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Instructions for Filling out Quarterly Reports FY 2024

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

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

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

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

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

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




I. Commitment and Accountability Statement by the Agency Head

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



II. Recognition and Accomplishments

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

☐ Diversity, equity, inclusion and EEO Awards
☐ Diversity, equity, inclusion and EEO Appreciation Events
☐ Public Notices
☒ Positive Comments in Performance Appraisals
☒ Other (please specify): ___All Staff Meeting and Unit Meetings
________________________________________


	* Please describe DEI&EEO Awards and/or Appreciation Events below:
	The Commission held an employee wellness event on Friday September 15th. The event allowed all staff an opportunity to decompress and participate in team building exercises as well as an opportunity to get to know other staff members who worked in different locations throughout the city. Our next staff appreciation event will take place during Q2. 

Q2:  In Q2, the Commissioner continues to circulate staff-wide emails to recognize the hard work and contributions of agency personnel and hosted an annual staff appreciation on 12/14/23 to recognize staff for various achievements over the course of the year.  


III.  Workforce Review and Analysis

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

Q1 (9/30/2023):  ____116_____  Q2 (12/31/2023):  __118________  Q3 (3/31/2024):  __________  Q4 (6/30/2024 ):  __________

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

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

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

☐ Yes - on (Dates):  Q1 Review Date:  ________  Q2 Review Date:  ________  Q3 Review date:  ________  Q4 Review date:  ________
The review was conducted with:

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


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

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

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

1. Tracking and improving hiring practices to ensure that we are recruiting, attracting and retaining diverse candidates. 



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

We will continue to create diverse and equitable job postings as well as utilize our hiring committee to ensure that uniform candidate screenings occur for all vacancies. We will also continue to develop and sustain strategic initiatives, such as an enhanced talent pipeline, increased opportunities for employee engagement and inclusion, greater access to opportunities for career building and development, and measures for succession planning and legacy building. In addition, we will continue to inform the general public of our vacancies via open houses, hiring halls, collaborations with sibling agencies and educational institutions. We can evaluate these actions by the number of community outreach events we host as well as the number of recruitment events. 

Q2: We continue to evaluate the needs of NYC community, looking at community input, current events, and needs identified across agency units. The agency circulates job posting internally, and through several job sites.  The agency monitors applicants through various job sites and works with community partners to identify candidates that reflect the populations throughout New York City.  The Commission will also seek to address forthcoming retirement or gaps in talent through succession planning and creating pipelines for growth and advancement of current staff. 


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




2. Providing professional development opportunities for employees.



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

The agency continues to create training opportunities as well as professional development opportunities on relevant topics. The agency will also begin the Lunch and Learn series which would invite leaders from both the public sector and private sector to provide staff with insight to guide their thinking about career paths throughout the city. We will also continue to partner with sibling agencies such as Work Well to inform staff members of both networking opportunities as well as activities that promote diversity, equity and inclusion. We take pride in the fact that our staff members speak 32 different languages that are spoken in the communities we serve. 

[bookmark: _Hlk154574069]At CCHR, we have a dedicated staff member that tracks the number of trainings all staff should take as well as send reminders when they need to take a new training. 

Q2: A focus on developing the skills and capacity of current staff will include fostering coaching and mentoring and ensuring professional development programs and opportunities are available for staff, as well as placing a focus on staff wellbeing and mental health.   The agency will also take steps to ensure pay and promotions are equitable.




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


3. [bookmark: _Hlk151138875] Ensuring that all hiring managers are trained on equitable and diverse hiring and interviewing practices that align with diversity, equity and inclusion. 





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

The Commission will continue to review and revise all job postings to ensure that the language used is equitable. We will continue to provide trainings to appropriate hiring managers on a continuous basis. We will also provide additional trainings to staff members on diversity, equity and inclusion. We will also begin working with OATH’s Center for Creative Conflict Resolution and other sibling agencies that offer a variety of trainings including coaching and professional development opportunities. Senior leadership encourages staff members to attend DCAS offered trainings as well. 

At CCHR, we have a dedicated staff member that tracks the number of trainings all staff should take as well as send reminders when they need to take a new training. 

Q2: The Commission has required for all hiring managers to take structured interview trainings .  Additionally, as it relates to CCHR’s hiring practices, members of the EEO team review structured interview questions prior to the interviews and consult with hiring managers regarding candidates and the decision-making, to promote consistent approaches to hiring.




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


4. Continuing to provide anti-discrimination trainings such as working with transgender and non-gender conforming people. We will continue to engage in ongoing discussions centered at anti-black racism.



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

The Commission continues to provide anti-discrimination trainings aimed at raising awareness. We will also provide opportunities for members of the public to provide feedback on the services that we offer during events that we create or collaborate with sibling agencies. Doing so will help to identify gaps in service and how to adequately address those given our budgetary constraints. We will also continue to encourage staff members to attend all applicable trainings provided by DCAS. Lastly, staff members will have an opportunity to attend additional trainings offered by OATH’s Center for Creative Conflict Resolution. 

