 0.0 0.0 |# 0.0 M 0.0 [# 0.0
w 0w 0 |uu 0 U 0 | 0

**Total Minorily includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al. Natives, Black or African American, Hispanic or Latino, and Two or Mcre Races.

OHRM#c C:\Wsers\cearczza@lagec.cuny edulDeskiopt2015 AAF\2015 FEDERAL UW ADMINISTRATION FINAL £ /ADM 3 UAW FED F2015



UTILIZATION ANALYSIS WORKSHEET
Two Factor Availability

NOTE: Please weight depending on the number of employess in fields.

College:

SemesterlYear:

[LAGCCICUNY
' FALL, 2615

AFFIRMATIVE ACTION UNIT:

Constituent Departments

TechnicalParaprofessional

COLLEGE LAB TECHNICIANS (CLTSs)

JOB GROUFP:
ADMINISTRATION IV

Chief College Lab Tech.

Senior College Lab Tecl
College Lab Tech.

ADMINISTRATION &V HEALTH ENGINEERING TECH.-BROADCASTING/COMM.
COMPUTER SCIENGE BUS. MNGMNT./ SERV. OCC.
EEQ CATEGORY: Job Titles:

Asian or Nat.
~Total Haw. or Other Black ot Hispanic or
FACTORS: Weighting Female Minority Pac. Isl African American Latino
1. % availability of Minorities/Females with See Fastars
wvorksheet
reguisite skills in immediate labor areas. 30.5 29.6 9.1 8.9 5.9

2. % of Minorities/Females promotable, transferable, or rainabie,

GROUP TOTAL NO.: 36
Mo.Male: 17 No.Femaier _ 19 “Fotal ::flﬁ':; Black or Hispanic or Individuals with
Female Minority Pac. Isl. African American Latino Disabilities
CURRENT UTILIZATION: # 19 |# 26 » 9 |4 3 14 |# 0
% 52.8 |% 72.2 |% 250 (% 83 |% 389 |% 0.0
OVERALL AVAILABILITY:
% 395 |% 296 |% 91 |% 89 |% 2.9 1% 0.7
UNDERUTILIZATION: % NONE |% NONE % NONE s 06 |% NONE
it 00 [# 0.00 |# 0.00 |« 0.22 & 0.00
uu 0 Juu 0w 0 Juu 0 |u 0

“Tatal Minosily includes Asiat or Nal. Haw. or Other Pac. Isl., Am. ind /Al Natives, Black or African American, Hispanic or Latine, and Two or More Races.

OHRMe C:WUserstocarozza@l agec.cuny. edulDeskiopi2015 AAP2015 FEDERAL UW ADMINISTRATION FINAL //ADM 4 UAW FEB F2015



UTILIZATION ANALYSIS WORKSHEET
Two Factor Availability

College: LAGCC/CUNY
Semester/Year: FALL, 2015
AFFIRMATIVE ACTION UNIT: Constituent Depariments:
ACCOUNTANTS - ACCOUNTANT ASSISTANT
EEQ CATEGORY: Job Titles:
Finance Accountant Assistant
Technical/Paraprofessicnal
JOE GROUP:
Finance Accountant Assistant
Asian or Nat.
**Total Haw. or Other Black or Hispanic or
FACTORS: Weighting Females Minarity Pac. lsl. African American Latino
1. % availability of Minorities/Females with
requisite skills in immediate labor areas. 1.00 50.8 26.7 11.8 7.8 59

2. % of MinoritiesfFemales promotable, transferable, or trainable.

GROUP TOTAL NO.: 6
Asian or Nat.
No.Male: O Ne.Femake: 6 “Totat Haw. o:rOther Black or Hispanic or Individuals with
Fomales Minority Pac. Ist. African American Latino Disabilities
CURRENT UTILIZATION: # 6 |# 5 |# 1 |# 1 [# 3 |# ENTER
% 100.0 |% 83.3 [% 16.7 |% 16.7 |% 50.0 |% 0.0
OVERALL AVAILABILITY: % 50.8 (% 26.7 (% 11.8 |% 7.8 (% 59 |% 7.0
UNDERUTILIZATION: % NONE (% NONE |% NONE  |% NONE |% NONE
# 0.00 (# 0.00 (& 0.00 (# 0.00 [# 0.00
uu 0 Juw 0 Juw 0 Juu 0 Juu )

**Total Minorily includes Asian or Nat. Haw. or ther Pac. Isi., Am. Ind /Al Nalives, Black or Afican American, Hispanic or Lafino, and Two or More Races.

OHRM ! C:WUserslcoarozza@lagee cuny edulDeskiopi2015 AAPL2015 FEDERAL CLASSIFIED FINALY ACCT ASST UAW FED F2015




UTILIZATION ANALYSIS WORKSHEET
Two Factor Availability

College:

LAGCC/CUNY

Semesterffear:

FALL, 2015

AFFIRMATIVE ACTICN UNIT:

BROADCASTING / MEDIA TITLES

Gonstituent Departments:

EEQ CATEGORY:

Technical/Paraprofessional

JOB GROUP:

BROADCASTING / MEDIA TITLES

Job Titles:

Broadcast Associate
Media Services Technician

Asian or Nat.
*Total Haw. or Other Bfack or Hispanic or
FACTORS: Weighting Females Minority Pac. Isl. African American Eatino
1. % availability of Minorities/Females with
requisite skills in immediate labor areas. 1.00 12.9 23.8 2.7 11.3 8.1

2. % of Minorities/Females promotable, fransferable, of tréinable

GROUP TOTAL NO.: 5
No. Male: 4 No. Female: Asian or Nat. _ L .
e ———— “Total Haw. or Other Black.or f or Individuals with
Females Minority Pac. Isl. African American Lating Disabilities
CURRENT UTILIZATION: # 1 | 5 0 |« 5 |# 0 |# ENTER
% 20.0 |» 1000 % 00 |% 1000 |» 0.0 |% 0.0
OVERALL AVAILABILITY:
% 12.8 {% 238 % 27 |= 11.3 % 8.1 [» 7.0
UNDERUTILIZATION: % NONE |% NONE |=% 27 |% NONE |[=% 8.1
# 0.00 |=# 000 |=# 0.14 | # 000 |# 0.41
Ly O Lo 0 w 0 uu 0 uy 0

**Total Minorify includes Asian or Nai. Haw. or Other Pac. Ist., Am. Ind /Al Natives, Black or African American, Hispanic or Lafino, and Two or More Races.

OHRMfe C:Wsersicearnzza@lagee.clny.edulDesklopi2015 AAP12015 FEDERAL CLASSIHFIED FINALBROGSTMED UAW FED F2015



UTILIZATION ANALYSIS WORKSHEET

Two Factor Availability

College: LAGCCI/CUNY
Semester/Year: FALL, 2015

AFFIRMATIVE ACTION UNIT:

CUNY ADMINISTRATIVE ASSISTANT

Constituent Departments:

EEQ CATEGORY:

Secretarial and Clerical

JOB GROUP:

CUNY ADMINISTRATIVE ASSISTANT

Job Titles:
CUNY Administrative Assistants

Asian or Nat.
*“*Total Haw. or Other Black or Hispanic or
FACTORS: Weighting Females Minority Pac. Isl, African American Latino
1. % availabllity of Minorities/ermales with
requisite skills in immediate labor areas.
2. % of Minorities/Females promotable, ransferable, of rainable.
1.00 91.1 722 6.7 39.0 26.0
GROUP TOTAL NO.: 22
Asian or Nat.
No. Male: .._.._0___.. No. Female: ...._23.___ **Total Haw. or Other Black or Hispanic or Individuals with
Females Minority Pac. Isl. African American Latino Disabilities
CURRENT UTILIZATION: # 22 |# 15 |# 3 |# 3 |# 9 j# ENTER
% 100.0 |% 68.2 % 136 (% 13.6 (% 409 |% 0.0
OVERALL AVAILABILITY:
% 91.1 (% 72.2 % 6.7 % 39.0 (% 26.0 |% 7.0
UNDERUTILIZATION: % NONE [% 40 [% NONE 1% 254 |% NONE
# 0.00 # 0.88 |# 0.00 # 558 |# 0.00
uu 0 {w 1 U 0 Juu 6 [uw 0

*Total Minorify includes Asian or Nat Haw. or Other Pac. Isl, Am. Ind./Al Nafives, Black or African American, Hispanic or Latino, and Two or More Races.

OHRMfjc C:\Usersiccarazza@lagee.cuny.edADesktopt2015 AAPY2015 FEDERAL GLASSIFIED FINAL/CAA UAW FED F2015




UTILIZATION ANALYSIS WORKSHEET

Two Factor Availability

College: LAGCCICUNY
Semester/Year: FALL, 2015
AFFIRMATIVE ACTION UNIT: Constituent Departments:
COMPUTER SPECIALISTS
EEQ CATEGORY: Job Titles:
Technical/Paraprofessional IT Senfor Associate
IT Associate
IT Assistant
IT Support Assistant
JOB GROUP:
COMPUTER SPECIALISTS
Asian or Nat.
“Total Haw. or Other Black or Hispanic or
FACTORS: Weighting Females Minority Pac, isl. African American Latino
1. % availability of Minorities/Females with
requisite skills in immediate labor areas. 1.00 26.4 33.6 19.7 7.1 5.4

2. % of Minorities/Females promotabie, tansierable, or trainable

GROUP TOTAL NO.: 63
No. Male: M No. Fernale: 22 *Total ::::.n oorrol::;r Black or Hispanic or Individaals with
Females Minority Pac. Isl. African American Latino Disabilities
CURRENT UTILIZATION: # 22 |# 50 |# 6 |« 12 i» 30 |# ENTER
% 349 |% 794 |% 9.5 |% 19.0 |% 47.6 |%» 0.0
OVERALL AVAILABILITY:
% 264 ly 336 |% 19.7 {% 71 {% 54 vy 70
UNDERUTILIZATION: % NONE |% NONE [% 10.2 {% NONE % NONE
# 0.00 | 0.00 |# 6.41 I« 0.00 {= 0.00
uu 0 uu 0 uy 6 uu 0 uu 0

**Total Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am.

Ind.fAl. Natives, Black or African American, Hispanic or Latine, and Two or More Races.

