
 

 

 

 

BY MAIL AND EMAIL 

 

June 17, 2016 

 

 

Dr. Diane B. Call 

President 

Queensborough Community College 

222-05 56th Avenue 

Bayside, NY 11364 

 

Re: Preliminary Determination for Audit: Review, Evaluation and Monitoring 

of the Queensborough Community College’s Employment Practices and 

Procedures from January 1, 2012 to December 31, 2015. 

 

Dear President Call: 

 

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 January 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 Queensborough 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…” 

 

Angela Cabrera 

Malini Cadambi Daniel 

Elaine S. Reiss, Esq. 

Arva R. Rice  

Commissioners  

 

Charise L. Terry, PHR 

Executive Director  

 

Judith Garcia Quiñonez, 
Esq. 

Executive Agency Counsel/  

Deputy Director 

 

Marie E. Giraud, Esq. 

Agency Attorney/ 

Director of Compliance 
Monitoring 

 

253 Broadway  

Suite 602 

New York, NY 10007 

 
212. 615. 8939 tel.  

212. 615. 8931 fax 
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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 Audits1 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 §§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. 

 

To encourage response, the EEPC requests that the head or deputy of each agency send emails to 

employees and to supervisors/managers that provide links to our questionnaires.   

 

Description of the Agency 

 

Queensborough Community College, a college of The City University of New York, is located in 

Bayside, Queens, New York. The College was established in 1959. Queensborough offers the 

Associate in Arts (A.A.), the Associate in Science (A.S.) and the Associate in Applied Science 

(A.A.S.) degrees, as well as non-credit Continuing Education programs. Queensborough 

Community College is accredited by the Commission of Higher Education of the Middle States 

Association of Colleges and Schools. The Business programs are accredited by the Accreditation 

Council for Business Schools and Programs. The Nursing program is registered by the New York 

State Education Department and accredited by the Accreditation Commission for Education in 

Nursing, Inc. (ACEN). The Computer Engineering Technology programs are accredited by 

Engineering Technology Accreditation Commission of ABET. (For more information please see 

http://www.qcc.cuny.edu/ ) 

 

At the end of the audit period, the agency total workforce consisted of 922 employees: 389 were 

pedagogical employees; and 533 were non-pedagogical employees —which fall 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. 

 

 During the audit period, the College President issued an annual EEO Policy statement. The 

EEO Policy statement was issued via email each year to the campus community, reiterating 

commitment to EEO. Specifically, the latest EEO Policy statement specified that “[t]he Equal 

Opportunity and Non-discrimination Policy states that [the City University of New York] 

(CUNY)’s commitment to recruit, employee, retain, promote, and provide benefits to 

employees regardless of race, color, creed, national origin, ethnicity, ancestry, religion, age, 

sex, sexual orientation, gender, gender identity, marital status, partnership status, disability, 

genetic information, alienage, citizenship, military or veteran status, unemployment status, 

pregnancy, or status as a victim of domestic violence/stalking/sex offenses, or any other 

http://www.qcc.cuny.edu/
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legally prohibited basis in accordance with federal, state and city laws.” In addition, the EEO 

Policy memo advised employees of the name and contact information of the principal EEO 

professional; and provided employees with an electronic link to the agency’s website and 

directed employees to “view the Equal Opportunity Policy in its entirety, including the 

complaint procedures and prohibition against retaliation.” 

 

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 EEO 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. 

 

 The agency distributed and posted a copy of the agency’s EEO Policy, The City University of 

New York Policy on Equal Opportunity and Non-Discrimination, which included: a Policy on 

Equal Opportunity and Non-Discrimination; Discrimination and Retaliation Complaints; and up-

to-date list of protected classes under NYC and NYS Human Rights Laws; as well as 

Procedures For Implementing Reasonable Accommodation at the City University of New York. 

The agency head notified employees via email of the EEO Policy posted on the website. New 

employees were also provided copies of the agency’s EEO Policy, The City University of New 

York Policy on Equal Opportunity and Non- Discrimination; Charge of Discrimination Form; and 

Policy on Sexual Misconduct; and were required to acknowledge receipt of the new employee 

form which provided information on the agency’s EEO policies.  

 

 The agency’s EEO Policy did not include current contact information for federal, state and 

local agencies that enforce laws against discrimination. Corrective Action Required.  

 

Corrective Action #1: Include, or attach as addenda 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.  

 

II. 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.  
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 During the audit period, the agency established and implemented an EEO training plan for new 

and existing employees such as managers, supervisors and line employees. The agency 

maintained documentation of training sessions and provided scheduled outlook calendar 

training, and sign in sheets with the names and signatures of employees who attended the 

following trainings: Affirmative Action Representative (December 2015, October 2014); 

Addressing Cultural Diversity in the Workplace (March 2015); and Benefit Orientations 

trainings–which were held for new employees and informed/ trained on topics including 

discrimination and EEO compliance (2012-2015).  

 

III. 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. 

 

 The agency assessed recruitment efforts to determine whether such efforts adversely impact 

any particular group by reviewing its statistical data, reviewing its recruitment plan and 

recruitment sources. The agency evaluated its statistical data for adverse impact through an 

Impact Ratio Analysis (based on the statistical data information presented in the Personnel 

Activity Table and Applicant Data Recruitment documentation). The analyses were part of the 

yearly Affirmative Action Plan (AAP) and identified job categories which have 

underrepresentation of women/minorities. The agency’s principal EEO professional was 

responsible for recruitment efforts as outlined in its AAP. The principal EEO professional 

researched advertising and outreach options;  reviewed the recruitment plan to ensure broad 

recruitment; and also worked with the Search Committee (members of the Search Committee 

were responsible for observing the process of the search, screening, selection, interviewing, 

and recommending candidates for posted positions). In addition, Briefing ("Charge") provided 

information on underutilization as reported in the Affirmative Action Plan (AAP) to the search 

committee.  

 

The agency also demonstrated its efforts to recruit applicants from diverse resources. The 

agency maintained and provided a list of over 20 advertising sources for 2013, 2014, and 

2015. The advertisement list included, in addition to CUNY websites, general sources such as 

Monster and The New York Times newspaper, as well as targeted diverse sources such as the 

Asians in Higher Education (2013, 2014), Blacks in Higher Education (2013, 2014), 

Hispanics in Higher Education (2013, 2014), Women in Development in NY (2013, 2014, 

2015), and other sources such as Diverse Issues in Higher Education, IMDiversity.com, and 

Diversity.com.  
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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. 

 

 The agency’s principal EEO professional was responsible for reviewing statistical information 

(Impact Ratio Analysis based on the statistical data information presented in the Personnel 

Activity Table and Applicant Data Recruitment documentation) and for communicating with the 

Office of the General Counsel on EEO complaints. The agency demonstrated that the principal 

EEO Professional, HR Professional and General Counsel met to discuss EEO matters through 

meeting minutes and agendas. The topics of the meeting minutes and agendas included the 

review of the affirmative action plan, advertising for job postings, CUNY applications, legal 

affairs meeting, Title IX, information for principal EEO professional to communicate with 

Human Resources, and Office of Affirmative Action/ Compliance/ Diversity.  