At CCHR, we have a dedicated staff member that tracks the number of trainings all staff should take as well as send reminders when they need to take a new training. Additionally, this staff member sends out the DCAS training manual to all staff periodically. 

Q2: The Commission continues to provide anti-discrimination trainings, including NYC Human Rights Law 101, and educated sibling agencies and other entities in NYC on addressing bias and promoting cultural competency vis-a-vis the following trainings: Working with Transgender and Gender Non-Conforming Communities; Understanding Muslim Experiences and Combating Anti-Muslim Bias; Anti-Black Racism, and Other Forms of Discrimination Based on Race and Color; and Understanding Jewish Experiences and Antisemitism.  CCHR joined a wide array of virtual and in person events and continued to work to ensure that a diverse array of social justice leaders were recognized and celebrated during important milestones.

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


5. Efforts to reduce Workforce underutilization:
Please describe steps that were taken or planned to address underutilization identified through quarterly workforce reports. Please list Job Groups where underutilization exists in the current quarter.
As is the case with many agencies across the city, the recruitment of attorneys who identify as people of color is a challenge. We will continue to work with sibling agencies, alumni networks and bar associates to attract candidates who may fill the vacancies. Due to the Civil Service Availability used by Department of Citywide Administrative Services (DCAS), derived from the certified eligibility lists 	using the Social Worker title, CCHR believes the analysis is flawed (as repeatedly articulated to DCAS). This is evidenced by CCHR    only possessing six out of one hundred thirty-four titles – four of which are specific to the agency.

Regardless, the Commission will address underutilization and seek to ensure that historically underrepresented communities are able   	to join our team. Specific initiatives that the Commission will undertake include deepening the applicant pools for posted positions         through broader outreach; encouraging applications for civil service exams and reviewing quarterly workforce data to inform recruitment.

Q2:  CCHR’s dashboard include underutilization of females and Black individuals in the social work category. As previously mentioned, due to the Civil Service Availability used by Department of Citywide Administrative Services (DCAS), derived from the certified eligibility lists using the Social Worker title, CCHR believes the analysis is flawed (as repeatedly articulated to DCAS). This is evidenced by CCHR only possessing six out of one hundred thirty-four titles – four of which are specific to the agency. 

CCHR has discussed this understanding with DCAS and the EEPC a number of times.  Nevertheless, CCHR continues to implement the following steps to address underutilization: (i) The Equal Employment Opportunity Team works with Human Resources to review the agency’s hiring needs and hiring plans; (ii) CCHR creates targeted diversity and recruitment strategies that include strategic partnerships with internal and external partners; including identifying new career fair opportunities for recruitment and creating pipelines to hiring through internships; (iii) CCHR has diverse interview panels and uses structured interviewing; and (iv) CCHR pursues employee engagement, coaching, mentorship, and access to career counseling.  


B. Workplace:

Please list the Workplace Goal(s) included in Section IV: Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
1. Ensuring EEO team involvement in the hiring and promotional process to ensure that job postings, trainings and employee development align with diversity, equity and inclusion and that the hiring managers are implementing best practices in the recruitment and retaining of employees.  We will continue to utilize data received in the form of exit interviews and feedback from staff members to understand what if any changes can be implemented. We will continue to track and improve hiring practices to ensure that we are recruiting, attracting and retaining diverse candidates. We will also continue to create diverse and equitable job postings as well as develop strategic initiatives, such as an enhanced talent pipeline, increased opportunities for employee engagement and inclusion, and greater access to opportunities for career building and development. 

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

We remain deeply committed to internal advancement and look forward to having more budgetary flexibility to fill vacancies through internal promotions. We will also provide staff with effective ways to have conversations surrounding trainings that are tailored towards topics pertaining to employee satisfaction. We will also continue to collaborate with sibling agencies and exchange best practices that have been successful to the goal of creating an equitable work environment.  We evaluate the effectiveness of these actions based on the information we receive in exit interviews. 

Q2: Our employee engagement committee continued to meet to create opportunities for staff to come together, share experiences and support each other. Our engagement committee continues, “First Fridays,” where staff takes an hour to come together in our large conference room to listen to music and relax. Previous first Friday activities have included karaoke, gingerbread house decorating, and Dia De Los Muertos cooking decorating.


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


2. Building partnerships with organizations and nonprofits that assist people with disabilities and other groups of marginalized people in an effort to not only provide employment opportunities but to also to improve staff diversity in all aspects. 
	

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

We will continue to build and expand our collaborative efforts with community organizations and leaders. We will continue to plan community outreach events. We will also share our vacancies with the general public through hiring halls and other outreach initiatives such as collaborative efforts with local bar associations. We evaluate the effectiveness of these actions based on the information we receive in exit interviews and implement the changes as needed.

Q2: The Commission works diligently to ensure our services and resources are available and accessible to all New Yorkers through 		ongoing outreach and events which includes, but not limited to targeted business outreach, tabling at resource fairs, and providing 	workshops and trainings.  We ensure we have multi-lingual offerings, including- French, Mandarin, Spanish, Arabic, Urdu/Hindi, 	to name a few. 
The agency created a feedback loop using satisfaction surveys for our trainings, and using this information to continue to improve the trainings and workshops.   Additionally, our grassroots community engagement strategy has allowed us to develop strong partnerships in the community and with key leaders, that often provide additional feedback. 