OHRMJe C:Usersicoarozza@lages.cuny.sduiDeskiopi2015 AAPI2015 FEGERAL CLASSIFIED FINALCMPTSP UAW FED F2015



UTILIZATION ANALYSIS WORKSHEET
Two Factor Availability

College:

LAGCC/CUNY

Semester/Year:

FALL, 2015

AFFIRMATIVE ACTION UNIT:

CUNY OFFICE/SEGRETARIAL ASSISTANT:

Constituent Departments:

EEQ CATEGORY:

Secretarial and Clerical

Job Titles:

JOB GROUP:

CUNY OFFICE/SECRETARIAL ASSISTANT

CUNY Office/Secretarial Assistant {all levels)

Asian or Nat.
**Total Haw. or Other Black or Hispanic or
FACTORS: Weighting Females Minority Pac. Isl. African American Lating
1. % availability of Mincrities/Females with
requisite skills in immediate labor areas. 1.00 89.9 26.5 3.7 11.6 9.8

2. % of Minorifies/Females promotable, transierable, or trainable

GROUP TOTAL NO.: 71
No. Maie: 1" No. Female: 60 Astan or Nat.
_— —_— *Total Haw. or Other Black or Hispanic or Individuals with
Females Minority Pac, Isl. African American Latino Disabilities
CURRENT UTILIZATION: # 60 |# 59 |« 9 |# 25 | 25 [# ENTER
% 84,5 ls 83.1 |« 12.7 |% 39.2 [% 352 |w 0.0
OVERALL AVAILABILITY:
% 89.9 |% 26.5 (% 3.7 % 11.6 |% 9.8 (% 7.0
UNDERUTILIZATION: % 54 |% NONE (% NONE [% NONE % NONE
# 383 000 » C.00 00 @ 0.00
uu 4 |w 0 lw 0 |w 0 |w 0

*Tataf Minority includes Asian or Nat. Haw. or Other Pac. Isl., Am. ind /Al Natives, Black or African American, Hispanic or Latino, and Twa or More Races.

OHRMic C:AUsersiccarozza@lagee.cuny.eduiDeskiopt2015 AAPA2015 FEDERAL CLASSIFIED FINALICOA UAW FED F2015



UTILIZATION ANALYS1S WORKSHEET

Two Factor Availability

College: LAGCCI/CUNY
Semester/Year: FALL, 2015
AFFIRMATIVE ACTION UNIT: Constituent Departments:
CAMPUS PEACE/SECURITY OFFICER LEVEL $
EEQ CATEGORY: Job Titles:
Campus Peace/Security Officer Level 1
Service/Maintenance Campus Security Assistant
JOB GROUP:
CAMPUS PEACE/SECURITY OFFICER LEVEL 1
Asian or Nat,
HTotal Haw. or Other Black or Hispanic or
FACTORS: Weighting Famales Minotity Pag. Isl. African American Latino
1. % availability of Minorities/Females with '
requisite skills in immediate labor areas. 1.00 284 66.7 7.1 28.1 283

2. % of Minorities/Females promotable, fransferable, or trainable

GROUP TOTAL NO,:

53
No. Male: 44 No. Female: 14 Asian or Nat, )
e “Total Haw. of Other Black or Hispanic or Individuals with
Females Minority Pac. lsl. African American Latino Disabilities
CURRENT UTILIZATION: # 14 |# 54 # 7 [# 37 |# 7 |# ENTER
% 241 |% 93.1 % 12.1 |% 63.8 |% 121 |% 0.0
OVERALL AVALLABILITY:
% 28.4 (% 66.7 % 7.1 % 281 [% 29.3 % 7.0
UNDERUTILIZATION: % 4.3 |% NONE [% NONE  |% NONE  |% 17.2
# 2.47 |# 0.00 i# 0.00 |# 0.00 |# 9.99
uy 3w 0 juw 0 |w 0 fw 10

*Total Minority includes Black or African American, Hispanic or Latino, Asian or Nat. Haw. or Other Pac. lsl., and Am. Ind./Al. Nafives and Two or More Races.

OHRWHc C:AUsers I
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UTILIZATION ANALYSIS WORKSHEET

Twao Factor Availability

CAMPUS PUBLIC SAFETY SERGEANT

College: LAGCCI/CUNY
Semester{Year: Fall, 2015
AFFIRMATIVE ACTION UNIT: Constituent Departments:

EEO CATEGORY:

Servige/Maintenance

Job Titles:
Campus Public Safety Sergeant
Campus Peace/Security Officer Level 3
Carnpus Security Specialist

JOB GROUP:

CAMPUS PUBLIC SAFETY SERGEANT

Astan or Nat.
“Total Haw. or Other Black or Hispanic or
FACTORS: Weighting Femal Minority Pac. Isl. African American Latina
1. % availability of Minorities/Females with
requisite skills In immediate laber areas.
2. % of Minorities/Females promotable, transferable, or trainable
1.00 23.7 87.6 7.4 55.8 241
GROUP TOTAL NO.: 10
No. Male: 8 No. Female: 2 Asian or Nat.
~*Total Haw. or Other Black or Hispanic or Individuals with
Females Minority Pac. Isl. African American Lating Disabilities
CURRENT UTILIZATION: # 2 | 8 | ¢ |» 5 |+ 3 |# ENTER
% 200 = 80.0 (% 0.0 |% 50.0 % 300 |% 0.0
OVERALL AVAILABILITY:
% 23.7 % 876 |» 74 [ 558 {% 241 |% 7.0
UNDERUTILIZATION: % 37 |% 76 |% 74 | 5.8 |%x NONE
# 0.37 |« 0.76 |# 0.74 |# 058 |» 0.00
w 0 lw 1w 1 |w 1 uy 0

“*Fotat Minorify includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind./Al Netives, Black or African American, Hispanic or Latino, and Two or More Races.
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UTILIZATION ANALYSIS WORKSHEET

Two Factor Availability

College: LAGCC/CUNY
Semester/Year: FALL, 2015
AFFIRMATIVE ACTION UNIT: Constituent Depariments:
CUSTODIAL ASSISTANT
EEC CATEGORY: Job Titles:
Custodial Assistant
Service/Maintenance
JOB GROUP:
CUSTODIAL ASSISTANT
Asian or Nat.
“Total Haw. or Other Black or Hispanic or
FACTORS: Weighting Females Minority Pac. Isl. African American Latino
1. % availability of Minorities/Females with
requisite skills in immediale labor areas. 1.00 27.3 48,9 2.8 15.6 28.8

2. % of Minoriies/Females promotable, transferable, or trainable

GROUP TOTAL NO.: 3
No.Mele: _ 15 Mo.Female 16 * Total Haw. or Other Black or Hispanic or Individuals with
Females Minority Pac. isl. African American Latino Disabilies
CURRENT UTILIZATION: # 16 |# 3 % 1 i 8 |# 22 (# ENTER
% 51.6 (% 100.0 % 32 % 258 |% 71.0 1% 0.0
OVERALL AVAILABILETY:
% 273 |% 48.9 (% 2.8 |% 158 |% 28.8 |% 7.0
UNDERUTILIZATION: % NONE {% NONE |% NONE |% NONE [%  NONE
# 0.00 |# 0.00 |# 0.00 [# 0.00 |# 0.00
m [V 0w 0 | 0 lw 0

#Total Mingrity includes Asian or Nat. Haw. or Other Pac. Isl., Am. Ind /Al Natives, Black or African American, Hispanic or Latino, and Two or More Races.
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UTILIZATION ANALYSIS WORKSHEET
Two Factor Availability

College:

LAGCC/CUNY

Semester/Year:

FALL, 2015

AFFIRMATIVE ACTION UNIT:
MAIL f MESSAGE SERVICES WORKER

Constituent Departments:

EEQ CATEGORY:

Secretarial/Clericat

Job Titles:

JOB GROUP:

MAIL / MESSAGE SERVICES WORKER

Mail/Message Services Wor

Asian or Nat.
*Total Haw. or Other Black or Hispanic
FACTORS: Waighting Females Menority Pac. Isl. African American or Latino
1. % avaitability of Minorities/Females with
requisite skills in immediate labor areas. 1.00 415 427 49 1 92 1 69

2. % of Minorities/Females promotable, transferable, of trainable

GROUP TOTAL NO.: 11
i Asian or Nat.
No. Male: 4 No. Female: 7 =Totat Haw. or Other Black or Hispanic Individuals with
Females Minority Pac. Isl. African American of Latino Disabilities
CURRENT UTILIZATION: # 7 [# 8 |¢ 0 |» 0 | 7 [# ENTER
% 63.6 |% 72.7 |% 0.0 |% 0.0 [% 63.6 |% 0.0
OVERALL AVAILABILITY:
% 415 (% 42.7 (% 4.9 1% 19.2 |% 16.9 [=% 7.0
UNDERUTILIZATION: % NONE | NONE [% 49 % 19.2 |+ NONE
i 0.00 |# 0.00 | 0.54 [« 211 |# 0.00
Uy 0 Uy O uy 1 LU 2 U 0

“Total Minority includes Asian or Nat. Haw. or Other Pag. isl., Am. Ind./AL Natives, Black or African American, Hispanic or Latino, and Two or More Races.
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Appendix - 3

Fiorello H. LaGuardia Community College
Progress Report — Historical Underutilization — Fall 2011-2015