 

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. 

 

 The agency assessed the manner in which candidates were selected for employment. The 

agency’s assessment included an evaluation of its statistical data for adverse impact through 

an Impact Ratio Analysis, an evaluation of personnel transactions in each EEO category 

(determines any disparities or adverse impact in the personnel actions to indicate if an 

employment practice results in a negative consequence more often for members of protected 

groups than for other employees or applicants). The Impact Ratio Analysis was based on the 

statistical information presented in the Personnel Activity Table and Applicant Data 

Recruitment documentation, in order to identify job categories which have 

underrepresentation of women/minorities and to complete the yearly AAP (See § III. 4).   

 

Additionally, the agency ensured that the requirements listed in the job vacancy notices were 

related to the specific vacancy by reviewing the skills and competencies listed. In addition to 

the review of the qualifications by the Human Resources and Compliance and Diversity 

Offices, the agency’s Office of Human Relations Management reviewed proposed vacancy 

notices and conducted analyses of the description of positions prior to posting for recruitment.  

The reviews compared the vacancy notices with established criteria; if there were any 

disparities with the essential functions of the job or qualifications it was brought to the 

attention of the colleges’ Office of Human Resources. The agency records and compiles 

documents for each stage of the recruitment and selection. The search certification form, 

reviewed by the principal EEO professional, monitors the search process at each stage, and 

certifies that the recruitment plan has followed prescribed guidelines; the job vacancy notice 

lists skills and competencies that align with the job titles; and that the posting has been 

placed in sources that will recruit candidates from underrepresented groups.  
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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. 

 

 The agency posted available discretionary positions through its central job positing system, 

CUNYfirst. The agency’s recruitment sources included a list of over 20 advertising sources for 

2013, 2014, and 2015. The advertisement list included general and diverse sources such as 

Monster and The New York Times newspaper, as well as Asians in Higher Education (2013, 

2014), Blacks in Higher Education (2013, 2014), Hispanics in Higher Education (2013, 

2014), Women in Development in NY (2013, 2014, 2015), and other sources such as Minority 

Nurse and Law Enforcement websites. Additionally, the agency reviewed documents compiled 

during the recruitment process to ensure job requirements listed on the job-vacancy notices 

were job related (See III. 6).   

 

8. 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 the 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. 

 

 During the audit period, the agency’s recruitment sources included a list of over 20 advertising 

sources for 2013, 2014, and 2015. The advertisement list included general and diverse 

sources such as the Monster and the New York Times newspaper, as well as Asians in Higher 

Education (2013, 2014), Blacks in Higher Education (2013, 2014), Hispanics in Higher 

Education (2013, 2014), Women in Development in NY (2013, 2014, 2015), and other 

resources such as Minority Nurse and Law Enforcement websites.  

 

NOTE: The agency reported that Civil Service testing and selection processes were centralized 

within CUNY.  

 

 Although the agency advertisement sources included minority- or female-oriented 

publications, it did not demonstrate that it reviewed the competencies, skills and abilities 

required (as presented in job vacancy notices and notices of examination) or that it worked 

with the Civil Service Commission, for the groups experiencing underrepresentation to 

ensure that these standards were updated, job-related and required by business necessity. 

Additionally, during the audit period, the agency reported that the following groups 

experienced gender underutilization in: Executive; Technical/Paraprofessional; Skilled 

Crafts; Campus Peace Security Level 1; and underutilization for total minorities in: 

Executive/Administrative/Managerial; which may include civil service titles. Corrective 

Action Required.  
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Corrective Action #2:  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 the 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). 

 

 The agency ensured that personnel involved in recruiting and hiring were provided with a copy 

of the structured interview guide entitled “Interviewing and Selecting Plan and Conduct 

Interviews. Identify Finalists.” The structured interview guide included information such as: 

interview planning; developing interview questions; questions in the interview process; 

interview agenda; and identifying finalists. The interview guide was part of a Search Committee 

manual, and the principal EEO professional was responsible for providing structured interview 

training to the Search Committee (See § III. 4).   

 

10. Promote employees’ awareness of opportunities for promotion and transfer within the agency, 

and ensure that employees are considered for such opportunities. 

 

 During the audit period, the agency’s Human Resources department informed non-classified 

staff of advancement opportunities via email titled “reclassification”. The office of Human 

Resources informed employees via email of upcoming civil service examinations. Additionally, 

the agency reported that CUNY posts available positions outside of the Classified Civil Service 

through its central job positing system.  

 

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

 

 During the period in review, the agency maintained and provided documentation of job 

vacancy notices via the CUNYfirst system. Job vacancy notices included: Academic ASAP 

Program Coordinator; Administrative Coordinator-ASAP; Academic Advising Coordinator; and 

Facilities Planning Director. The job vacancies notices included the EEO tagline “CUNY 

encourages people with disabilities, minorities, veterans and women to apply. At CUNY, Italian 

Americans are also included among our protected groups. Applicants and employees will not 

be discriminated against on the basis of any legally protected category, including sexual 

orientation or gender identity. 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 
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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 used and maintained an applicant/candidate log or tracking system for each 

applicant. Applications were received through CUNY’s Central Application Tracking system, 

CUNYfirst. The agency maintained and provided documentation of the applicant log for the last 

job advertisements during the audit period; titles included Academic AP Program Coordinator; 

Administrative Coordinator ASAP; Academic Advising Coordinator; and Facilities Planning 

Coordinator. The applicant log included information such as the position, first name, last 

name, identification number, applicant type, disposition, resume, last updated, and 

duplicate/comment tab.   

 

Additionally, the agency completed a certification form for searches which captured additional 

information, monitored the search process at each stage, and identified the ethnic breakdown 

of the candidate pool; the breakdown of the ethnicities and gender of those candidates who 

were interviewed; the recruitment source of the selected candidate; the name of the selected 

candidate identifying the gender and race/ethnicity if the candidate self-identified; the names 

of the any additional candidates who were offered the position/and why the candidate refused 

the offer; as well the names of other candidates who were interviewed, but who were not 

offered the position. 

 

 The agency did not demonstrate that the applicant/candidate log or tracking system or 

recruitment source for each applicant included disability or veteran status.  Corrective 

Action Required.  

 

Corrective Action #3: Use and maintain an applicant/candidate log or tracking system which, 

in addition to the above, includes the disability or veteran status.   

 

IV. CAREER COUNSELING: 

Determination:  The agency is in 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. 

 

 The agency provided career counseling to employees upon request. Career information was 

provided to employees by the assigned Human Resources Professional. During the audit 

period, the Human Resources department notified employees via email regarding upcoming 

training development, workshops, and upcoming civil service examinations. 

 

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 
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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.  

 

 The agency’s Human Resources professional and the principal EEO professional ensured that 

employees were provided with access to employment information upon hire. The Human 

Resources department ensured that employees were made aware and notified via email of 

career and advancement opportunities, civil service examinations, training, and workshop 

opportunities and job postings. Additional information was provided to employees during new 

hire orientation and via email on access to performance evaluation standards, EEO policies, 

their rights and responsibilities under such policies and the discrimination complaint 

procedures. Additionally, the principal EEO professional and the Human Resources 

professional communicated and held meetings to discuss EEO matters as indicated by 

documentation of calendar meetings.  