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

	
3. Conduct Managerial Performance Evaluations.



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

Implementing and ensuring that managers are held accountable for enforcing the agency’s EEO sexual harassment prevention policies and complaints. All managerial staff receive an annual EEO evaluation.  The evaluations are then tracked by our Chief EEO Officer who analyzes the data received to make appropriate changes as needed.
Q2: Pursuant to the Commission’s directive, the Commission completes Managerial EEO Performance Evaluations annually as a means for implementing and ensuring that managers are held accountable for enforcing the agency’s EEO and sexual harassment prevention policies and complaint procedures.  Unit heads are further responsible for staff evaluations.
The agency’s EEO Director and HR Director are reviewing evaluations and working with Unit Head to understand if the evaluations are meeting their objectives, as we continue to review and refine retention strategies.


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


4. Prioritizing internal advancement and evaluating internal applicants consistently with external applicants by assessing applicants through tasks and standards associated with a given position and other criteria that is objective.



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

We are committed to the advancement of internal candidates and hope that in the near future we are able to fill vacancies through the promotion of internal employees. We are also committed to offer cross trainings where applicable to ensure that staff members who wish for professional development opportunities are provided with them. We evaluate the effectiveness of these actions by having open door policies where staff members can have conversations with leadership as well as provide feedback and ideas. 

Q2:  CCHR remains deeply committed to internal advancement and looks forward to having more budgetary flexibility to fill vacancies through internal promotions.  Internal candidates are often considered for new postings or for promotions, using the positions qualifications and skills and tasks and standards.  Additionally, agency leadership is committed to retaining employees, and to the growth of current staff members.  At the same time, the agency continues to cultivate opportunities to train and mentor staff.  During Q2, our employee engagement committee continued to meet to create opportunities for staff to come together, share experiences and support each other. Lastly, the Commission’s exit interviews served as a vital tool for assessing staff experiences.


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


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

We will begin our Lunch and Learn professional development opportunities where leaders in the government and the private sector will speak to employees about their pathway into leadership and other career paths. We will continue to provide professional development opportunities for employees and also promote them in the employee newsletter. We will also promote these activities during our employee engagement meetings as well as our upcoming affinity groups. We evaluate the effectiveness by tracking the committee’s engagement as well as their feedback and adjusting our future plans accordingly. 

Q2 We will resume of our employee resource and affinity groups to provide all staff members a platform to discuss relevant and pertinent topics.   We will continue to evaluate the effectiveness by obtaining consistent feedback from the committee members and utilizing the data to make all applicable adjustments as necessary.




C. Community:

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

1. Actively engage M/WBE vendors by coordinating agency sponsored events, collaborating with and participating in events with sister agencies and developing programming with CRB to further engage the business community. 

Ensuring that Commission services and resources are accessible to all of New York’s diverse populations through building on our robust program of community education and outreach work promoting diversity and inclusion and continuing to provide monthly workshops to the public in each of the five boroughs.  

Ensuring that Commission services and resources are accessible to all of New York’s diverse populations through building on our robust program of community education and outreach work promoting diversity and inclusion and continuing to provide monthly workshops to the public in each of the five boroughs.




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

The Commission continues to conduct several trainings to the public virtually and in Q1 participated in in-person resources fair in throughout New York City.  Some of the trainings provided by the agency are:  

· Human Rights Law (HRL) Overview (Know Your Obligations) 
· HRL and Discrimination Based on Race and Color 
· Working with Transgender and Gender-Non-Conforming Communities 
· Sexual Harassment in the Workplace Prevention 

The Commission continued to prioritize diversity and inclusion in its representation of the agency to the public, intentionally utilizing images of diverse communities in its social media posts, reports and ensuring diverse CCHR staff participation in public-facing events.

We also hosted an MWBE IT vendor outreach event on 9/26/23. The event was hosted virtually and had over 40 vendors participate.
	We measure the effectiveness by tracking the number of trainings and the collection of feedback from community leaders that identify specific areas of strength and weaknesses and highlight opportunities for improvement.

Q2: CCHR continues to develop its  M/WBE campaign to cultivate new M/WBE collaborations for CCHR. Our Operations Unit offers presentations on working with M/WBEs for all staff, and Unit heads continue to explore opportunities to work with M/WBEs. 
The agency tracks M/WBE Engagement, and hosts events to build outreach and engagement with M/WBEs.  




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





2. Undertake initiatives to improve community relations, community awareness, and to engage communities being served in recruitment efforts, service development and delivery.




Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served. How do you evaluate the effectiveness of these actions?
We brought diverse community partners in dialogue during relevant trainings, such as trainings related to gender identity. We made tools of “restorative circle-keeping” accessible to communities to create a structure for people with common interests to share their concerns, solutions, and resources while building strength and community.

We measure the effectiveness by tracking the number of trainings conducted and the collection of feedback from community leaders 	that identify specific areas of strength and weakness and highlight opportunities for improvement.