PROGRESS REPORT - HISTORICAL UNDERUTILEZATION

FALL 2011-2015

TOTAL MINORITY
o ot S ASIAN
TOTAL | WOMEN Races) BLACK HISPANIC PAC.ISL.
AALE GUNY ADMINISTRATIVE ASSISTANTS # # uu # uu # uy # uu # uu
108 GROUP: SECRETARIAL/CLERICAL 2011 31 31 21 4 7 6 0 1
Constituent Dept. 2012 31 31 21 4 7 6 0 1
2013 28 28 20 4 6 6 0 1
2014 24 24 17 3 [ 6 0 0
2015 22 22 ¢ 15 1 3 6 9 3 0
TOTAL MINORITY
i st i
TOTAL | WOMEN Fages) BLACK HISPANIC PAC.ISL.
AAU: MAILMESSAGE SERVICES WORKER # # s @ uy # L # uw # uu
JOB GROUP: SECRETARIAL/CLERICAL 2011 10 6 8 2 6 0 1
Constituent Dept, MAILMESSAGE SERVICES WORKER 2012 9 6 7 1 1 6 0 1
2013 9 5 6 0 2 6 0 1
2014 9 6 3] 0 2 6 0 0
2015 11 7 0 8 0 0 2 7 0 0 1
TOTAL MINCRITY
Mingiines sog et s ASIAN
TATAL WOMEN Races BLACK HISPANIC PAC.ISL
AAlL:  CUNY OFFICE/SECRETARIAL ASSISTANT # # uu # Ul # uu # uu # uu
JOB GROUP: SECRETARIAL/CLERICAL 2011 71 63 3 58 22 29 7
Gonatitusnt Dept. CUNY OFFICE/SECRETARIAL ASSISTANTS 2012 75 66 4 62 24 30 8
CLERICAL ASSOCIATE 2013 70 64 1 60 21 1 30 9
2014 70 63 58 22 27 9
2015 71 60 4 59 ¢ 25 Q 25 4 9 i}
TOTAL MINQRITY
TOTAL WOMEN Raves} BLACK HISPANIC PACISL.
aal CAMPUS POLICE/SECURITY OFFICER LEVEL 1 # # uu # uu # uu # uu # uu
JOB GROUP: SERVICEMAINTENANCE 2011 22 3 2 19 11 5 3
Constituent Dept CAMPUS PEACE/SECURITY OFFICER LEVEL 1 2012 22 3 2 18 11 5 2
CAMPUS SECURITY ASSISTANT 2013 21 3 2 18 11 5 2
2014 22 3 4 15 13 4 3 2
2015 58 14 3 54 0 37 0 7 10 7
TOTAL MINORITY
e ook p foPacid. ASIAN/
TOTAL WOMEN Raver) BLACK HISPANIC PAC ISL.
AAU:  CAMPUS PUBLIC SAFETY SERGEANT # # uu # uu # uu # uu # uu
JOB GROUP, SERVICEMAINTENANCE 2011 9 1 1 7 1 5 2 0 1
Consttuent Dept CAMPUS PUBLIC SAFETY SERGEANT 2012 9 2 7 1 5 2 0 1
CAMPUS PEACE/SECURITY OFFICER LEVEL 3 2013 9 1 1 7 1 5 2 0 1
CAMPUS SECURITY SPECIALIST 2014 i0 2 3 1 5 1 3 o} i
2015 10 2 0 3 1 5 1 3 O 0 1
TOTAL MINORITY,
g, Bk g o Pacld. ASIAN/
TOTAL WOMEN Races] BLACK HISPANIC PAC.ISL.
Al CUSTODIAL ASSISTANT # # uu # uw # uu # uu # uu
JOB GROUP; SERVICE/MAINTENANCE 2011 23 11 22 5 17 0
Constient Dopt, CUSTODIAL ASSISTANT 2012 20 12 20 4 16 0
2013 27 15 27 5 1 21 1
2014 33 18 33 8 24 1
2015 31 16 0 31 0 8 0 22 0 1 0

# = Total number of individuals within unit AAU = Affirmative Action Unit
UU = Underutilization Consfituent Depariments = List all Departments in AAU.
JOB GROUP = Professorial; Non-Professerial-instructor; Non-Professonial-Lecturer; Administration Groups; and Classified Groups

C:Wsersicearozza@lagee.cuny.edu\Desktopi2015 AAPA2015 Progress Report Historical Underutlization Syr FINAL / dept.consistent 2011-2015 PART1



PROGRESS REPORT - HISTORICAL UNDERUTILIZATION

AAU: COMPUTER SPECIALIST

JOB GROL

Censtituent Dept,

TECHINICAL/PARAPROFESSIONAL

IT SENIOR ASSOCIATE

IT ASSOCIATE

IT ASSISTANT

IT SUPPORT ASSISTANT

Aal: ACCOUNTANTS- ACCOUNTANT ASSISTANT

JOB GROUF:

Conslituent Dopt.

TECHNICAL/PARAPROFESSIONAL

FINANCE ACCOUNTANT ASSISTANT

ASSISTANT PURCHASING AGENT

AaU:  BROADCASTINGMEDIA TITLES

JOB GROUP.

Constituent Dept,

TECHNICALPARAPROFESSIONAL

BROADCAST ASSOCIATE

MEDiA SERYICES TECHNICIAN

Aal:  BICLOGY/BIOLOGICAL SCIENCES

JOB GROUP:

Canatituent Dept.

PROFESSORIAL

BIOLOGY

BIOMEDICAL SERVICES

AAU:  BUSINESS & TECHNOLOGY

JOB GROUF:

Conslituent Dept.

PROFESSCRIAL

ACCOUNTING

BUSINESS ADMINISTRATION

BUSINESS MANAGEMENT

PARALEGAL STUDIES/!LEGAL ASSISTANT

TRAVEL, TOURISM, AND HOSPITALITY MANAGEMENT

AAL: - EDUCATION

OB GROUP:

Conslituent Dept.

PROFESSCORIAL

ENGLISH AS A SECOND LANGUAGE

COUNSELING-ACADEMIC/PSY CHOLOGICAL

ADULT CONTINUING EDUCATION

COOPERATIVE EDUCATION

EDUCATION

PROGRAM FOR THE DEADF AND HEARING IMPAIRED

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

FALL 2011-2015

TOTAL MINORITY
{incl. Black. Hisp. AsPac.lsl.

Alind/ALat and Two or Mare AS—M
TOTAL WOMEN Races}) BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # uu # uu
61 26 50 15 28 6 [
62 23 48 14 27 6 6
66 23 50 14 29 5 8
71 24 52 14 30 8 6
63 22 0] 50 0 12 0 30 0 1) [
TOTAL MINORITY
e ASIAN/
TOTAL WOMEN Races) BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # [T # uu
g 8 7 1 4 2
8 8 7 1 4 2
8 8 7 1 4 2
6 6 5 1 4 0 1
6 6 ] 5 0 1 0 3 0 1 0
TOTAL MINORITY
finc|_ B2« 1 at.|sl.
T T ASIAN/
TOTAL WOMEN Rages) BLACK HISPANIC PAC.ISEL.
# # uu # uu # uu # uu # uu
5 1 5 5 0 1 1
4 0 1 4 4 C 1
5 1 5 5 o 1 1
5 1 5 5 [ 1
5 1 0 5 0 5 0 0 0 0 0
TOTAL MINORITY
incl. Black, Hisp, AsfPac. sl
A\.Inc‘u?\‘l N:t.Hand 'I"‘wo’?;h‘l:e ASIANS
TOTAL WOMEN Races BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # uu # uu
25 20 12 5 6
25 18 12 2 3 5 0 7 0
TOTAL MINCRITY
Aot ang T e ASIAN/
TOTAL | WOMEN Rases) BLACK HISPANIC PAC.ISL,
# ¥ uy # uu # uu # uy # utl
21 10 9 5 2 2
23 12 9 5 2 2
22 12 9 5 2 2
23 12 9 5 2 2
23 12 0 8 0 4 1 2 0 2 0
TOTAL MINORITY
(inc|. Blach isp. As Pac |sl
s ssin
TOTAL WOMEN Rases) BLACK HISPANIC PAG.ISL.
# # uu # uu # uu # uy # uu
25 20 12 5 1 6
25 18 12 2 3 5 0 7 0

# = Total number of individuals within unit
UY = Underutilization

AAU = Affirmative Action Unit
Constituent Departments = List all Deparimenis in AAU.
JOB GROUP = Professorial; Non-Professorialdnsiructor; Non-Professorial-Lecturer; Administration Groups; and Classified Groups
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PROGRESS REPORT - HISTORICAL UNDERUTILIZATION

AAU: ENGINEERING
JOB GROUP: PROFESSORIAL 2011
constiusntDept. CIVIL ENGINEERING 2012
ELECTRICAL ENGINEERING 2013
MECHANICAL ENGINEERING 2014
2015
AAU:  ENGLISH & LITERATURE
OB GROUP. PROFESSORIAL 2011
Constituent Dept ENGLISH 2012
2013
2014
2015
AAU:  FINE, APPLIED ARTS & MEDIA
JOB GROUP: PROFESSORIAL 2011
Canstiuent Dept. ARTS AND MUSIC 2012
COMMUNICATIONS 2013
PERFORMING ARTS 2014
TELEVISION/RADIO 2015
THEATRE
AAl: HEALTH
JOB GROUP: PROFESSORIAL 2011
Constiwent Dept.  HEALTH SCIENCESHUMAN SERVICES 2012
NURSING 2013
2014
2015
AaU: HUMANITIES
JOB GROUP: PROFESSORIAL 2011
Gonstituent Dept. PHILOSPHY 2012
2013
2014
2015
AAU:  LIBRARY
JOB GROUP: PROFESSCRIALNON-PROFESSORIAL LECTURER 2011
Contituent DepL 2012
2013
2014
2015

FALL 2011-2015

TOTAL MINORITY.
it Bkt TPl ASIAN
TOTAL WOMEN Races) BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # uu # uu
5 0 4 3 0 1
5 0 4 3 0 1
5 0 4 3 0 1
8 1 1 3] 4 0 1 2
7 0 2 5 0 4 0 0 Q 1 0
TOTAL MINORITY.
i e i
TOTAL WOMEN Races) BLACK HISPANIC PAC.ISL.
# #t uu # uu # uu # uu # uu
44 26 2 14 4 4 G
45 25 4 14 4 6 4
56 31 2 16 4 4 8
56 31 2 18 5 4 9
63 40 0 20 0 5 0 5 0 10 0
TOTAL MINGRITY
AN o T ASIAN/
TOTAL WOMEN Races| BLACK HISPANIC PAC.ISL
# # uu # uy # uu # uu # uu
14 6 2 4 2 2 0 1
16 7 2 7 3 3 1
24 10 4 8 3 4 1 1
22 12 1 6 3 3 0 2
34 18 0 8 0 4 0 3 0 1 2
TOTAL MINORITY
et s Tt ASIAN/
TOTAL WOMEN Races) BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # Uy # uu
38 32 11 10 0 2 1 1
34 28 9 ] 0 1 1 1
35 29 9 8 0 2 1 2
32 26 8 5 1 1 2 1
40 33 0 16 0 8 0 2 Q 6 0
TOTAL MINORITY
i e e,
TOTAL WOMEN Races) BLACK HISPANIC PAC ISL.
# # uy # uu # uy # uu # uu
7 3 4 2 1 1
8 4 4 2 1 1
8 4 4 2 1 1
9 4 3 1 1 1
9 & 0 3 0 1 0 1 0 1 0
TOTAL MINORITY ~
TOTAL WOMEN T Ress  BLACK HISPANIC SL.
# # uu # uu # uu # uy # uu
15 k] 2 5 3 1 1
14 8 2 4 2 1 1
14 9 2 5 2 1 2
16 i1 1 6 2 1 3
15 i1 0 5 0 2 0 1 0 2 0

# = Total number of individuals within unit
UU = Undenutilization

AAU = Affirmative Action Unit

Constifuent Pepariments = List all Departments in AAU.
JOB GROUP = Professorial; Non-Prefessorial-Instructor; Non-Professorial-Lecturer; Administration Groups; and Classified Groups
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PROGRESS REPORT - HISTORICAL UNDERUTILIZATION

AAU:  MATH AND COMPUTER SCIENCE

JOB GROUP:

Constituent Dept.

PROFESSORIAL

MATHEMATICS

COMPUTER SCIENCE

AAL: PHYSICAL SCIENCES

JOB GROUP:

Constituent Depl

PROFESSORIAL

NATURAL SCIENCE

CHEMISTRY

PHYSICAL SCIENCES

AAU: PSYCHOLOGY

JOB GROUP:

Canstituent Dept.