 

NOTE: The agency reported that Section 55-a matters and Civil Service testing were addressed 

by the CUNY Central Service Unit.  

 

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 ensured that information regarding its EEO Policies was made available in 

appropriate alternative formats upon request to employees and applicants for employment 

with disabilities. During the period in review, the agency’s EEO Policies were available in the 

following alternative formats: large print, audio tape, and braille, upon request. For the audit 

period, the agency reported that no requests for alternative formats were made.  

 

16. Document reasonable accommodation requests and their outcomes. 

 

 The agency documented reasonable accommodation requests through its Reasonable 

Accommodation Request Form which is available in the agency’s Reasonable Accommodation 

Procedure Policy. Reasonable accommodation requests and outcomes were documented in a 

log maintained by the principal EEO professional. The Request for Reasonable 

Accommodation log provided by the agency included the following information: date, name, 

requested accommodation, type of accommodation, and name/office. For the audit period, 

the log included two requests made in 2013, two requests made in 2014, and two requests 

made in 2015.  
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VI. RESPONSIBILITY FOR EEO PLAN IMPLEMENTATION - EEO PROFESSIONALS: 

Determination:  The agency is in 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, federal 

and state EEO laws; the requirements of the agency’s EEO policies, standards and procedures; 

and the prevention, investigation, and resolution of discrimination complaints. 

 

 The agency appointed the Chief Diversity Officer (as the agency’s principal EEO professional) 

to implement EEO policies and standards within the agency. The agency head informed the 

campus community via a reaffirmation letter on August 27, 2014, of the designation and 

contact information of the Chief Diversity Officer. The Chief Diversity Officer obtained the 

following training certifications: Title IX Investigations Training (Office of Human Resources 

Management, Office of Recruitment and Diversity, Office of General Counsel, November 

2015); Workplace Violence Prevention (Workplace Answers, November 2015); and HR 

Professionals: Are you an Ally for Diversity, Equity, and Inclusion? (CUPA-HR New York Metro 

Chapter, April 2015).  

  

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

out their responsibilities under the EEO Policy. 

 

 The agency reported that the Chief Diversity Officer referenced above was the only member of 

the agency’s EEO unit. (See Training VI. 17) 

 

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

report other than the General Counsel) in order to exercise the necessary authority and 

independent judgment to fulfill EEO responsibilities. 

 

 During the audit period, the principal EEO Professional reported directly to the agency head in 

order to exercise the necessary authority and independent judgment to fulfill EEO 

responsibilities. This reporting relationship was indicated in the agency’s Office of Affirmative 

Action Pluralism and Diversity chart and the Office of the President chart.  

  

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. 

 

 During the audit period, the agency documented decisions that impact the administration and 

operation of the EEO program between the agency head and the principal EEO Professional. 

The agency provided documentation of calendar meetings and minutes regarding monthly 

updates from the Office of Affirmative Action/ Pluralism; diversity updates on the agency’s 

efforts on recruitment; federal guidelines updates; EEO investigation updates; diversity plans, 

staff training and upcoming meetings for principal EEO professional and Human Resources. 
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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. 

 

 During the audit period, the agency established and implemented an annual managerial/non-

managerial performance evaluation program (with timetable). Managers and supervisors were 

notified each year via email of the performance evaluation deadline, guidelines, procedures, 

and were provided with the form and the list of employees to be evaluated.  

 

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). 

 

 During the period in review, the managerial performance evaluation forms contained a rating 

for EEO. The agency’s managerial performance evaluations rated managers for the following: 

“Inclusiveness – Diversity: Shows respect for people and their differences; promotes fairness 

and equity: engages the talents, experiences and capabilities of others; fosters a sense of 

belonging; works to understand the perspectives of others; creates opportunities for access 

and success.”   

 

VIII. REPORTING STANDARD FOR AGENCY HEAD: 

Determination:  The agency is in non-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. 

 

 The agency did not submit to 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. Corrective Action Required.  

 

NOTE: Subsequent to the audit period, the agency submitted Affirmative Action Plans for      

2013, 2014, and 2015.  

 

Corrective Action #4: 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. 

 

 

 

                                                 
2
Submission of Quarterly Reports on EEO Activity is optional for non-Mayoral agencies.  
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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 _4__ 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. 

 

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. 

 

 

 

 



 

 14 

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, 

 

 
Elona Shehu, EEO Program Analyst 

 

 

 

 

Approved by, 

 

 

__________________________ 

Charise L. Terry, PHR 

Executive Director 

 

 

c: Josephine A. Pantaleo, Chief Diversity Officer  
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Statistical Profile of Agency Workforce 



UAUDATTCH13-1011 

Attachment 13:  Statistical Profile of Agency Workforce 
Beginning and End of Audit Period 

 

Agency: Community College - Queensborough 

Non-Pedagogical   

 

# 
Employees 

Beginning of Audit Period  

7/1/2012 

End of Audit Period 

12/31/2015 

 
Male 223 248 

Female 251 285 

   

White 224 249 

Black 105 104 

Hispanic 81 95 

Asian 64 76 

Native American 0 0 

Unknown- 

Two of More Races- 

0 

0 

0 

9 

   

Total # 
of Employees 474 533 
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TOTA~ 

S•I•U.,IIber 2'5, 2014 

JOB 
AREAS/ 

CATEGORY, -. . 
I E•oc.IAdmJIInll(l. 

1 facun~ 

l Proruslo nai/Non-F.'lc. 

• Soc,.torldCiorli:al· , 

1 lechnJP•r•prot•sslon•' 

' Skilled Tr1doo 

7 SorvlceJMainl• n•ncl 
TOTAL; ' 

IMPACT ANALYSIS WORKSHEETS 
Queenaborough Community Collage 

FEMALES 

Quoenoborough Community College 

MINORITY 

AND MINORITIES 

FEMALE 
HIREJO HIRES PERCENTAGE OF HIRES 

NON MIN loiiN TOTAL MALE FEMALE TOTAL 'Aot~ .. ollflin Nru ..r.ot l'r'l•'-""'•• 
_ ... ,.mas. 

APPL IIIFIES APP HIRES APP HIRE& APPL · ttRes A~l IIIREJO APPL HIRES ..... .... 
2114 40 4431 42 7116 12 4198 36 3144 47 7111 12 U% o ...... 0.1% U% 

382 7 5011 7 8111 1~ 489 5 392 II 881 14 1.8% 1.4% 1.~ 2,3% 

1150 18 1114 13 2004 32 13&4 17 880 16 2084 32 1.7% 1.4% 1.2% 2.2% 

11111 5 2244 10 3235 16 1342 5 1,1113 10 3235 15 0,5% 0.4V. 0 .4'% 0.5% ' 

5 3 14 s 111 8 7 1 12 7 18 8 80 0'1\ 35.7'Ao 14.3% 60,3% 

83 0 258 3 341 3 345 0 u 3 341 3 0.0'14. 1.ZV. 0.0'14. 3.1% 

6 3 2 0 e 3 9 3 0 0 8 3 50.014. 0.~ 33.31\ O.OYo 

117 3 4110 4 557 7 1113 4 -63 3 537 7 4.51\ o.al\ 0.714. 3.1% 

2614 40 4431 ~4! . 7115 az 419t 35 3144 47 7111 B2 '" '" '" · - '" -

IRA WORKSHEET FOR NON·MIN VS MIN % OF HIRES 

~LU.$ TMWUNG 

RATE FOR RATE FOR oveR ONLY IF IRA UNDER 0 .8 DCf-1 •1lSCIIM FISHER TEST 
..u. aro 1MLUS nwtu N&O RI Hllfl NOij.NIH YIN U,UC4NJI l!liNH!M:IO IRA IXPICl ACYl D" A~UCAWTa 

NO.,..,.IHHIR!O 
UNFAV. GROUP FAV.GROUP IIAU DEY mca:v..z VAlU! 