Q2: The Commission works diligently to ensure our services and resources are available and accessible to all New Yorkers through 	ongoing outreach and events which includes, but not limited to targeted business outreach, tabling at resource fairs, and providing workshops and trainings.  We ensure we have multi-lingual offerings, including- French, Mandarin, Spanish, Arabic, Urdu/Hindi, to name a few. We measure the effectiveness by tracking the number events conducted and collect feedback from community leaders and members that allow us to highlight opportunities to make changes as needed. 


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


3. Expand language services for the public so that there is equitable access to our services.




Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?
The Commission already translates core LEB documents into 10 different languages including Spanish, Bengali, Haitian Creole, Russian, Chinese, French, Korean, Urdu, Polish, and Arabic. LEB also sends out an insert with service of all correspondence in the enforcement process containing an advisory in 23 languages that the document contains important information about the case.  In Q1, we continued to update our website to maximize the ability of readers to translate content.  

We measure the effectiveness by collecting feedback from members of the public that identify specific areas of strength and 			weakness and highlight opportunities for improvement.

In Q2, we continue to ensure that all public facing documents are translated into the 10 languages mentioned previously and continue to track the effectiveness through feedback.




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


4. Conducting outreach to communities unfamiliar with protections that are provided by NYC under the Human Rights Law.




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

The Commission has sponsored many events citywide aimed at informing the communities that we serve of the protections they are entitled to under the NYC Human Rights Law. Some of these events include: our upcoming Human Rights Summit; our event at the UN geared towards the community primarily focused on the youth; our events with various bar associations and alumni associations that not only educate the public on the protections our agency offers, but employment opportunities as well. We encourage all New Yorkers with the qualifications to apply to our agency and be a part of an impactful team. 

The effectiveness of these actions is evaluated by staff members having an opportunity to speak with members of the public as well as community leaders who inform on the needs of the communities they also serve. We also evaluate the effectiveness by speaking with staff members who are conducting this impactful work to learn where there may be room for improvement. We utilize this feedback to improve in the areas identified. 

We measure the effectiveness by collecting feedback from members of the public that identify specific areas of strength and 	 		weakness and highlight opportunities for improvement.

Q2: The Commission works diligently to ensure our services and resources are available and accessible to all New Yorkers through ongoing outreach, which includes, but not limited to, one on one street outreach, targeted business outreach, tabling at resource fairs, and providing workshops and trainings.  We ensure we have multi-lingual offerings, including- French, Mandarin, Spanish, Arabic, Urdu/Hindi, to name a few in an effort to ensure accessibility to all New Yorkers in the languages that New Yorkers speak and understand. In house, we have staff that speak over 25 languages and when we are out in communities that may be unfamiliar with our law and protections, ensuring we are communicating in their preferred language is key to building the relationship and trust. 






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


5. Other Community programs and activities:
Please describe any other Community-directed programs and activities (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe them, including the dates when the activities occurred.
07/11/23 - The Commission sponsored a Fair Housing Community Celebration in Major Mark Park in Queens, which was a collaborative event with Council Member Nantasha Williams, NYS Senator Leroy Comrie and NYS Assembly Member Alicia L. Hyndman. Commission staff members reached over 150 people with resources on anti-discrimination in the Jurisdiction of Housing and other protections under the NYC Human Rights Law.


07/16/23 - The Commission co-sponsored Disability Unite festival to celebrate and raise awareness on disability protections under the Human Rights Law. The event was scheduled to take place at Central Park, but due to weather related issues was held virtually. Commissioner Palma gave opening remarks along with elected officials. While CRB staff did a mini presentation of the law ad services. Over 5000 people were reached across virtual platforms.


07/18/23 - The Commission partnered with Equity and Inclusion at NYPD to host equity training for their uniformed and civilian staff. Commissioner Palma spoke and CRB staff conducted trainings as part of their EEO Liaison Summer Series. 

08/17/23-The Commission hosted a Brooklyn Resource Fair at Hillel Place Plaza in Flatbush.  This event was in collaboration with NYC Probation, Assembly Member Brian Cunningham and Council Members Farah Louis and Rita Joseph. The event provided information on all protections under the New York City Human Rights Law.  CRB staff talked and distributed resources to over 200 people.  

09/28/23 -The Commission sponsored an event for Hispanic Heritage Month with a focus on language access and human rights in NYC.  This event was in collaboration with APICHA Community Health Center in Jackson Heights. A panel discussion led by CCHR highlighted protections on race, national origin, immigration status/perceived and how language access facilitates communities in NYC to access resources. Staff also distributed resources about the Commission and brochures on the NYC Human Rights Law. This event reached over 30 people.

Additionally, during the months of July to September the Commission actively participated in the Mayor’s Initiative Breaking Bread Building Bonds hosting and facilitating dinners throughout the City. The Commission continued to host Bystander Intervention Trainings as per request from a wide range of groups and partners. These trainings provide New Yorkers with the tools and strategies to safely respond when they witness bias incidents and discrimination. Participants leave these trainings equipped with verbal and behavioral de-escalation strategies to non-violently intervene to disrupt hate-violence or hate speech.