PROFESSORIAL

PSYCHOLOGY

AAU: SOCIAL SCIENCES

JOB GROUP:

Constituent Dept.

PROFESSORIAL

ANTHROPOLOGY

ECCNOMICS

HISTORY

POLITICAL SCIENCE

SOCIOLOGY

AU BUSINESS & TECHNOLOGY

JOB GROUP:

Constituent Dept.

NON-PROFESSORIAL LECTURER

ACCOUNTING

BUSINESS ADMINISTRATION

BUSINESS MANAGEMENT

PARALEGAL STUDIES/LEGAL ASSISTANT

TRAVEL, TOURISM, AND HOSRITALITY

Asy: - EDUCATION

JOB GROUP:

Constituent Dept.

NON-PROFESSORIAL LECTURER

ENGLISH AS A SECOND LANGUAGE

COUNSELING- ACADEMIC AND PSYCHOLOGICAL

ADULT CONTINUING EDUCATION

COOPERATIVE EDUCATION

PROGRAM FOR THE DEAF AND HEARING IMPAIRED

EDUCATION

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

2011
2012
2013
2014
2015

FALL 2011-2015

TOTAL MINORITY.
{incl. Bhack. Hisp. As JPac sk,

Allnd.faLNat snd Two or More ASIAN/
TOTAL WOMEN Races} BLACK HISPANIC PAC.ISL,
# # uu # uu # uu # uy # uu
32 10 12 4 1 1 7
31 10 11 3 1 7
35 12 13 4 2 1 7
33 9 12 . 2 3 7
43 13 4] 19 0 4 H 3 0 12 0

TOTAL MINORITY.

f i
TOTAL WOMEN Races} BLACK HISPANIC PACSL.
# # uu # uu # uu # uu # uu
6 1 ] 3 2 1
8 1 7 4 2 1
13 4 9 4 4 1
13 3 10 4 3 3
17 7 0 12 0 5 0 2 0 5 0

TOTAL MINORITY
TOTAL WOMEN Races} BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # uu # uu
9 7 5 3 1 1
9 7 5 3 1 1
10 7 6 2 2 2
9 7 5 2 1 2
11 8 0 ] 0 2 0 2 0 2 0

TOTAL MINORITY

e asiy
TOTAL WOMEN Roces} BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # UL # uy
17 g9 4 2 2 0 2
17 9 5 3 2 0 2
25 15 9 4 4 1 1
28 16 11 4 6 i1
26 15 0 10 0 4 0 5 0 1 1

TOTAL MINORITY.

e ASIANY
TOTAL WOMEN Races) BLACK HISPANIC PAC.ISL.
# # uu # uu # uu # uu # uu
5 2 1 3 3 0 0
9 6 7 4 3 60 1
9 6 7 4 3 0 1
9 & 7 4 3 4 1
10 6 0 8 0 4 0 4 0 0 1

TOTAL MINORITY
TOTAL WOMEN Bages) BLACK HISPANIC PAC.ISL.
# # uu # uu # uy # uu # uy
15 11 5 1 1 3
17 12 0 8 0 3 0 2 4 3 4}

# = Total number of individuals within unit
UU = Underutilization

AAU = Affirmative Action Unit
Constituent Departments = List all Depariments in AAU.
JOB GROUP = Professarial, Non-Professorial-Instructor; Non-Professorial-Lecturer, Administration Groups; and Classified Groups
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Appendix - 4

Fiorello H. LaGuardia Community College
Impact Analysis Worksheets
Fall 2015
September 2014 — August 2015



IMPACT ANALYSIS WORKSHEETS

COLLEGE NAME: LAGCC/CUNY
FEMALES AND MINCRITIES
HIRES ANALYSIS LAGCC/CUNY PART A
February 8, 2016
JOB MINORITY FEMALE
AREASS HIRES HIRES PERCENTAGE OF HIRES
CATEGORY NON MIN MIN TOTAL MALE FEMALE TOTAL Wol non-min | o o L ies |9 of mals hires | TP O femaie
APPL HIRES. APFL HIRES APPL HIRES APPL HIRES APPL BIRES APPL HIRES hires hiras
# TOTAL 1890 35 5423 70 7313 105 3450 47 2863 88 7313 105 1.9% 1,3% 1.4% 1.5%
1 |Exec./Adm . /Mngrl. 4B5 18 1103 15 1588 34 588 18 S99 16 1588 34 5.9% 1.4% 2.1% 1.6%
2 |Faculty 344 10 318 9 683 19 331 5 332 14 663 13 28% 2.8% 1.5% 4.2%
3 |Professional/Non-Fac. 839 5 2019 3B 3758 43 1396 18 2362 25 3758 43 0.6% 1.3% 1.3% 11%
4 |SecretarialfClerical 37 0 237 2 268 2 188 1 81 1 268 2 0.0% 09% 05% 1.2%
5 |Techn./Paraprofessional 185 1 850 8 1035 7 246 5 88 2 1035 7 5% 0.7% 0.5% 2,2%
‘B [sxilled Trades 1] 8 o o 5] 0 0 Q 0 Q g 9 0.0% 0.0% 0.0% 0.0%
7 |service/Mai [} 4 5} [ 0 0 o 9 0 0 0 ¢ 0% 0.0% 0.0% 0.0%
8
9
10
TOTAL 1890 35 5423 70 7313 165 3450 47 3863 58 7313 105 2% 1% 1% 2%
IRA WORKSHEET FOR NON-MIN VS MIN % OF HIRES
February 8, 2016
JOB R4 LESS THAN G2 AND
AREAS/ RATE FOR RATE FOR OVER ONLY IF IRA UNDER 0.8 DIF »=1 PERSON FISHER TEST
CATEGCRY ALL EXPECT ACTL DIF STD [ IRALESSTHAN 0.8 AND FISHER'S NON-MIN NON-NIN HIRED | MIN AFPLICANTS]  MiN HIRED FISHER TEST RESULT
UNFAY, GROUP FAY, GROUP IRA | rare DRV | STODERe yaLyg | APPUCANTS NOTE
7y Y 5 T ¥ ] ] T ) 3 T 3 ] <] 3 T
1 |Exec./adm./Mngrl, " minoRITY 1.4% NEN-MIN 35% 0,35 21% 23 15" 8 3.24 * *x Nia, -
2 |Faculiy - MINGRITY 2.8% NON-MIN 2.9% s | | < 1 1 1 &/ 1
3 |ProfessicnaliNon-Fac. HON-MIN 0.8% MINORITY 1.3%
4 |SecretarialiClerical NON-MIN 0.0% WINORITY 0.5%
|5 |Techn./Paraprofessional HON-MIN 0.5% MHNORITY 0.7%
6 {Skilled Trades NiA WA
7 |Service/Maintenance A WA
]
9
0 F
TCTAL 23 15 a
IRA WORKSHEET FOR MALE VS FEMALE % OF HIRES
February 8, 2016
JOB IRA LESS THAN 0.8 AND
AREAS/ RATE FOR RATE FOR ovER ONLY IF IRA UNDER 0.8 BIF 2=1 PERSON FISHER'S TEST
CATEGORY ALL EXPECT ACTL OIF STD = |RALESS THAN 0.8 AKD FISHER'S e app male hires ramale agp samate hires EISHER TEST RESLLT
UNFAV, GROUP FAV. GROLP !RA RATE DEV STD DEV==2 VALUE NOTE
@ A ] D E ¥ o H | J K !. e [ H =] P Q
1 |[Exec./Adm./Mngri. FEMALE 1.8% MALE 3.4% 0.52 2.4% 21 16 5 1,93 * N
2 [Faculty MALE 1.5% FEMALE 4.2%
3 |ProfessicnalNon-Fac, FEMALE 1.1% MALE 1.3% 0.82
4 |SecretarialiClerlcal MALE 0.5% FEMALE 1.2%
5 |Techn./Paraprofessional MALE 0.5% FEMALE 2.2%
| & [Skilled Trades NiA NIA
7 |Service/Maintenance NIA NIA
[
B
19
TOTAL: .27 16 H
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PROMOTION ANALYSIS LAGCCICUNY

PART B
February 8, 2016
JOB MINORITY : FEMALE
AREAS/ PROMOTION . PROMOTION PERCENTAGE OF PROMGTION
CATEGORY NON MIN MIN TOTAL i MALE FEMALE TOTAL % of non-min % of min % OF MEN % OF FEMALE
FHCLBENT PROWDTED PRGNS HLMBENT PROKOTED WIUMEENT PRIMOTED INCLAMBENT FROMOTED INCUMBENT PROMCTED PROMOTED promoted promoted promated
4 TOTAL 391 30 59. 1017 89 472 27 545 62 1017 g9 B% 9% 5% 11%
1 |Exec.fAdm iMngrl, B7 4 E] 144 13 58 7 86 8 144 13 5% 12% 12% 75
2 jFaculty 282 14 15 291 29 224 E] 187 20 381 29 &% 9% 4% 12%
3 |Professicna¥Non-Fac, 59 2 15 218 17 80 2 138 15 219 17 3% 9% 3% 1%
4 |Secretarial/Clerical 22 B 13 104 18 15 2 89 17 104 19 7% 15% 13% 19%
5 | Techn./Paraprofessional 13 4 7 55 1% 25 7 30 4 55 11 31% 17% 6% 13%
& {Skilied Trades 0 1] 0 0 0 [ 0 1] 1] o] 0 0% 0% % 0%
7 |Service/Maintenance 8 ] 0 104 0 70 0 34 0 104 k] o % [ 0%
B
{10 ,
TOTAL i 397 30 626 59 1677 [E] 472 27 548 52 1017 89 8% 9% B% 11%
IRA WORKSHEET FOR NON-MIN VS MIN % OF PROMCTION
February 8, 2016
JDE J* IRA LESS THAN D.B AND
AREAS/ RATE FOR RATE FOR OVER ONLY IF IRA UNDER 0.8 0F>+1 PERSON FISHER TEST
< IRA LESE THAN 0.8 AKD .
CATEGORY ) ALk ExpecT | AcTL oF S0 FISHERS | o0 iy INGUM | NOR-MIN PRIT [ MIN IvCUR MIN PRMT FISHER TEST RESULT
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E[eEIGIEN DARE TO DO MORE

Community College

August 29, 2016

VIA EMAIL AND MAIL CERTIFIED

William Peterson, EEO Program Analyst

New York City Equal Employment Practices Commission
253 Broadway, Suite 602

New York, NY 10007

Re: New York City Equal Employment Practices Commission Audit
Fiorello LaGuardia Community College
Optional Response to Preliminary Determination

Dear Mr. Peterson:

Fiorello H. LaGuardia Community College (the College) is writing in response to the New York
City Equal Employment Practices Commission (the Commission) Preliminary Determination:
Audit Evaluation and Monitoring of Fiorello H. LaGuardia Community College’s Employment
Practices and Procedures from July 2. 2012 to December 31. 2015 (Preliminary Determination)
received by College’s President and Principal EEO Professional on August 15, 2016. The
College appreciates the efforts of the Commission to ensure that the College continues building
on its commitment to diversity, equal employment, and affirmative action. Please find the
College’s response to the Commission’s Preliminary Determination below:

1. Response to Corrective Action #1- Please find attached to the response as Exhibit A the
President’s Reaffirmation of Diversity/Equal Opportunity/Affirmative for the Affirmative
Action Plan year 2016-2017. President Mellow signed and disseminated this document to
ensure that the College’s full time administrative staff, faculty, and civil service
employees are aware of the College’s commitment to diversity, equal employment, and
affirmative action. Please note that Reaffirmation confirms that employees will not be
discriminated against on the basis of that employees’ status as a caregiver, status as a
victim of stalking/sexual offenses, prior record of arrest or conviction, unemployment
status, and consumer credit history. Please note that the Reaffirmation includes the
webpage address and hyperlink to the City University of New York’s (CUNY) Equal
Employment and Non-Discrimination Policy. The College will continue to modify its
Reaffirmation to include any addition to the protected characteristics recognized by city,
state, and/or federal law. Please also find attached to this response as Exhibit B the
President’s Reaffirmation email sent by President Mellow to the College community,
including full time administrative staff, faculty, and civil service employees.