.....OIIIt'f 1., ... - '·""" 0.75 1.114 7 7 0 0.54 ::·~·:w.ii.:·',·.,, 

- ·· U'4 ......... ..., .... O.H .... :· ..• · '·'>i;.; 
MIMONJ't OA ... -· . .. ,.. 0.11 .;.: .. ·:·.'· .. 
M_,.. >S.'N _.. .. I O.D"A. 0.10 42.1'11. 5 6 0 0.94 l'li\O!Il~'IIF, 6 3 14 5 - D."'' atiMOIU.JY 1,J1. =··-=· ···.;,;;·; ' 
MIMO*f'J ·~" ......... IO.W. o.oo 37.l~ 0 0 0 1.26 :~~.o:SS't1::::> 6 3 2 0 
WNJNJ'I' OA'4 ... .._ ._Ill 0.18 1.3% 8 4 2 U2 . .. 15iW,;Nu~-i~;.: 

18 1f 2 

IRA WORKSHEET FOR MALE VS FEMALE %OF HIRES 

RATE FOR RATE FOR ovtA ONLY IF IRA UNDER o.a 
IM ~W itWIUNI'O 

W,.1PUSDN FISHER'S TEST 
ALL 

U1!CT o• 5TO IIAWS.~Or.IANO "'"'""' ..-~ . .,, """" "'' .. ft"Uihklr.l 
IRA AC:TL ttm••H 

UNFAV. GROUP FAV. OitOUP IU\Te DlV lfDOC'f~ VALUI 
I •· . • • ' ' ' N . 

IU.U ""'"' ,...,... 2.l"" Ws;'~~~i .... r.. 
MALt •.a fi. .. ALE Z.l'll 1:41'!.-. ;<.;!l!:f. 

MALE ... ,. fEMALt . .. ,. -ih~· ;~ :.: :. ·; ~' 

MAL< 1UII ICMALl lUll !.W..IIII!b!!llff:~l 
MAL. I '·"" P!hlA\.& >.0'11 W.:~'IX:Iil!JU il£1 

Pl MAll U'4 ~ .... , ,,.,. 0.00 37.6% 0 0 0 N/A ;~:r;•:rtii1iFJl~ 

MALe 0.711 fEMALI! Ul\ f~:, .. l .:l .~:w;,~: 
0 0 0 

-· 

r.wti,...-.t~ •t ... ~ Ft ,, ,_, •• ,u ... ;:lt':..'~«t)rf•....,no..:.:u '"' NIUI.;• ·"'-':~·;. .,~,.. ... 
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1' 

--, 

PART A 

N t«A rur 11161A. r 

r.c!TE 

'10 SIGNIF. OIFF. 

NOSIGNIF. OIFF. 

, .... ,. ••• ,'"'loA.' 
NOT I! . 

NO FEMAlE 

~ 
'-I) 
~ 



.· 

~ 
'~ 

PROMOT/O~_ANAL YSIS Queenaborough Community Collogo . PARTS 
-- ·~ · ·· -- · --·--· , 

JOB 
" 

MINORITY FEMALE 
AREAS/ PROioiOliON PROMOTION PEIICeNT .... EO, '~OMOTION 

CATEGORY NON MIN MIN TOTAL MALe FeMALe TOTAL 
"OF WEN , "-Of Mrwnln "'"' """ ""O'Il.WA\.S 

'""·"'IA-.\'1 1 '11.\)\~UU ~-" l 'fi'tAtll;lill .~ ... , • i'NOWllD !"'lltlfUHI J'it:Q.~/111 -·· , .. '(:IIIII;){ tii ~lt:Wif/d ,.....,.,, PROMOTED p•omotad '"'"'"' .. prenoot.J 

• TOTAL - 608 :JO 389 21 175 61 413 16 402 36 175 51 t% 8% ..... I'll 

1 EaoeJAdn•llolng~. . 69 5 32 3 1 0\ a ~5 3 56 5 10\ 8 7% V% 7% 11'11 

2 Facully 267 5 115 6 382 11 186 4 1all 7 382 11 2'11 6% 2'14. ...... 
l Ptofnl1on•11Non.fac: 41 6 57 2 105 8 37 4 68 4 \ OS 8 ,,,.. .,.. 11'11, 6'14 

• SocrotorloiiCI••Iul 49 11 57 9 106 20 7 1 ~ 19 106 20 22% 16'Mo 14'14 18'14 

$ TechnJPitlpl·cru&loo•l 26 0 28 0 54 0 38 0 16 0 &4 0 0'11 O'llo 0% 0'11 

6 Skilled Tradu 23 1 2 0 25 , 25 1 0 0 25 , 4% 0% 414 0'14 

1 Sorvl cel~1•1n\llnlnce 2. 2 78 1 102 3 75 2 27 1 102 3 814 1'14 3'14 .. ,.. 
TOTAL ' 606 30 3U 21 876 61 413 16 482 3$ 876 61 1% I'll .,.. ,.,. 

IRA WORKSHEET FOR NON-MIN VS MIN "lo OF PROMOTION 
S•pt.,ub<t 26, 2014 

JOB IIA \.UI tHANU NJo 

AREAS/ RATE FOR RAlEFOR Ovt~ ONL. V IF IRA UNOER O.a .,,.,,£MOW FISHER TEST 
CATEGORY ALL EXPECT lTD llA~ IMNfUAtiO r•MUI"' NHU11oUIWtt.LT 

IRA ~l Dlf friiOirf-"liHIJKUM HOw.w.tNPRMT M)H!I»CUM 'lu.IPIWT 
UNFAV. GROUP FAV. GROUP RATe DIN ITDOl~ VA\..,_ NOTE . I . • I • • I I • L • 0 • • 0 

1 ExacJAdon.llolng~ , ..• - 7.11'11. -· .. ~."' ~~;: · ' .. :t; ,; ~:::;;,=. 
. • Faculty ....... \.ll'IL •INDNn 1.1~ ·• ~·· .. ;t ; f-·•:::,1~~ 

3 Jlrof•••ionaiiNon·F•i MlNOI&lff ~.lt"4 ......... 11,1C'Mo 0.21 7.61% 4 1 2 . 1.73 . .\ ·' :,:; NI.~Yc1·~-

• Socrotat1ai1Ciarlcel MIIIQfUEf "·'·~ ·- IL""' 0.70 \1.17% 10 ' 1 0.17 . ,,;;;);;.NiAiii; '· 
s TechnJ PareproreaaJonal · - ... .... . :· :·::!?,;:~· ~~ 
1 Skilled l r•des ........ ...... ..-.. 4r..U'4 O.OD .. 00'4 • Q 0 0.30 

... ·- ·:· u 1 2 0 NO SIGNIF. OIFF. 