	Q2:  During the months of October through December the agency conducted the following programs and initiatives:

· We collaborated with the NYC Cabinet for Older New Yorkers (CONY) which is an inter-agency collaborative established to realize and institutionalize an age-inclusive New York City through structural, legislative, and systemic solutions.
· During this quarter CRB offered the following trainings:
· Understanding Muslim Experiences & Combatting Anti-Muslim Bias.  Working with and Understanding Diverse Faith Communities.
· Understanding Jewish Experiences and Anti Semitism.
· CCHR has collaborated with Fordham University to provide training carrying credit units for real estate agents, and brokers on the New York City Human Rights Law and Housing Discrimination.
· CCHR has also established an inclusive collaboration with NYPD School Safety receiving training.
· In collaboration with the Legal Enforcement Bureau-Project Equal Access Program and CRB conducted a Bystander Intervention Training - Disabilities in Housing & Public Accommodations at NY Weill Cornell.
· In Celebration of the Fair Chance Act, CRB hosted an Interfaith Panel and Resource Fair on criminal justice & fair chance topics at Kingsborough Community College.  Participants including clergy and students attended. 
· At the Department of the Aging (DFTA) and as part of CONY, our CRB team provided in Spanish- Ley de Derechos Humanos de la Cuidad de Nueva York: Discriminación por edad en el empleo (NYCHRL and Age Discrimination in the Workplace).  older adults attended.
· 


D. Equity, Inclusion and Race Relations Initiatives:

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

Please describe the steps that your agency has taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. Please specify Equity and Race Relations initiatives embarked on, or continued from previous year(s), e.g., meetings, educational and cultural programs, presentations, discussions, books/articles, other suggested readings, etc., and describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?
Providing professional mentorship, skills-building and relationship building opportunities to increase advancement prospects for underrepresented staff; holding safe space forums to address areas of concern to staff such as cultural competency, diversity and inclusion, including First Friday events, watch parties and beginning next quarter “Lunch and Learn” Opportunities.

We measure the effectiveness by collecting feedback from employees that identify specific areas of strength and weakness and    highlight opportunities for improvement.



1. In addition to the events and programs discussed above, the Commission continued to participate in conversations around race, gender, diversity and equity and inclusion. 



Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?
We will begin our affinity groups including talking circles that aims to provide safe space conversations for all employees. We will create a forum that allows for all employees to discuss issues that they feel are relevant to the nature of our work here at the Commission and will use the feedback to structure activities, events and trainings tailored at ensuring all are heard at the Commission. We evaluate the impact of these initiatives by encouraging employees to provide feedback needed to make improvements should we need to do so.  We measure the effectiveness by collecting feedback from employees that identify specific areas of strength and weakness and highlight 	opportunities for improvement.

Q2:  Our employee engagement committee continued to meet to create opportunities for staff to come together, share experiences and support each other. Our First Fridays continue to be a place where staff and relax and socialize with other colleagues and where we have gathered additional ideas for future staff events. 





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




2.  [Copy Equity, Inclusion and Race Relations initiative from FY 2024 DEI-EEO plan]
In addition to the activities referenced above, we will continue to provide a series of trainings that promote the values of a diverse and inclusive work force. Some of which include our employee engagement events that happen monthly, the relaunch of our affinity groups and our talking circles where employees can share thoughts and ideas centered around diversity, equity and inclusion. 




Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives? We will continue to not only provide trainings but to reestablish affinity groups similar to our employee engagement teams that provide staff with a forum to pitch ideas, teambuilding exercise and foster a sense of belonging. We will evaluate the impact of the initiatives by allowing staff to have a forum where they can provide feedback about the employee engagement initiatives launched at the Commission. 

Q2: We will continue to provide anti-discrimination trainings such as working with transgender and non-gender conforming people as well as our anti-black racism trainings. We want to ensure that every individual not only knows that they have a place at the commission but also feels supported. We evaluate the impact by having honest conversations with the individuals who are members of our affinity groups to provide feedback that will be applied appropriately. We ensure that the affinity groups are safe spaces where people can speak freely. 






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


3.  [Copy Equity, Inclusion and Race Relations initiative from FY 2024 DEI-EEO plan]
The Commission’s employee engagement group will continue to participate in conversations around race and equity relations. Beginning Q2 the Commission will restart affinity groups aimed at diversity, equity, inclusion and belonging. These groups will meet biweekly to discuss opportunities to put these principles and others into practice agency wide. 

In Q2, we have created the outline of the goals for the affinity groups and will now start inviting staff to participate in the groups. We will begin three affinity groups that our staff members may participate in and discuss relevant topics. 



Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?
The groups will meet to discuss race and equity as well as other appropriate topics. We will evaluate the impact by requesting that staff participate in brief anonymous survey so that we can gage the effectiveness of these affinity groups. We will also ensure that the groups are safe spaces where staff members can speak freely. These groups will not include members of the leadership team so that employees feel empowered to participate and provide honest feedback that is used to measure effectiveness. 



Equity, Inclusion and Race Relations Initiative #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


4. Beginning Q2 we will relaunch our Lunch and Learn bag lunches which will allow employees agencywide to participate in opportunities to learn about diverse senior leaders in other city agencies as well as the private sector. 




Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?
We will encourage staff members to participate in surveys aimed at understanding what interests staff members as well as topics they would like to discuss. We will also continue to empower employees so that they understand that they are able to freely provide feedback that is necessary for measuring success and where there is room for improvement. 


	
Equity, Inclusion and Race Relations Initiative #4 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	





I. [bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340][bookmark: _Toc147425797][bookmark: _Toc147425881][bookmark: _Toc147426195][bookmark: _Toc147426227]
II. [bookmark: _Toc116503097][bookmark: _Toc116503133][bookmark: _Toc116573391][bookmark: _Toc116662131][bookmark: _Toc116662227][bookmark: _Toc116662260][bookmark: _Toc116664280][bookmark: _Toc116664341][bookmark: _Toc147425798][bookmark: _Toc147425882][bookmark: _Toc147426196][bookmark: _Toc147426228]
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V. Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., targeted outreach and outreach, diversity recruitment, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 

1. Review policies, procedures, and practices related to targeted outreach and recruitment. Utilize the Inclusive Recruitment Guide issued by the Office of Citywide Equity and Inclusion to develop strategic recruitment plans. Review underutilization in job groups to inform recruitment efforts. Identify resources to bolster efforts aimed at increasing the effectiveness of diversity recruitment. Put in place an operating, up-to-date, accessible website, mobile application and social media presence related to EEO protection and rights. Assess agency job postings to ensure new diversity, inclusion, and equal opportunity employer messaging is included. 




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

The Commission staff continually engages with professional and community organizations through job and career fairs thereby providing us with an avenue to expand our outreach. We build and cultivate relationships with these organizations who are able to connect us with other community partners who may have collaboration opportunities. We also share the vacant positions available as well as educate the public on our expansive Human Rights Law.  Through its CRB, the Commission continues to foster relations with organizations that assist people with disabilities and criminal convictions to improve staff diversity.
 
The agency will continue to utilize social media to share job announcements such as LinkedIn. We will continue taking such actions as budgetary conditions permit and advocating for the resources we need to hire and promote during fiscal year 2024. The agency is also committed to fostering relations with religious as well as educational institutions. We measure the effectiveness by collecting feedback from the general public that identify specific areas of strength and weakness and highlight opportunities for improvement.

Q2: The EEO team members, and HR, and hiring staff continued to circulate job postings widely to national networks, and posted positions on external job sites.  As we did in Q1, we also shared positions with sibling agencies, including MOIA, DCAS, and mayoral offices.  We measure the effectiveness by collecting feedback from the general public that identify specific areas of strength and weakness and highlight opportunities for improvement.






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




2. The Commission has been actively working with HR and the Office of EEO to improve its recruitment practices. The purpose of these meetings is to ensure that departments are not only utilizing structured interviewing questions, but that unbiased hiring practices are uniformly practiced.



Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	
Providing trainings to all hiring managers and staff to ensure that they are well versed in best practices and structured interviewing. We are committed to providing trainings centered on diversity, equity and inclusion in order to ensure that we are promoting and fostering an inclusive work environment. We will evaluate this by tracking the number of trainings staff completes, reviewing the hiring committee interview data and make the appropriate changes, if necessary, once the data was analyzed.


Recruitment Initiatives/Strategies #2 Updates:	
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing￼￼	￼￼	￼￼		
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


3. Assess agency job postings to endure diversity, equity, inclusion and equal employment messaging is clearly illustrated in each vacant job posting.




Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	
The Office of EEO and HR will continue to work collaboratively to ensure that not only is the messaging present, but that the applicants are able to readily identify the language and understand the meaning. We will ask applicants during the screening process if they understand the messaging and request their feedback to evaluate the effectiveness. We will continue to have our hiring committee participate in interviews to ensure that inclusive, uniform and structural interviewing practices are taking place for every candidate. We will evaluate this by tracking the number of trainings staff completes, reviewing the hiring committee interview data and make the appropriate changes, if necessary, once the data was analyzed.

Q2:  The agency’s EEO and HR offices will continue to evaluate data and feedback received from applicants regarding the application process. We continue to collect data during the screening and interview process to assess whether the job postings are clearly articulating the message about our commitment to diversity, equity and inclusion. We have also shared with senior leadership and all hiring managers trainings provided by DCAS to ensure that all staff members involved in the hiring process are continuously using the structural interviewing process. At CCHR we have a designated staff member who tracks trainings and related data to ensure that any appropriate changes are effective.


Recruitment Initiatives/Strategies #3 Updates:	
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


4. Review underutilization groups to make informed recruitment efforts aimed at filling the appropriate vacancies.




Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	
We will continue to foster relationships with organizations that have connections with community leaders to ensure that we are maximizing our efforts to inform the public of job opportunities. Continuing to have a visible presence in the community so that we can also form relationships with community organizations. We pride ourselves on diversity and being able to connect with different people who come from a variety of backgrounds and speak different languages. Because we are a presence in the communities, we serve we are a direct line to members of the public and receive feedback directly from the source. That feedback is then applied to the areas identified for improvement. 