2. Response to Corrective Action #2- Please refer to Exhibit A. Please note Exhibit A now
includes the names and contact information for the federal, state, and local agencies that

ADDRESS: 3110 Thomson AvenuePHONE718,482.7200

Long Island City, NY 11101 wesg: www.laguardia.edu | g:’mcgw

New York




enforce laws against discrimination. The College will continue to ensure that this contact
information is presented to the College community on an annual basis.

Response to Corrective Action #3- Please note that the College’s Chief Diversity
Officer, Executive Director of Human Resources, and Executive Counsel will meet bi-
annually to review the number of EEO complaints, to identify potential barriers to equal
opportunity within the agency, and determine what, if any, corrective actions are required
in order to correct deficiencies such as underutilization or adverse impact. Please note
that the first meeting will occur in November of 2016, after the publishing of the Colleges
2016/2017 Affirmative Action Plan.

Response to Corrective Action #4- Please be advised that the College addresses adverse
impact concerns for each job search conducted by the College. The College ensures that
each member of the job vacancy’s assigned search committee is charged by the Chief
Diversity Officer on adverse impact, equal employment/affirmative action goals and best
practices, as well as the committee’s responsibility to make sure that the selection criteria
they utilize is related to the job duties and qualifications of that particular job vacancy.
The College will continue to ensure that the Chief Diversity Officer charges all search
committee members on their responsibilities for each job search conducted by the
College.

Response to Corrective Action #5- Please find attached to this response as Exhibit C
Chief Diversity Officer approved recruitment plans for job vacancies within the audit
period (7/1/12-12/31/15) in the Administration I Affirmative Action Unit (AAU)
(President, Sr. Vice President, Vice Presidents, Administrators, Associate Administrators,
Associate Deans, and Assistant Deans). Please note that these approved recruitment
plans confirm that the College advertised in minority and/or female oriented publications
to address underrepresentation and/or underutilization during the audit period. Please also
note that, as evidenced by Exhibit C, the College also contacted organizations that serve
the interests of women, minorities, and other protected groups during the audit period. On
August 26, 2016, the College attended a job fair hosted at the Queens Center Mall, and
that at this fair the College advertised all current job openings for full time administrative
staff and civil service titles. The College will continue to ensure outreach to advertisers
and organizations that represent the interests of women, minorities, and other protected
groups. The College will also attend job fairs and create internship programs as a means
of attracting candidates that are women, minorities, and other protected groups.

Response to Corrective Action #6- Please be advised that the College previously
provided the Commission with EEO Professional approved, job search specific
recruitment plans which confirmed direct advertisement to minority and female-oriented
publications as well as direct contact with organizations serving women, minorities, and
other protected groups. Exhibit C is another example of the College’s continued
commitment to outreach to potential candidates that are women, minorities, and other
protected groups. Please also be advised that the College works in collaboration with the
City University of New York (CUNY) to ensure that for each civil service job vacancy a
review of the core competencies, skills and abilities required (as presented in job vacancy




notices and notices of examination) for available positions are updated, job-related and
required by business necessity.

7. Response to Corrective Action #7- Please find attached to this response as Exhibit D
documentation which confirms that for each job search the College uses and maintains an
applicant/candidate log or tracking system which captures the date of each individual
interview, the interviewers’ names, and the results of each interview. Please find attached
to this response as Exhibit E documentation that confirms that all candidates who apply
to a job vacancy at the College are provided with an opportunity to self-identify as a
veteran or an individual with a disability and that this information is tracked throughout
the job search process. Please find attached to this response as Exhibit F documentation
that identifies each selected candidate’s recruitment source. The responsibility for
recording and maintaining this information is assigned to the search committee’s staff
person, not the hiring manager.

8. Response to Corrective Action #8- Please be advised that the College has two
employees in the Human Resources department who are already providing career
counseling to employees upon request. The College will continue to ensure that
employees have access to career counseling at their request.

9. Response to Corrective Action #9- Please be advised that the College will distribute the
identity of the Human Resource employees who already provide career counseling to the
College’s employees. The College will also ensure that all employees have access to
information regarding performance evaluation standards.

10. Response to Corrective Action #10- The College will maintain appropriate
documentation of meetings and other communications between a direct report other than
the General Counsel and the Principal EEO Professional regarding decisions that impact
the administration and operation of the EEO Program.

Please contact my office with any additional questions or concerns regarding the documentation
provided or with any additional requests for documentation.

Very truly yours,

Christopher Todd Carozza, Esq.

Chief Diversity Officer

504/ADA Coordinator

City University of New York- LaGuardia Community College
Enclosures
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BY MAIL AND EMAIL

September 2, 2016

Dr. Gail 0. Mellow

President

Fiorello H. LaGuardia Community College
31-10 Thomson Ave

Long Island City, NY 11101

RE: Audit Resolution # 2016/469: Final Determination Pursuant to
the Audit: Review, Evaluation and Monitoring of Fiorello H.
LaGuardia Community College’'s Employment Practices and
Procedures from July 1, 2012 to December 31, 2015.

Dear President Mellow:

On behalf of the members of the Equal Employment Practices
Commission (Commission or EEPC), thank you for the LaGuardia
Community College Chief Diversity Officer's August 29, 2016
response to our August 15, 2016 Preliminary Determination and for
the cooperation extended to our staff during the course of this audit.

As indicated in our Preliminary Determination, this Commission has
adopted uniform standards! to assess agencies’ employment
practices and programs for compliance with federal, state and local
laws, regulations, policies and procedures which are designed to
increase equality of opportunity for municipal government
employees and job applicants. The attached Determination contains
the Commission’s findings and required corrective actions
pertaining to the referenced review, evaluation and monitoring of
your agency’s employment practices and procedures.

Chapter 36, Section 832.c of the New York City Charter requires
that: 1) the EEPC assign a 6-month compliance period to monitor
your agency’s efforts to eliminate remaining required corrective
actions; and 2) the agency provide a written response within 30
days from the date of this letter indicating corrective action taken.

1 Founded upon and consistent with federal, state and local laws, regulations, procedures and policies including, but not limited to, the Citywide
Equal Employment Opportunity Policy - Standards and Procedures to be Utilized by City Agencies; New York City Human Rights Law (NYC
Administrative Code, §88-107.1(a) and 8-107.13(d)); New York State Civil Service Law §55-a; Uniform Guidelines on Employee Selection
Pracedures (29 CFR §§1607.3 - 1607.7) and the equal employment opportunity requirements of the New York City Charter.
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The assigned compliance-monitoring period is: September 2016 to February 2017.

If corrective actions remain: Your agency’'s response should indicate (with attached
documentation) what steps your agency has taken, or will take, to implement the corrective
actions during the designated period. Thereafter, your agency will be monitored monthly until all
corrective actions have been implemented. Compliance-monitoring instructions will be provided.
Upon your agency’s completion of the final corrective action, this Commission requires a final
memorandum signed by the agency head which informs employees of the changes implemented
pursuant to our audit and re-emphasizes commitment to the EEO program. Once received, a
Determination of Compliance will be issued.

If no corrective actions remain: Your agency is exempt from the aforementioned monitoring
period. However, this Commission requires a final memorandum signed by the agency head which
informs employees of the changes implemented pursuant to our audit and re-emphasizes
commitment to the EEO program. This will be considered your agency’s final action. Upon receipt
of the memo, a Determination of Compliance will be issued.

If there are further questions regarding this Final Determination or the compliance-monitoring
process, please have the Principal EEO Professional call Marie E. Giraud, Esqg., Agency
Attorney/Director of Compliance Monitoring at 212-615-8942.

Thank you and your staff for your continued cooperation.

Sincerely,

; WMC@J oA
~<Charise L. Terry, PHR
Executive Director

c¢: Christopher Todd Carozza, Esq., Principal EEO Professional
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FINAL DETERMINATION
Agency response indicating corrective action taken with documentation is due within 30 days.

The Equal Employment Practices Commission’s findings and required corrective actions are based
on the audit methodology which includes collection and analysis of the documents, records and
data the agency provided in response to the EEPC Document and Information Request Form; the
EEPC Interview Questionnaires for EEO professionals and others involved in EEO program
administration; and, if applicable, the EEPC Employee Survey; the EEPC Supervisor/Manager
Survey; the agency’s Annual EEO Plans and Quarterly EEO Reports; and workforce and utilization
data from the Citywide Equal Employment Database System. Additional research and follow-up
discussions or interviews were conducted as appropriate.

After reviewing the agency’s optional response (if applicable) to the EEPC’s preliminary
Determination, our Final Determination is as follows:

Agree
Regarding your responses? to the following EEPC required corrective actions, we Agree based on
documentation that is attached to your response.

Corrective Action #5: If women, minorities, or other protected groups are underrepresented in
titles where there is discretion in hiring, advertise in minority- or female-oriented publications;
contact organizations serving women, minorities, and other protected groups; participate in career
fairs/open houses; or use internships to attract interested persons and to develop and hire
interested and qualified candidates.