7 Se rvi .. ciMalnta.~nc, · -· ~ .... - . .., ... 0.16 2.84'11 l I , 1.78 . ~~-.NIA~':~· 
TOTAl 1e 12 4 

•, 

IRA WORKSHEET FOR MALE VS FEMALE % OF PROMOTION 
Sept~mber 2S. 2014 

JOB IU lUllfWit.IMID 

AREASI RATEFOR RATE FOR OVER ONLY IF IRA UNDER 0.& W•lPOSOit FISHER TEST 
CATEGORY N.L lTD -JilAlWTWAMU~ Jl&llln fWiofU ll&l IU.I.LT 

IRA li.li.I'ICT AOTL D .. Mel•lMvm .... till, hnl•l• ..... ilfft , ...... ""'. 
NOTE UNFAV. GROUP FAV.GROUP !lATE D!V llDDf\'toel YAlU' . . " • c • , • H I J • L· M N 0 ' • 

1 EucJAdm.lt.lngt1. MAL.I . .... ....... I . I'K. .·mr:~m-~;~;t~! 
1 Focultv -· Lll' '•"au >All Wi~1~~~~: 
l Profeulonallf..lan· Fio. PIWAU .... ...... \t.&"4 0.54-4 1.114 5 4 1 O.t\ ;~ ••. N)A"-;:• 

• Socratar;.uclar\cal ..... ,.,,.,. , ...... ,1.1'11. .1! . 
s TecM.IP•r•prof•ukinel ... ... rf-•• ~.&'l:ta~ 
' Skilled Trades ....... . ..... ... ... ..... 0.000 4.0% 0 0 0 N/A '~ikt-:~~~i;ll-'::. INCUMBENT 

7 St~h:tiMalnta,lanu . ..... ..,~ ,. ... \. UY. ~ ;,~.~;;;:~;· .: .. 
TOTAL 6 4 1 

w-•~ .... , .. : · ~;-:.:,. ;1,1, .,;H~n\•, ;!: l:.:..~c:to>NliP.,oU..l$-'• ;A;IIU.If .... oiY ~f.lo ' ~<l:l• 
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COLLEGE NAMEt 

HIRES ANAL -(.SIS 
Ocrooor tJ, 2015 

JOB 
AREAS/ 

CATEGORY 

TOTAL 

1 IExoc.IAdm./Mnotl. 

2 \Foculh'_ 

W~tplasslu~'!:f.!E.: 

l ., \secr•t..rl"tJC'•ttical 

5\TochnJP•••~rolnaiQI\il 

o iSkllltO TtlOU 

7 lStNI~M•iut.anln'• 

TOTAl. 

Oclub¥1 23, 2015 

JOB 
AREAS/ ) 

CATEGORY 

: bec./AdmJMnorl. ~ 

2 Faculty 

.!. Prof••• •onaUNon~Fac. 

-• ~l!!J!!.!E!!!!<•I 
.!, !uhn.IParaprof•••lo"''•l 

o Skilled Tndu 
'! Servicellllainlen.,nCJ 

TOTAl .. 

Ocrobor 13, lOIS 

JOB 
AREAS/ 

CATEGORY 

' )Ex•cJAdm.IM.nort. 

2 1Facu1ty 

TOTAl.: 

;-

IMPACT ANALYSIS WORKSKEETS 
Queensborough Community Colleg_e 

NON MIN 
APPI. HIRES 

2276 .. -~11" .. 

490 12 
1000. 11 

621 12 
2 2 

122 • 
6 6 
35 2 

2276 4!1 

RATE FOR 

Ul'lFAV. GROUP 

_..,.. 1.> .. - \.1~ 

_... ...... 
-oM'f 21.1'11 

._,.,. i .l'll 

- ... 
~In 1.7';1 

FEMAt.ES AND MINORJTIES 

Quean&borou~jl\ Community Colleg• 

MINORITY 
1111\I!S 

lllN. 
APPL ; HIRES 

. -·;,~~~ - it"' ' 

637 8 
6~ 8 

: 1~6 •. 18. 

19 
·-' 4 •. 

: 383 II 

3 3 

281 \6 
.. 3543 61 

RATE FOR 

FAV •. ROUP 

......... ..... _,.. 1.110> _ ..... . .... 
l ,aJh ...... l 10t.n. 

......... U'll 

Jl¥. -- 5.1'11 

RATE FOR 

FAY. GRQ!JP 

'" 

''f:E!!fE . .. .. . ·11 .. PI!.R'C:ENTAGE.QF HIRES 

· s•1.~ --c':tJb:.'''T.''li1t:~'l"'~ijr"'J?":.3oo.::J""~- !t,~J.~~Jf~a·::~r:·v:o.--·~ tF·'·~t,;:~ ·":l·····-·;:tf4 --_ ~:- - ··u"'·---.,.-·-·i-•'" -
· 1121 11 :20 t .§&7 - r - :,-~~ T-_:&eO--x.~--~8 - w-,i2i~l _ 20 .. --1.- .?.-.l~ . r ,,'3~ t - 2;,~ . :~- ~~"~ 

to~ \I 19 I' .9os 'I 1.1 ~~ -7~8 1 ,8 ·· ~ '""' ·1 .ta l , u'l'. :r 1t.~"-' r ~~'~ ~r 1 .1~ 
.j;.Q'J(o. 1 0'4. 1.4 ... 
. 2;y,!Ji····,, O'QI'A·"' :;:;:;~ . 

485 ;I 10 I' 311 :t 9· ,; '11'4 .,, .1. ~1 ~M_L 10 .l :J,~'Ii I l.l'li 2·4 .. 0.9 .. 

_i_ 'Li___l____i__l__ $·_E _JL L 0_____,_~ .....i. n a 1• 1oo.D% I 1oo.o14 100.0% . i 0.014 

-316 .1 1.a 1 '263 1 ,.; ·· ·'r :63 ·n · 4; =•~ si& · :r · 1a=-v~!.7.M--:--f-~%- s,J'Ii i~'4 
$8fll 'I .11.0 _1'., 28.1fJ . - ~~~ .... t . ~Q~~s:--~ '""'~-~ -"~ .-ils.t.li '.J . ;4;-t~.:.;t".~ .. lM< . ·:.:!:'. _n( .. .ZK. ~ ... •. Zl( 

,.. • • •i]j:\ • ~ ;; ,. • .,)( .. ~-..'•'*"~~---5C<o -~ ,, ;;::_.,,.. - • - "'f,.......-·- -.IOii•:.o ,.,..,J . ...... S:il\ ... ,., to,.; ..-..:;..,.,..,.,,,, ..... t ••••• ··· - • ~· -,,,, ~-- ~ -r~.olini to ,••-*" ,,, ., ,._,, ,.,.,,. 