We measure the effectiveness by collecting feedback from members of the public that identify specific areas of strength and 	weakness and highlight opportunities for improvement.

Q2: We will continue to collaborate with sibling agencies as well as community leaders who are able to connect with members of the general public and inform them of vacancies in the agency. We will continue to cultivate relationships within the community to also inform of vacancies.




Recruitment Initiatives/Strategies #4 Updates:	
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

5. Please describe any recruitment efforts designed to increase the effectiveness and improve the hiring and selection reach of your agency during the quarter and describe the activities, including the dates when the activities occurred. We have had many conversations and events aimed at recruiting candidates for job vacancies. We have attended hiring halls and participated in collaborative events with bar associations and alumni associations. We have partnered with bar associations, alumni networks to discuss openings at the agency. We participated in the hiring hall on August 28, 2023, where Commission staff screened over 200 applicants for our vacancies and were successful in hiring a candidate for our Community Coordinator role. The candidate selected is fluent in four languages which will have a significant impact on the communities we are able to connect with and serve. We have also been connecting with law schools and school organizations to inform them of our vacancies. We have participated on various bar association events where we had an opportunity to talk about our vacancies.   
Q2: During Q2 the agency participated in a fewevents with different bar associations for the purpose of sharing information about agency vacancies and building a portfolio of eligible candidates for future vacancies. In addition, we continue to share vacancies with sibling agencies as well as non-profit organizations.



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

	1
	8/28/2023
	NYC Hiring Hall
	Brooklyn

	1
	9/27/2023
	Haitian American Lawyers Association Event 
	Virtual

	2
	10/01/2023
	2023 AABANY Diversity Career Fair
	Manhattan

	2
	11/22/2023
	Giving Thanks Outreach event with Blaque Resources Network
	Queens

	2
	
	
	

	
	
	
	





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

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

	Bronx
	0
	0
	0
	0

	Brooklyn
	0
	0
	0
	0

	Manhattan
	0
	0
	0
	0

	Queens
	0
	0
	0
	0

	Staten Island
	0
	0
	0
	0




C. Recruitment Sources
List recruitment sources used for filling vacancies in the current Quarter (include Q#)

1. Share vacancies with sibling agencies
2. Share vacancies with Law School alumni networks
3. Participate in city hiring halls
4. Promote job vacancies via social media
5. Participate in community events and discussing job opportunities

Q2: Continued to collaborate with sibling agencies as well as nonprofits,law school alumni networks and social media to share vacancies.



D. Internships/Fellowships

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

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

1. Urban Fellows Total: 0

Race/Ethnicity* [#s]: Black_0__ Hispanic__0_ Asian/Pacific Islander_0__ Native American__0_ White__0_ Two or more Races_0__

Gender* [#s]:  M _0__ F _0__ N-B _0__ O __0_ U _0__

2. Public Service Corps Total: 0

Race/Ethnicity* [#s]: Black_0__ Hispanic_0__ Asian/Pacific Islander_0__ Native American_0__ White__0_ Two or more Races_0__

Gender* [#s]: M __0_ F _0__ N-B __0_ O _0__ U _0__

3. Summer College Interns Total: 12

Race/Ethnicity* [#s]: Black_3__ Hispanic_3__ Asian/Pacific Islander__2_ Native American0___ White_4__ Two or more Races__0_

Gender* [#s]: M _2__ F _10__ N-B _0__ O __0_ U _0__

4. Summer Graduate Interns Total: 1

Race/Ethnicity* [#s]: Black__0_ Hispanic__1_ Asian/Pacific Islander_0__ Native American_0__ White__0_ Two or more Races__0_

Gender* [#s]: M _0__ F _x__ N-B _0__ O _0__ U _0__

5. Other (specify) Total: 0

Race/Ethnicity* [#s]: Black__0_ Hispanic_0__ Asian/Pacific Islander_0__ Native American__0_ White_0__ Two or more Races__0_

Gender* [#s]: M _0__ F _0__ N-B __0_ O __0_ U _0__

Additional comments: 








E. 55-A Program

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

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

Q1 (9/30/2023):  _____0_____ Q2 (12/31/2023):  ____0______  Q3 (3/31/2024):  __________  Q4 (6/30/2024):  __________

During the 1st Quarter, a total of __0__ [number] new applications for the program were received.
During the 1st Quarter ___0 participants left the program due to [state reasons] ________.

During the 2nd Quarter, a total of __0__ [number] new applications for the program were received.
During the 2nd Quarter __0_ participants left the program due to [state reasons] ________.

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

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

The 55-a Coordinator has achieved the following goals:

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


VI. Selection (Hiring and Promotion)

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

Please list additional Selection Strategies and Initiatives which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., use of structured interview, EEO or APO representatives observing interviews, review of placements, review of e-hire applicant data).
Please describe the steps that your agency has taken to meet these objectives.
1.  Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities. We have made it a priority to promote with internal candidates to senior positions when appropriate. We have ensured that all staff members are made aware of opportunities.
Q2: We continue to promote internal candidates when appropriate and will continue to post the vacancies internally as well as provide coaching to employees for advancement in the agency.



2. Reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions. The hiring committee will continue to screen candidates to ensure that they meet the minimal qualifications for the role. The hiring committee will also continue to pass along blind resumes to the hiring managers of qualified candidates after the screening process has been completed to ensure an unbiased process has occurred for each candidate to be afforded an opportunity to employment with our agency. 

Q2: The hiring committee will continue to utilize structured interviewing to ensure that all applicants are screened and interviewed equitably.



3. Describe the role of agency EEO Officer and other EEO staff in the selection of candidates for appointment or promotion (pre- and post-appointment). The EEO Officer will continue to be involved in recruiting and hiring qualified candidates as well as reviewing job postings and sitting in on interviews on an as-needed basis. 

Q2: The EEO Office will continue to work in collaboration with HR and the hiring committee to ensure that all interviews are conducted 	equitably and without bias.



4. Analyzing the impact of layoffs or terminations on racial, gender and age groups. We have not had any terminations during this quarter but should there be any in the future, we will analyze that information at that time. 

Q2: No terminations occurred during Q2.



5. Other:



During this Quarter the Agency activities included:	# of Vacancies		# of New Hires	# of New Promotions
Q1	   # __23___		    # __16___		   # __5___
Q2	   # __22___		    # __16___		   # ____3_
Q3	   # _____		    # _____		   # _____
Q4	   # _____ 		    # _____  		   # _____
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VII. Training

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

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

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

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


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


A. Local Law 92:  Annual Sexual Harassment Prevention training

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

B. Local Law 97:  Annual Sexual Harassment Reporting

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

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

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

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


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

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

Please choose the statement that applies to your agency. 

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

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

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

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

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


Appendix A: EEO Personnel Details

EEO  Personnel For 2nd Quarter, FY 2024

Personnel Changes

	Personnel Changes this Quarter:	☒   No Changes
	Number of Additions: 0
	Number of Deletions: 0

	
Employee's Name & Title
	1. Arielle Cranston, Administrative Coordinator
	2. Ta-Tianna Stephenson, Project Manager 
	3. Alphonso Chris Smith, Deputy Director

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

	Date of Change in EEO Role
	Start Date or Termination Date: 08/10/2023
	Start Date or Termination Date: 08/10/2023
	Start Date or Termination Date: 08/10/2023

	

	Employee's Name & Title
	Christelle Onwu
	
	

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

	Date of Change in EEO Role
	Start Date or Termination Date: 08/01/2023
	Start Date or Termination Date: 
	Start Date or Termination Date: 

	For New EEO Professionals:

	
Name & Title
	4. Arielle Cranston
	5. Ta-Tianna Stephenson
	6. Alphonso Chris Smith

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

	Percent of Time Devoted to EEO
	☐  100%	☒  Other: (specify %): 15
	☐  100%	☒  Other: (specify %): 25
	☐  100%	☐  Other: (specify %): 10

	

	Name & Title			
	
	
	

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

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



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

	Name & EEO Role			
	1. Medgine Sanon-Ellis, Chief EEO Officer
	2. Ta-Tianna Stephenson, Reasonable Accommodation Officer
	3. Alphonso Chris Smith, EEO Investigator

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

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

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







EEO Personnel Training Continued:

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

	Name & EEO Role
	4. Arielle Cranston, EEO Officer
	5. Mariela Salazar, Deputy EEO Officer
	6.

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

	



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

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

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








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

Please provide full mailing address of the principal Agency EEO Office:
	MAILING ADDRESS:	22 Reade Street, 2nd Fl, New York, NY 10007

Diversity and EEO Staffing as of 2nd Quarter FY 2024*


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

	EEO Officer/Director
	Medgine Sanon-Ellis
	Deputy Executive Director
	100%
	msanonellis@cchr.nyc.gov
	212-416-0138

	Deputy EEO Officer OR
Co-EEO Officer
	Mariela Salazar
	Deputy Executive Director
	Varies
	MaSalazar@cchr.nyc.gov
	212-416-0223

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Sheshe Segar 
	Executive Director of Operations & Chief Diversity Officer
	75%
	SSegar@cchr.nyc.gov
	212-416-0123

	ADA Coordinator/Disability Rights Coordinator/Disability Services Facilitator
	Anna Martinez 
	Executive Director
	5%
	amartinez@cchr.nyc.gov 
	212-416-0112

	55-a Coordinator
	Taiwo Onabanjo
	Executive Director
	Varies
	tonabanjo@cchr.nyc.gov
	212-416-0123

	EEO Counselor
	Arielle Cranston
	Administrative Coordinator
	Varies
	acranston@cchr.nyc.gov
	212-416-0171

	EEO Investigator
	Alphonso Chris Smith
	Director
	Varies
	aosmith@cchr.nyc.gov
	212-416-0229

	EEO Training Liaison
	Vanessa Ramos
	Executive Director
	Varies
	vramos@cchr.nyc.gov
	212-416-0193

	Accommodations Officer
	Ta-Tianna Stephenson
	Project Manager
	25%
	tastephenson@cchr.nyc.gov
	212-416-0220


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