Agency Response: “...[The] Chief Diversity Officer approved [twelve (12)] recruitment plans for job
vacancies within the audit period (7/1/12-12/31/15) in the Administration | Affirmative Action
Unit (AAU)... [T]hese approved recruitment plans [for Assistant Dean, Associate Dean, Executive
Director, and Vice President vacancies] confirm that the College advertised in minority and/or
female oriented publications to address underrepresentation and/or underutilization during the
audit period... [T]he College also contacted organizations that serve the interests of women,
minorities, and other protected groups during the audit period.” (Response, Pg. 2.)

EEPC Response: The EEPC accepts that the agency’s recruitment plans for discretionary job titles
in the Administrative | job group, demonstrated efforts to implement corrective action #5. The
recruitment plans demonstrate that the agency made efforts develop and hire interested and
gualified women, minorities, and candidates from other protected groups into discretionary titles
with underrepresentation during the period in review.

Corrective Action #7: Use and maintain an applicant/candidate log or tracking system which, in
addition to the aforementioned information, also captures disability or veteran status, interview
date, interviewers’ names, result, and recruitment source. Ensure that the process avoids the

2 Excerpts are italicized.
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appearance of bias by delegating the responsibility for recording and maintaining this information
to an individual other than the hiring manager.

Agency Response: “Please find attached to this response ... documentation which confirms that
for each job search the College uses and maintains an applicant/candidate log or tracking
system which captures the date of each individual interview, the interviewers' names, and the
results of each interview[;]... documentation that confirms that all candidates who apply to a job
vacancy at the College are provided with an opportunity to self-identify as a veteran or an
individual with a disability and that this information is tracked throughout the job search
process[;]... [and] documentation that identifies each selected candidate's recruitment source.
The responsibility for recording and maintaining this information is assigned to the search
committee's staff person, not the hiring manager.” (Response Pg. 3.)

EEPC Response: The EEPC accepts the agency’s response to corrective action #7. The agency
provided documentation that applicants were provided the opportunity to voluntarily disclose their
disability status and their protected veteran status in its applicant/candidate tracking system,
CUNYFirst. The agency provided documentation that it tracked Search Committee: (interviewers’
names), Date of Interview, Interview Outcome (result), and Applicant Referral (recruitment
source). The agency previously demonstrated that CUNYFirst captured: Position, Applicant Name,
Applicant Number, Ethnic Group, Gender, Status Reason [(disposition)], Job Opening, Business
Unit, Company, Job Code, Openings to Fill, and Latest Applicant Status.

Monitoring Required
The agency’s implementation of the following required corrective actions will be monitored during
the assigned compliance monitoring period.

Corrective Action #1: Issue a general EEO Policy statement or memo reiterating commitment to
EEO, declaring the agency's position against discrimination on any protected basis, advising
employees of the names and contact information of EEO professionals, and attaching, or
providing employees pertinent electronic links to, an EEO Policy/Handbook.

Agency Response: The President of the College “signed and disseminated ...[a Reaffirmation of
Diversity/Equal Opportunity/ Affirmative for the Affirmative Action Plan year 2016-2017 on
August 23, 2016,] to ensure that the College's full time administrative staff, faculty, and civil
service employees are aware of the College's commitment to diversity, equal employment, and
affirmative action... [T]he President's Reaffirmation email [was] sent... to the College community,
including full time administrative staff, faculty, and civil service employees.” (Response, Pg. 1.)
The President’s EEO Policy statement stated “[i]t is the policy of The City University of New York
and LaGuardia Community College to recruit, employ, retain, promote, and provide benefits to
employees and to admit and provide services for students without regard to race, color, creed,
national origin, ethnicity, ancestry, religion, age, sex, sexual orientation, gender identity, marital
status, legally registered domestic partnership status, disability, predisposing genetic
characteristics, alienage, citizenship, military or veteran status, prior record of arrest or
conviction, unemployment status, consumer credit history, caregiver status, status as a victim of

Final Determination Page 4 of 8
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sexual offenses, status as a victim of stalking, or status as a victim of domestic violence.”
(Response, Pg. 5.)

EEPC Response: The EEPC recognizes the agency’s efforts to implement corrective action #1.
Documentation which confirms the President’s EEO Policy statement was revised to include an up-
to-date list of protected classes under NYC and NYS Human Rights Laws (including “pregnancy”)
and was redistributed to all employees will be required during the compliance-monitoring period.

Corrective Action #2: Distribute/Post a paper or electronic copy of an agency EEO Policy that
conforms to city, state and federal laws - for use by managers, supervisors, and legal, human
resources and EEO professionals. Include, or attach as addenda: an up-to-date list of protected
classes under NYC and NYS Human Rights Laws; and current contact information for the federal,
state and local agencies that enforce laws against discrimination.

Agency Response: The EEO Policy statement “...now includes the names and contact information
for the federal, state, and local agencies that enforce laws against discrimination. The College will
continue to ensure that this contact information is presented to the College community on an
annual basis.” (Response, Pgs. 1 and 2.) The agency’s EEO Policy Statement reported “[p]lease be
advised that in addition to LaGuardia Community College's Office of Compliance and Diversity you
can find information on equal employment and affirmative action from the following sources: New
York City Commission on Human Rights (718-722-3130), the New York State Division on Human
Rights (518-474-2705), and the United States Equal Employment Opportunity Commission (866-
408-8075).” (Response, Pg. 9.)

EEPC Response: The EEPC recognizes the agency’s efforts to implement corrective action #2.
Documentation which confirms the agency’s EEO Policy was revised to include an attachment of
an up-to-date list of protected classes (including pregnancy) under NYC and NYS Human Rights
Laws and the current contact information for the federal, state and local agencies that enforce
laws against discrimination, and was redistributed to all employees will be required during the
compliance-monitoring period.

Corrective Action #3: Ensure that the principal EEO Professional, HR Professional and General
Counsel, review the annual number of EEO complaints to identify whether there are barriers to
equal opportunity within the agency and determine what, if any, corrective actions are required in
order to correct deficiencies (e.g. underutilization or adverse impact).

Agency Response: “[Tlhe College's Chief Diversity Officer, Executive Director of Human
Resources, and Executive Counsel will meet biannually to review the number of EEO complaints,
to identify potential barriers to equal opportunity within the agency, and determine what, if any,
corrective actions are required in order to correct deficiencies such as underutilization or adverse
impact. Please note that the first meeting will occur in November of 2016, after the publishing of
the Colleges 2016/2017 Affirmative Action Plan.” (Response, Pg. 2.)

EEPC Response: The EEPC recognizes the agency’'s commitment to implement corrective action
#3. A review of the annual number of EEO complaints to identify whether there are barriers to
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equal opportunity within the agency and determine what, if any, corrective actions are required in
order to correct deficiencies will be required during the compliance-monitoring period.

Corrective Action #4: To the extent that adverse impact is discovered, determine whether the
selection criteria being utilized are job-related. Discontinue using criteria that are not job-related,
and adopt methods which diminish adverse impact.

Agency Response: “[T]he College addresses adverse impact concerns for each job search
conducted by the College. The College ensures that each member of the job vacancy's assigned
search committee is charged by the Chief Diversity Officer on adverse impact, equal
employment/affirmative action goals and best practices, as well as the committee's responsibility
to make sure that the selection criteria they utilize is related to the job duties and qualifications of
that particular job vacancy. The College will continue to ensure that the Chief Diversity Officer
charges all search committee members on their responsibilities for each job search conducted by
the College.” (Response, Pg. 2.)

EEPC Response: The EEPC recognizes the agency’s efforts to implement corrective action #4. An
agency assessment of its selection criteria for job groups with underrepresentation will be
required during the compliance-monitoring period. The EEPC will provide further guidance at the
initiation of the compliance-monitoring period.

Corrective Action #6: If women, minorities, or other protected groups are underrepresented in
civil service (list) titles, review the competencies, skills and abilities required (as presented in job
vacancy notices and notices of examination) for available positions to ensure that these
standards are updated, job-related and required by business necessity. (This includes working
with CUNY Central Civil Service Commission if applicable.) Then advertise in minority- or female-
oriented publications, contact organizations serving women, minorities, and other protected
groups; participate in career fairs or open houses; or use internships to attract interested persons
and to develop and hire interested and qualified candidates.

Agency Response: “...[T]he College works in collaboration with the City University of New York
(CUNY) to ensure that for each civil service job vacancy a review of the core competencies, skills
and abilities required (as presented in job vacancy notices and notices of examination) for
available positions are updated, job-related and required by business necessity.” (Response, Pgs.
2 and 3.) The agency also reported “[o]n August 26, 2016, the College attended a job fair hosted
at the Queens Center Mall, and that at this fair the College advertised all current job openings for
full time administrative staff and civil service titles. The College will continue to ensure outreach
to advertisers and organizations that represent the interests of women, minorities, and other
protected groups. The College will also attend job fairs and create internship programs as a
means of attracting candidates that are women, minorities, and other protected groups.”
(Response, Pg. 2.)

EEPC Response: The EEPC recognizes the agency’s efforts to address corrective action #6.
Documentation which confirms the agency’s efforts to address underrepresentation of protected
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groups in civil service (list) titles will be required during the compliance-monitoring period. The
EEPC will provide further guidance at the initiation of the compliance-monitoring period.

Corrective Action #8: Designate a professional (may be referred to as the Career Counselor) with
appropriate training, knowledge and familiarity with career opportunities in City government to
provide career counseling to employees upon request. Remind employees of the identity/type of
guidance available from the Career Counselor at least once each year.

Agency Response: “[T]he College has two employees in the Human Resources department who
are already providing career counseling to employees upon request. The College will continue to
ensure that employees have access to career counseling at their request.” (Response Pg. 3.)

EEPC Response: The EEPC recognizes the agency's efforts to address corrective action #8.
Documentation that demonstrates employees were notified of the identities and type of guidance
available from the Career Counselors will be required during the compliance-monitoring period.

Corrective Action #9: Ensure that the Human Resources Professional distributes the identity of
the agency Career Counselor and ensures that all employees have access to information
regarding performance evaluation standards.

Agency Response: “[T}he College will distribute the identity of the Human Resource employees
who already provide career counseling to the College's employees. The College will also ensure
that all employees have access to information regarding performance evaluation standards.”
(Response, Pg. 3.)

EEPC Response: The EEPC recognizes the agency's commitment to address corrective action #9.
Documentation that employees were notified of the identity of the Career Counselor by the Human
Resources Department, and documentation that employees were notified of performance
evaluation standards will be required during the compliance-monitoring period.

Corrective Action #10: Maintain appropriate documentation of meetings and other
communications between the agency head (or a direct report other than the General Counsel) and
the principal EEO Professional regarding decisions that impact the administration and operation
of the EEO program.

Agency Response: “The College will maintain appropriate documentation of meetings and other
communications between a direct report other than the General Counsel and the Principal EEO
Professional regarding decisions that impact the administration and operation of the EEO
Program.” (Response Pg. 3.)