--- -·----~---

IRA WORKSHEET :f.OR'NON·M.lN VS MIN' % :OF. .r-fiRES 
- ·-- -- ·- -

·'""'"''"'""...., 
OVI~ . 0 ILYJE..IR.I UND&R.0.8 _!ptl-... rtMQN 

' ~ ., .. FIS IERTEST 
AL~ 

. I ' STO ;J\!J.I .. IflloH .... A1111 1i 
... _. 

i NQII-"IM NIH I IRA ·1 : U.lCT' ' t.Cll. i . o_., 
(m~ 

I ,APPUCANTa tf06toliti1N~ APPUCAHYW , MlfrtH\REO 
!!AU ' i ~ VAI.Ut. 

_, _ . 
0,,1 1.1% 1-1 • ~ 1.SO 

,. . 'u·~ .;;w ... ~jt ~~: 
:! ' 

.... 
li.!!~,g;c7.<i/!o' ~ 

' 
0.12. \.S'llo ~- : -·· . .... 1 1.7-4 . . .. ··-· 
0.21 li.&'Ji . ·5 -~ ~ .ul· ' . ..,.. f. 'lit aYe i\.t1,: 2 ' 2 19 4 

2.1'A . 
... -- . .. . 

·t:oe ~.;.:~ ')~'!l;~i-o.so 7 ' ~ • ... ... ······ -· ~- . f!r; ~~1·.;~-t.n~~t __ ''" -.. .... ... . -
1.00 ·:":r:: ~-r~1:~~-::: 1 

43 i 34 -~ . 
- .. . 

IRA WORKSHEETFOR-MALE·VSFEMALE% OF HIRES 

OYi~ 

ALL 
AA~ 

FISHER'S TEST 

IRA .. 
IJ'' 

"A,Lfti1.UW(t"f;{l 

llO~) . ,. ·-.... ~l. 
,.~ .... 

t\: 1 • 

-..... ._. .. ... p ""'""" Nl•• 
""'i 

--~ .... 

~ 

PART A 

NHIA1UT1t11Ull 

NOTE 

.. 
NO SIGNIF. DIFF. 

,.will TU1 MS\Ll 

NOTE 

• 

I 
1
.l'll ~ •s I 1

·1'1 t o.aa --l I· . .. ··~~ ..... ' {1· '· . :t I·· .... J .~i'v~~~~~ I' . j· \ ·I I . . .......... ~ ... ~ 

~ .. . 
~ ..... J. tOY! I . .... ' ~..... I· IGt.O'II I MO ' 100.0.. ' 0 t 0 '1- 0 

NO FEMALE 
-

rt .. ALE 1 • J .I'II u.. I rt,.ALE ~ . 7.1., I l~ · .. - -· .I .. l-. ~. . .... 
11 .. 9 ,2 .li· 

-..ol,' . .;•t•t",.·.~~~ -,._ •• ._,.,_,,;,.r.,,.,.,.,., ()o5.r,...-.,t';..'t.,., II IOl$ .. U IIU.ti:!>U U 001,.11~'n1Ql~ 

- ··- -;. ·-::;;....~-:-.;; o-;.::~::·. •..:;::,. ·. ::".;;·" :o:...:J.,;.;. .............. ~ ,J. ....... _ .. , · - ·· ··· .......... .. - ., ................... ·····= . .. h ... .. ..... .. -. •• -· . ..... . 



PROMOTION ~NAL YSIS 
Ocrober 23, 2015 

JOB 
AREAS/ 

CATEGORY NONMII'I 

----~· I ~~ 

MINORITY 
PROMO n ON 

MIN 

~'"r l ~ 

·- • -~ -.-···-··.· ~ ... -.. -··-~ ... ·· -······ ......... __ "":. ___ c,:.;:-:,·,·~·.:-· __ .:·;:.~ 
....... --- ··-- ... .. . .. 

Queenaboroujlh Communll}i·:coueg• 

FE'MiCe·· 
.r "ROiiOlte5N 

TOTAL MAte F~/iile TOTAL 
~ ... c;w,, : -.. ... ,. 'f .. 'l~::::=:-1~~------ •. 

- '·~ . ~~-·lf ~~ il- .~~ · 1!:.~· 4l ~ru 
........... 
·~ · 

.P.IIIQiNTAOI.Of PROMOTION 

""of oM 
promgtecf 

,.,_ 
PCOIRot~ 

'!' OfF&Jr4.t,I.C 
.,O.ltoUol 

TOTAL. I ~19 22 r 403 I 22 I 1122 t 44 1: ~~~ l 24 t:; .~ 11 2a 1( 1121 I ·if-- :( 4~~T- '~ 1 , ., _ •l ~~to 

'lEuc.IAdm.iMnool. . I 75 I 2 I· 37 t 3 l 112 t 0- 11 4~--~1~-;~·-<·:ll'~ci:i~l·--'o~l 1-1:i l :~. I .3'14. .J .II'A r 1014 •I Olio 

·> Facult I 270 \" 1Z , .• 1\p I' .8· r- r3J2 J .... 29 .. ~ r1·&t.rt- ' ~a.:·;r. :-1\~ ' r~-27j::Jai~~ --I =~ci":·.:~:F··1f.l 4% r• l 6'A r 
~ Prorau;onai!Non,~6c , . :13 1 6ll 4 122 :I - ~ ·. _ 40, ...... - 3 • . ; . . .. . az,. ··' • ... .,.::~ , .... · . .- ·L .. 122 · . ~ - -' ... . :~~... . . 6-i' . • 8~ ~ 
• ISoeratorloiiCiorieal I ~3 I 2 I 59 I 0 ~ 102 ~ 2 1.. 5 I' .Q I'. '87 J 2'. -~~ 102. f. 2 J ·5% 1- ~ I O'A .JI .2% 

~J!!~~~~~--+~--~2~-41--~3~0~~--~~~~~~--~~+-~~~~~--~--~~~~~~~~~~~~-4._~~--~--~=-~~~~--~--~~~ 
o lskll\od Tndn > .' ( 24 I 2 2 

• •servicaiM•intononoo. I 27 I 1 I 87 .1 2 (.. iii". r · ··3 .. ··r ··-87 ... 'f ."' . "f' "' ·rr.::·.~;~·::"J;':::~:~ "f:::. JC~t~.:"[~:-J"a::.~_t.t· ~:4~~~ :~'T .. -2;,.." ···.1·• ·"1~"' 'I "'"' ,;:;,--:·· 
rorAL . • 1 $19 1 22 - r .fe3 .1- ·22·- r-::e"'2i-:=r···~ -Ct- ·l3~~ ·· j ------~:--1.c:i.~f~if~:~·2~r-n;lf ·lltr::;[·::i.i""lR ·-"l~""'''T'"· .. -,ir··· ... ·t-··· ··i•x-=·1·····-'•i ·"··· 

OctoborlJ. 2016 

JOB 
AREAS/ 

CATEGORY 

I IEucJAIIm.!l.\ngrl, 

RATE FOR 

UNF&:_OROUP 

• 
~"""' I - ~-n. 

li F•culty I ~ .. I ,_..,..., 

RATE FOR 

FAV • . GROUI> 

.......... i 1..11'1' .. 

MIH!tWN •I t.'Pft. 

, lProf•••lonaUNon.J:ac.. 1 JU)N.... r 1.... I MI.WDIIl'f' .I LIG~ 

~."JRA WORK$HEE'f FOR NON~MI~ ·IJS ~IN % dF PReMOi"tbN 

IRA 
"O· :-li 

o"i...; ___ 1 
'• •· 

·· ~ . 

::h,.--::.;;:.~~:~:=::::. : 

Try,s:.~..:.· '' 

FISHER TEST 

NOI<-M'"INCUM ' I NON .... IH '""Tl ION OICUN i 

~'•f . :; ~tt::~:--:·.<.'·~,..~-~~(ll -··;;:;. -- ·- P.:"'' .. ... 

:._"""" :-· t;~_;;,g:J.! :.:J .:1· ... 

.~. li_!<!!!.'!.'i~lorl£11 -tv .... ~ -... .. : Ull!ll 0.00 UI'M I 1 !0 I, ·1· d ·~ :17 o.l -r~, :~:, 

WltllltMT 

-~ 

--
PARTB 

.,.'l.~~r 
NOTE 

~ 
~ 

f-~ .!!~hn~Parfpro/c>ulonil - ' nll ~ ; tLtN ... ' .. ··-- - . . _ _ :'F.· :~ : ,.,, - · . : ·--. ."; 1 .::£~!!!e1!:'i·'T _[ ir 1 
1 SkollodTndu _... .o.oo._ -.. .. :~·· ,,;;,;· .Lao"". t.iili":•:·. b~--· ·_ (j_·--•~.r_: ··.o.·:~. "11.:lil":~·:.:---:-~·.::·'""·-· .. ·,;"~~tF·f." ':24 '·. r " i -~t;· . 2 l o 11-lO."SlGNIF. OIFF.l 
, . SorolcoiM•intonanco _...., 2.:10'11 -- aa... o.u· "I a-.ts%- : a ·l l r. .o 'b..O, 1 ' ::,::~l)jj,f;;:':5!il t If\ 

TOTAL I ,.1: .. ---~ .:.::;[::'.,1_.~:'!:, · ,:1.. .. ··~ . 

... 
•;:.. 

--' ·: - ,..;:......,;:::::_•~· •!..}oo~·~·! · ~""-·..,.o.,:~t••!"-~ "•~ .. ....__~·t• ··~~:-~-•-ro':'!•~~~~~l~ "~'o.•·c ~~ .... "il" 

October 23, 20 t 5 
. "IRAWORRS.f.IEET'f®ltMAEE"VSTFiEM;t(tE 'o/o''tlt'PROMbnOfit"'·-.,-•, . ..... _____ ,,~c~"·······~ 

,·AuiiitKii.U:NO JOB 
AREAS/ 

CATEGORY 
RATE FOR RAT!! fOR OYU 

~~..~. 

ftAn 

r---~~~~~~~~L---~~.~~ . FISHER TEST 

UNFAV. GROUP FAV. QROUP IRA · 
·G.'. ~ uro.-;;..::1, - - •• 

EucJAdm.IMngrt. ,, •. I .. ~ r 4 ... M ... f ,..,,. 
O.OOQ ' U% 12. ·a, . >2.. 

Focullv l NA<t l ~" I ~ I "'"' I. I. \• •·;1 i, i 
,z:n 

, IMU:IUIWU.&AitO 

;·ltD"DN-4 
......... 

¥A'-VP.": 
'"ah lni;\IM •• 

-..~-'"'''·-;; ~ ...... • ·. ii!'~J~; ~· . ' . 

L .. _ ~ ~;..;;MIA:.-_;;·., 

~ .. ;!i:·~~ .. }· 

m• .. p1mt I ' temU.li'ICNm 

---~~ ... 

r.!.l!!.!!.!.!.&l.'!~!£: . .. 
" lsecrtt,d a11Cteric• l 

~ I Tochn./Parooruf•""o".~l L M .. , I IIA I fiMA<O I 1>;6" !" -J" ) I I, "I l: !I !:;;::.:~: •. ,:,:;,;·,;:~ 
~.!JSkolltd Tr1d .. 

t lservteeJMalnu~n'n~• 
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OFFICE OF THE  PRESIDENT 

 
Administration, Suite 502 

222-05 56th Avenue 
Bayside, NY 11364-1497 

718.631.6222 
Fax 718.281.5588 

 
 
 

BY MAIL AND EMAIL 
 
 

June 28, 2016 
 
 
 
 

Charise L. Terry, PHR 
Judith Garcia Quinonez, Esq. 
Elona Shehu, EEO Program Analyst 
253 Broadway 
Suite 602 
New York City, New York 10007 

 
Re: Preliminary Determination  for Audit: Review, Evaluation and Monitoring 
of the Queensborough Community College's Employment Practices and 
Procedures from january 1, 2012 to December 31, 2015. 

 
Dear Ms. Terry, Ms. Quinonez, and Ms. Shehu: 

 
Queensborough Community College thanks you and your agency for the 
detail oriented audit that evaluated its employment practices, programs, 
policies and procedures that ensure fair and effective equal employment 
opportunities for its employees and for applicants seeking employment  at 
Queensborough Community College. 

 
Queensborough Community College has reviewed the EEPC's findings and 
required corrective actions, and it insures the New York City Equal 
Employment Practices Commission that these corrective actions have been 
rectified and that these corrective actions will be noted in its Annual EEO 
Plans. 

I. ISSUANCE. DISTRIBUTION AND POSTING OF EEO POLICIES 

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

 
Finding: The agency's EEO Policy did not include current contact information 
for federal, state, and local agencies that enforce laws against discrimination. 
Corrective Action #1:  Include, or attach as addenda, current contact 
information for the federal, state, and local agencies that enforce laws against 
discrimination. 











 

 

 

 

BY MAIL AND EMAIL 

 

July 8, 2016  

 

Dr. Diane B. Call 

President 

Queensborough Community College 

222-05 56th Avenue 

Bayside, NY 11364  

 

 

RE:  Audit Resolution #2016/464: Final Determination Pursuant to 

the Review, Evaluation and Monitoring of the Queensborough 

Community College’s Employment Practices and Procedures from 

July 1, 2012  to December 31, 2015. 

 

Dear President Call: 

 

On behalf of the members of the Equal Employment Practices 

Commission (Commission or EEPC), thank you for your June 28, 

2017 response to our June 17, 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 standards1 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, §§8-107.1(a) and 8-107.13(d)); New York State Civil Service Law §55-a; Uniform Guidelines on Employee Selection 

Procedures (29 CFR §§1607.3 - 1607.7) and the equal employment opportunity requirements of the New York City Charter. 

 

Angela Cabrera 

Malini Cadambi Daniel 

Elaine S. Reiss, Esq. 

Arva R. Rice  

Commissioners  

 

Charise L. Terry, PHR 

Executive Director  

 

Judith Garcia Quiñonez, Esq. 