Final Determination Page 7 of 8



Equal Employment
Practices Commission

EEPC Response: The EEPC recognizes the agency’s commitment to implement corrective action
#10. Appropriate documentation of meetings between the principal EEO professional and the
agency head (or a direct report other than the General Counsel), with regard to decisions

impacting the administration and operation of the EEO program, if any, will be required during the
compliance-monitoring period.

Thank you and your staff for your continued cooperation.

-
Final Determination Page 8 of 8



EQUAL EMPLOYMENT PRACTICES COMMISSION
CITY OF NEW YORK

RESOLUTION # 2016/469: Final Determination pursuant to the Audit: Review, Evaluation
and Monitoring of Fiorello H. LaGuardia Community College’s Employment Practices and
Procedures from July 1, 2012 through December 31, 2015.

Whereas, pursuant to Chapter 36, Section 831(d)(2) and (5) of the New York City
Charter, the Equal Employment Practices Commission is authorized to audit and evaluate
the employment practices, programs, policies, and procedures of city agencies and their
efforts to ensure fair and effective equal employment opportunity for minority group
members and women, and to make recommendations to city agencies to insure equal
employment opportunity for minority group members and women: and

Whereas, pursuant to Chapter 36, Section 831(d)(2), this Commission has adopted
Uniform Standards for EEPC Audits and Minimum Equal Employment Opportunity Standards
for Community Boards to assess agencies’ EEOQ programs and policies for compliance with
federal, state and local laws, regulations, policies and procedures which are designed to
increase equality of opportunity for women, minorities, and other employees and job
applicants identified for protection from discrimination in employment within municipal
government; and

Whereas, pursuant to its audit of Fiorello H. LaGuardia Community College’s (LAGCC)
Employment Practices and Procedures, the Equal Employment Practices Commission (EEPC)
issued a Preliminary Determination letter, dated August 15, 2016, setting forth findings and
the following required corrective actions:

1. Issue a general EEO Policy statement or memo reiterating commitment to EEO, declaring
the agency's position against discrimination on any protected basis, advising employees
of the names and contact information of EEQO professionals, and attaching, or providing
employees pertinent electronic links to, an EEO Policy/Handbook.

2. Distribute/Post a paper or electronic copy of an agency EEO Policy that conforms to city,
state and federal laws - for use by managers, supervisors, and legal, human resources
and EEO professionals. Include, or attach as addenda: an up-to-date list of protected
classes under NYC and NYS Human Rights Laws; and current contact information for the
federal, state and local agencies that enforce laws against discrimination.

3. Ensure that the principal EEO Professional, HR Professional and General Counsel, review
the annual number of EEO complaints to identify whether there are barriers to equal
opportunity within the agency and determine what, if any, corrective actions are required
in order to correct deficiencies (e.g. underutilization or adverse impact).

4. To the extent that adverse impact is discovered, determine whether the selection criteria
being utilized are job-related. Discontinue using criteria that are not job-related, and
adopt methods which diminish adverse impact.

S. If women, minorities, or other protected groups are underrepresented in titles where
there is discretion in hiring, advertise in minority- or female-oriented publications;
contact organizations serving women, minorities, and other protected groups; participate



in career fairs/open houses; or use internships to attract interested persons and to
develop and hire interested and qualified candidates.

6. If women, minorities, or other protected groups are underrepresented in civil service (list)
titles, review the competencies, skills and abilities required (as presented in job vacancy
notices and notices of examination) for available positions to ensure that these
standards are updated, job-related and required by business necessity. (This includes
working with CUNY Central Civil Service Commission if applicable.) Then advertise in
minority- or female-oriented publications, contact organizations serving women,
minorities, and other protected groups; participate in career fairs or open houses; or use
internships to attract interested persons and to develop and hire interested and qualified
candidates.

7. Use and maintain an applicant/candidate log or tracking system which, in addition to the
aforementioned information, also captures disability or veteran status, interview date,
interviewers’ names, result, and recruitment source. Ensure that the process avoids the
appearance of bias by delegating the responsibility for recording and maintaining this
information to an individual other than the hiring manager.

8. Designate a professional (may be referred to as the Career Counselor) with appropriate
training, knowledge and familiarity with career opportunities in City government to
provide career counseling to employees upon request. Remind employees of the
identity/type of guidance available from the Career Counselor at least once each year.

9. Ensure that the Human Resources Professional distributes the identity of the agency
Career Counselor and ensures that all employees have access to information regarding
performance evaluation standards.

10.Maintain appropriate documentation of meetings and other communications between
the agency head (or a direct report other than the General Counsel) and the principal
EEO Professional regarding decisions that impact the administration and operation of
the EEO program.

Whereas, the agency submitted its response to the EEPC’s Preliminary Determination
letter, on August 29, 2016 with documentation of its actions to rectify required corrective
action nos. 5, and 7; and

Whereas, in accordance with Chapter 36, Section 832(c) of the New York City
Charter, the EEPC considered the agency’s response and issued a Final Determination on
September 2, 2016 which agreed and indicated that corrective action(s) nos. 1, 2, 3, 4, 6, 8,
9, and 10 require compliance monitoring; and

Whereas, in accordance with Chapter 36, Section 832 (c) of the City Charter, the
EEPC is required to monitor the agency for a period not to exceed six months, from
September 2016 through February 2017, to determine whether it implemented remaining
required corrective actions; and



Whereas, in accordance with Chapter 36, Section 832 (c) of the City Charter, the
agency is required to respond in 30 days and make monthly reports thereafter to the
Commission on the progress of implementation of such corrective actions; and

Whereas, all of the EEPC’s corrective actions are required by, or are consistent with,
federal, state and local laws, regulations, policies and procedures which are designed to
increase equality of opportunity for women, minorities, and other employees and job
applicants identified for protection from discrimination in employment within municipal
government; Now Therefore,

Be It Resolved, that the Commission approves issuance of this Final Determination to
President Dr. Gail 0. Mellow, of Fiorello H. LaGuardia Community College.

Approved unanimously on September 9, 2016.

el Cetnvu g / /7 Cadarnts Daryel

( Angela Cabrera Malini Cadambi Daniel
Commissioner Commissioner
&(QQS\;Z . \: s Absent
Arva Rice Elaine S. Reiss, Esq.

Commissioner Commissioner



(=TeVEIGIEY DARE TO DO MORE

Community College

October 3, 2016

VIA EMAIL AND MAIL CERTIFIED

Marie E. Giraud, Esq., Director of Compliance Monitoring
New York City Equal Employment Practices Commission
253 Broadway, Suite 602

New York, NY 10007

Re: New York City Equal Employment Practices Commission Audit
Fiorello LaGuardia Community College
Monthly Compliance Monitoring Report- September 2016

Dear Ms. Giraud:

Fiorello H. LaGuardia Community College (the College) is writing in response to the New York
City Equal Employment Practices Commission (the Commission) Monthly Compliance
Monitoring Report- September 2016 (Compliance Report) received by College’s Chief Diversity

- Officer on September 27, 2016. The College appreciates the efforts of the Commission to ensure
that the College continues building on its commitment to diversity, equal employment, and
affirmative action. Please find the College’s response to the Compliance Monitoring Report
below:

1. Corrective Action #1- The College acknowledges Corrective Action #1 and during the
compliance period the College will issue an Equal Employment Opportunity (EEO)
Policy Statement reiterating the College’s commitment to EEO practices and principals.
The College will ensure that the EEO Policy Statement declares our position against
discrimination on any protected basis. The EEO Policy Statement will also advise the
College’s employees of the names and contact information of EEO Professionals and will
provide employees with a link to the City University of New York (CUNY) Equal
Employment and Non-Discrimination Policy (the EEO Policy).

2. Corrective Action #2- The College acknowledges Corrective Action #2; however, the
College is unable to change CUNY EEO Policy. The CUNY Central Office is the entity
that is capable of adding protected classes and current contact information for federal,
state, and local agencies that enforce laws against discrimination. The College will work
with the NYC EEPC to address this corrective action.

3. Corrective Action #3- The College acknowledges Corrective Action #3 and during the
compliance period the College will ensure that the Chief Diversity Officer, Executive
Director of Human Resources, and the Executive Counsel to the President will meet to
review the annual number of EEO complaints to identify whether there are barriers to

e e ———— = e 'mcﬁy
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equal opportunity and determine what corrective actions may be necessary in order to
correct deficiencies.

4. Corrective Action #4- The College acknowledges Corrective Action #4; however, the
College works in conjunction with CUNY Central to determine selection criteria utilized.
The College will work with the NYC EEPC to address this corrective action.

5. Corrective Action #6- The College acknowledges Corrective Action #6; however, the
College works in conjunction with CUNY Central in reviewing competencies, skills, and
abilities required for civil service titles. The College has also provided the NYC EEPC
with a list of minority- and female-oriented publications and organizations that were
contacted to attempt to address underutilization in civil service titles. The College will
continue to submit this documentation to the NYC EEPC during the compliance period.
The College will work with the NYC EEPC to address this corrective action.

6. Corrective Action #8- The College acknowledges Corrective Action #8; however, the
title of Career Counselor does not exist at the College. Claudette Gray and Linda Harris
are Associate Directors of Human Resources with responsibility for classified staff
relations and faculty and staff relations, respectively. As part of their employee relation
functions, they provide guidance to employees on various aspects of career advancement.
The College will remind employees of the identity/type of guidance available from these
two experienced HR Professionals yearly.

7. Corrective Action #9-The College acknowledges Corrective Action #9 and will ensure
the HR Department provides employees with access to information regarding the
College’s performance evaluation standards.

8. Corrective Action #10- The College acknowledges Corrective Action #10 and will
ensure that Dr. Gail Mellow, President, and the Chief Diversity Officer of the College
will maintain appropriate documentation of meetings regarding decisions that impact the
administration and operation of the EEO Program.

Please contact my office with any additional questions or concerns regarding the documentation
provided or with any additional requests for documentation.

Very truly yours,

e —

Christopher Todd Carozza, Esq.

Chief Diversity Officer

504/ADA Coordinator

City University of New York- LaGuardia Community College



718-482-5050

DARE TO DO MORE | ax 7186092009
To: LaGuardia Community College Campus Community
From: Dr. Gail O. Mellow, President, LaGuardia Community College

Date: March 13, 2017

Re: LaGuardia Community College’s Commitment to Equal Employment
Opportunity - Equal Employment Practices Commission Audit Action

LaGuardia Community College (LaGCC) has a tradition of commitment to the principles of
equal employment opportunity (EEO), affirmative action (AA), diversity, and inclusion in all
aspects of higher education employment practices. On August 15, 2016, the New York City
Equal Employment Practices Commission (NYC EEPC) completed an Audit of LaGuardia
Community College's Employment Practices and Procedures for the period July 1, 2012 through

December 31, 2015.

Following this audit, LaGCC was required to implement the corrective actions identified in the
EEPC's audit. LaGuardia Community College, with the guidance of the NYC EEPC, worked
diligently to answer all inquiries posed by the NYC EEPC, as well as enhance our EEO/AA
practices. I am pleased to report that the following changes have been implemented:

e LaGCC reaffirmed our commitment to recruit, employ, retain, promote, and provide
benefits to employees and to admit and provide services for students without regard to
race, color, creed, national origin, ethnicity, ancestry, religion, age, sex, sexual
orientation, gender identity, pregnancy, marital status, legally registered domestic
partnership status, disability, predisposing genetic characteristics, alienage, citizenship,
military or veteran status, prior record of arrest or conviction, unemployment status,
consumer credit history, caregiver status, status as a victim of sexual offenses, status as a
victim of stalking, or status as a victim of domestic violence. LaGCC also informed the
Campus Community of information about external agencies that handle complaints of
unlawful discrimination and harassment. This reaffirmation is posted on LaGCC’s Labor
and Compliance website:
http://www.laguardia.edu/uploadedFiles/Main_Site/Content/Departments/I.egal Affairs
Compliance_and_Diversity/Docs/diversity-reaffirmation.pdf. This information was also

distributed to the College Community.

e LaGCC worked directly with the City University of New York to update the CUNY EEO
Policy to include various protected groups as well as information about external agencies
that handle complaints of unlawful discrimination and harassment. This Policy can be
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found on the LaGCC Labor and Compliance website:
http://www.laguardia.edu/Compliance-and-Diversity

o LaGCC’s Chief Diversity Officer will continue to regularly meet and consult with my
office, with the Executive Counsel to my office, and with the Executive Director of
Human Resources on all relevant EEO matters and will document these discussions.

e LaGCC will continue to promote the utilization of diversity recruitment resources to
attract candidates from all backgrounds, including underutilized and underrepresented
groups. The Chief Diversity Officer will consult regularly with Human Resources and
CUNY Central office to develop a strong and reliable network of diversity recruitment
resources for all LaGCC College job searches.

e LaGCC will review the preferred competencies, skills, and job requirements listed in job
postings to ensure that they are job related.

¢ LaGCC will ensure employees have access to the standards by which they will be evaluated
during performance evaluations.

e LaGCC has designated Claudette Gray as a resource to provide career counseling to
employees by appointment. This information was also distributed to the College

Community on March 7, 2017.

If any individual has a complaint of unlawful discrimination or harassment, please contact Chief
Diversity Officer Christopher Todd Carozza, Esq., at ccarozzaw/lagce.cuny.edu or 718-619-
2851. Mr. Carozza’s office is located at 31-10 Thomson Avenue, Room E512C, Long Island

City, New York, 11101.

I want to thank the entire LaGCC College Community for your continued support of and
commitment to EEQ, diversity, and inclusion in all facets of the College.



EQUAL EMPLOYMENT PRACTICES COMMISSION
CITY OF NEW YORK

RESOLUTION #2016AP/469C-35 Determination of Compliance (Monitoring Period Required) by the
Fiorello H. LaGuardia Community College with the Equal Employment Practices Commission’s
required corrective actions pursuant to the Review, Evaluation and Monitoring of the Fiorello H.
LaGuardia Community College's Employment Practices and Procedures from July 1, 2012 through

December 31, 2015.

Whereas, pursuant to Chapter 36, Section 831(d)(2) and (5) of the New York City Charter,
the Equal Employment Practices Commission is authorized to audit and evaluate the employment
practices, programs, policies, and procedures of city agencies and their efforts to ensure fair and
effective equal employment opportunity for minority group members and women, and to make
recommendations to city agencies to insure equal employment opportunity for minority group
members and women; and

Whereas, pursuant to Chapter 36, Section 831(d)(2), this Commission has adopted Uniform
Standards for EEPC Audits and Minimum Equal Employment Opportunity Standards for Community
Boards to assess agencies’ EEO programs and policies for compliance with federal, state and local
laws, regulations, policies and procedures which are designed to increase equality of opportunity
for women, minorities, and other employees and job applicants identified for protection from
discrimination in employment within municipal government; and

Whereas, pursuant to its audit and analysis of the Fiorello H. LaGuardia Community
College’'s (LGACC) Employment Practices and Procedures, the Equal Employment Practices
Commission (EEPC) issued a Preliminary Determination letter, dated August 15, 2016, setting forth
findings and the following required corrective actions:

1. Issue a general EEO Policy statement or memo reiterating commitment to EEO, declaring the
agency's position against discrimination on any protected basis, advising employees of the
names and contact information of EEQ professionals, and attaching, or providing employees
pertinent electronic links to, an EEO Policy/Handbook.

2. Distribute/Post a paper or electronic copy of an agency EEO Policy that conforms to city,
state and federal laws - for use by managers, supervisors, and legal, human resources and
EEO professionals. Include, or attach as addenda: an up-to-date list of protected classes
under NYC and NYS Human Rights Laws; and current contact information for the federal,
state and local agencies that enforce laws against discrimination.

3. Ensure that the principal EEO Professional, HR Professional and General Counsel, review the
annual number of EEO complaints to identify whether there are barriers to equal opportunity
within the agency and determine what, if any, corrective actions are required in order to
correct deficiencies (e.g. underutilization or adverse impact).

4. To the extent that adverse impact is discovered, determine whether the selection criteria
being utilized are job-related. Discontinue using criteria that are not job related, and adopt
methods which diminish adverse impact.

5. If women, minorities, or other protected groups are underrepresented in titles where there is
discretion in hiring, advertise in minority- or female-oriented publications; contact
organizations serving women, minorities, and other protected groups; participate in career



fairs/open houses; or use internships to attract interested persons and to develop and hire
interested and qualified candidates.

6. If women, minorities, or other protected groups are underrepresented in civil service (list)
titles, review the competencies, skills and abilities required (as presented in job vacancy
notices and notices of examination) for available positions to ensure that these standards
are updated, job-related and required by business necessity. (This includes working with
CUNY Central Civil Service Commission if applicable.) Then advertise in minority- or female-
oriented publications, contact organizations serving women, minorities, and other protected
groups; participate in career fairs or open houses; or use internships to attract interested
persons and to develop and hire interested and qualified candidates.

7. Use and maintain an applicant/candidate log or tracking system which, in addition to the
aforementioned information, also captures disability or veteran status, interview date,
interviewers’ names, result, and recruitment source. Ensure that the process avoids the
appearance of bias by delegating the responsibility for recording and maintaining this
information to an individual other than the hiring manager.

8. Designate a professional (may be referred to as the Career Counselor) with appropriate
training, knowledge and familiarity with career opportunities in City government to provide
career counseling to employees upon request. Remind employees of the identity/type of
guidance available from the Career Counselor at least once each year.

9. Ensure that the Human Resources Professional distributes the identity of the agency Career
Counselor and ensures that all employees have access to information regarding
performance evaluation standards.

10.Maintain appropriate documentation of meetings and other communications between the
agency head (or a direct report other than the General Counsel) and the principal EEO
Professional regarding decisions that impact the administration and operation of the EEO

program.

Whereas, the LGACC submitted its response to the EEPC’s Preliminary Determination letter,
on August 29, 2016, with documentation of its actions to rectify required corrective actions No. 5
and 7; and

Whereas, in accordance with Chapter 36, Section 832(c) of the New York City Charter, the
EEPC issued a Final Determination on September 2, 2016, which agreed and accepted
documentation for implementation of the aforementioned corrective actions, with corrective actions
No., 1 - 4, 6, and 8 - 10, remaining; and

Whereas, the LGACC submitted its response to the EEPC's final determination letter, on
October 3, 2016; and

Whereas, in accordance with Chapter 36, Section 832(c) of the New York City Charter, the
EEPC monitored the agency’s implementation of the remaining corrective actions from September
2016 through February 2017 with no extension of the monitoring period; and

Whereas, at the EEPC’s request pursuant to Section 815.a.(15) of the New York City Charter,
the LGACC submitted a copy of the agency head's memorandum to staff dated March 13, 2017,



which outlined the corrective actions implemented in response to the EEPC’s audit and reiterated
her commitment to the agency’s EEO Program; and

Whereas, all of the EEPC's corrective actions are required by, or are consistent with, federal,
state and local laws, regulations, policies and procedures which are designed to increase equality
of opportunity for women, minorities, and other employees and job applicants identified for
protection from discrimination in employment within municipal government; Now Therefore,

Be It Resolved, that the Fiorello H. LaGuardia Community College has implemented the
required corrective actions deemed necessary to ensure compliance with the equal employment
opportunity standards of this Commission and requirements of Chapters 35 and 36 of the City

Charter.

Be It Finally Resolved, that the Commission will forward the Determination of Compliance to
the President Dr. Gail O. Mellow of the Fiorello H. LaGuardia Community College.

Approved unanimously on March 30, 2017.
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Practices Commission
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March 30, 2017

Dr. Gail 0. Mellow

President

Fiorello H. LaGuardia Community College
31-10 Thomson Ave

Long Island City, NY 11101

Re: Resolution #2016AP/469C-35: Determination of Agency
Compliance

Dear President Mellow:

On behalf of the members of the Equal Employment Practices
Commission (EEPC or Commission), | want to inform you that the
Commission has issued the attached Determination of Compliance to
the Fiorello H. LaGuardia Community College. This Commission has
determined that the Fiorello H. LaGuardia Community College has
implemented the required corrective actions deemed necessary by this
Commission for ensuring a fair and effective affirmative employment
program of equal opportunity as required by the equal employment
opportunity standards of this Commission and Chapters 35 and 36 of
the New York City Charter.

On behalf of this Commission, | want to thank you and EEO Officer
Christopher Todd Carozza, Esq. for the cooperation extended to the
EEPC during the compliance-monitoring period.

Sincerel
K&(\@ﬁiﬁl—

Arva R. Rice
Commissioner

c: Christopher Todd Carozza, Esq., Principal EEO Professional
Judith Garcia Quifonez, Esq., Executive Agency Counsel



This
Determination of Compliance

is issued to

Fiorello H. LaGuardia Community College

for successfully implementing 10 of 10 required corrective actions pursuant to the Equal Employment Practices Commission’s
Employment Practice and Procedures Audit From January 1, 2012 to this date.

On this 30th day of March in the year 2017,

i AV

Arva R, Rice, Commissioner
In care of President, Dr, Gail O. Mellow 6(:
and Principal EEO Professional, Christopher Todd Carozza, Esq. { 'l

[y
Charise L. Terry,\UJR. Executive Director
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