Executive Agency Counsel/  

Deputy Director 

 

Marie E. Giraud, Esq. 

Agency Attorney/  

Director of Compliance Monitoring 

 

253 Broadway  

Suite 602 

New York, NY 10007 

 
212. 615. 8939 tel.  

212. 615. 8931 fax 

 
 
 



 

 

2 

 

 

The assigned compliance-monitoring period is:  JULY 2016 TO DECEMBER 2016 

 

If corrective actions remain: Your agency’s response should indicate what steps your agency has 

taken, or will take, to implement the corrective actions during the designated period. 

Documentation which supports the implementation of each corrective action shall be uploaded to 

TeamCentral, the EEPC’s Automated Compliance-Monitoring System. Your agency will be 

monitored monthly until all corrective actions have been implemented. Instruction on how to 

access and navigate TeamCentral is attached. Upon your agency’s completion of the final 

corrective action, this Commission requires that your agency upload 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.  Upon receipt of the final memorandum, the 

EEPC will issue a Determination of Compliance.  

 

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 Giraud, Esq., Agency 

Attorney/Director of Compliance Monitoring at 212-615-8942. 

 

Thank you and your staff for your continued cooperation.   

 

 

Sincerely,  

 

 

Charise L. Terry, PHR 

Executive Director 

 

 

 

c: Josephine A. Pantaleo, Chief Diversity Officer  
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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 responses2 to the following EEPC required corrective actions, we Agree based on 

documentation that is attached to your response. 

 

Corrective Action #3 

Use and maintain an applicant/candidate log or tracking system which, in addition to the above, 

includes the disability or veteran status.  
 

Agency Response:  “[…] All applicants who apply for a position at CUNY are invited to self-identify 

their gender/race/ethnicity/disability/veteran status, and periodically, the College workforce 

receives invitations to review their self-identification for Gender/race/ethnicity/disability/veteran 

status through the CUNY First system. […] CUNY's CIS team is working on providing access to the 

individual campuses on the data of applicants who self-identify as individuals with disability 

status. QCC's Personnel Office accesses and tracks the Veteran Status of its employees through 

CUNY First. Queensborough Community College has added the categories of Individuals with 

Disabilities and Individuals with Veteran Status to its search certification form. […].” (Response, 

pg. 4). The agency provided copies of the invitation to self-identify disability and veteran status.   

 

EEPC Response: The EEPC accepts the agency's efforts and attached documentation that 

corrective action #3 has been implemented. 

 

Corrective Action #4 

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. 

 

Agency Response: “Subsequent to the audit period, Queens borough Community College 

submitted Affirmative Action Plans for the years: 2013, 2014, and 2015. Moving forward, the 

                                                 
2 Excerpts are italicized. 

Agency:                   Queensborough Community College 
Compliance Period:   JULY 2016 TO DECEMBER 2016 
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College ensures that it will send a completed copy of the Affirmative Action Plan to the EEPC in a 

timely manner.” (Response, Pg. 5).  

 

EEPC Response: The EEPC accepts the agency's efforts to implement corrective action #4.  

 

Monitoring Required 

The agency’s implementation of the following required corrective actions will be monitored during 

the assigned compliance monitoring period.   

  

Corrective Action #1 

Include, or attach as addenda current contact information for the federal, state and local agencies 

that enforce laws against discrimination.  

 

Agency Response: “[…] The information on the federal, state, and local agencies that enforce laws 

against discrimination is found on the website by clicking on the sentence: "The names and 

contact information for such agencies are here." This sentence is found in Section III, Paragraph 

C, "Using External Agencies." Moving forward, in the spirit of transparency and ease of 

accessibility, the College has now posted a separate link to this information on the website at: 

http://www.qcc.cuny.edu/affirmativeAction/docs/external-resources.pdf […].” (Response, Pgs. 1 

and 2).  

  

EEPC Response: The EEPC recognizes the agency's efforts to implement corrective action #1. 

Documentation which confirms that employees were notified that the current contact information 

for the federal, state and local agencies that enforce laws against discrimination has been posted 

on the agency’s website will be required during the compliance-monitoring period. The EEPC will 

provide further guidance at the initiation of the compliance-monitoring period. 

 

Corrective Action #2 

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 the 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: “[…] CUNY is required to submit an annual report to the NYS Civil Service 

Commission. The competencies, skills and qualifications required for CUNY Civil Service titles are 

reviewed by the CUNY Central Human Resources Department and reviewed with the affected 

union(s) when applicable. […] When filling civil service positions, if a civil service list does not 

exist, the College reviews competencies, skills, and abilities required for available positions, 

determines underutilization, discusses underutilization with the search committee members in 

the Search Charge meeting, and conducts a search to fill a vacancy; it outreaches to female and 

minority serving populations by posting on the appropriate job boards […]. For example, when a 

http://www.qcc.cuny.edu/affirmativeAction/docs/external-resources.pdf
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classified vacancy occurred in the Executive/ Administrative/Managerial title, the above process 

was followed, and the College provisionally hired a minority (Asian) for this classified position. 

When a Civil Service list does exist, the College is obligated to fill the position using said list in 

accordance with the CUNY Civil Service Rules and Regulations. The College CDO meets regularly 

with the Director of Human Resources to address underutilization for Civil Service titles. This 

information is considered when filling a position through a search or hiring from a Civil Service list 

in accordance with the CUNY Civil Service Rules and Regulations.” (Response, Pg. 3).   

 

EEPC Response: The EEPC recognizes the agency's efforts to address corrective action #2. 

Documentation which confirms the agency’s aforementioned efforts will be required during the 

compliance-monitoring period. The EEPC will provide further guidance at the initiation of the 

compliance-monitoring period. 

 

 

 

Thank you and your staff for your continued cooperation.   

 



















EQUAL EMPLOYMENT PRACTICES COMMISSION 
CITY OF NEW YORK 

RESOLUTION #~016/464C-14: Determination of Compliance (Monitoring Period Required) by the 
Queensborough Community College with the Equal Employment Practices Commission's required 
corrective actions pursuant to the Review, Evaluation and Monitoring of the 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 Emplqyment 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 Queensborough Community College's 
(QCC) Employment Practices and Procedures, the Equal Employment Practices Commission (EEPC) 
issued a Preliminary Determination letter, dated June 17, 2016, setting forth findings and the 
following required corrective actions: 

1. Include, or attach as addenda current contact information for the federal, state and local 
agencies that enforce laws against discrimination. 

2. 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 the 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. 

3. Use and maintain an applicantjcandidate log or tracking system which, in addition to the above, 
includes the applicant's! candidate's disability or veteran status. 

4. 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. 

Whereas, the Queensborough Community College submitted its response to the EEPC's 
Preliminary Determination letter, on June 28, 2016, with documentation of its actions to rectify 
required corrective actions nos. 3 and 4; 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 July 8, 2016, which 
agreed and accepted documentation for implementation of the aforementioned corrective actions, 
with corrective actions nos. 1 and 2 remaining; and 

Whereas, the Queensborough Community College submitted its response to the EEPC's Final 
Determination letter, on August 31, 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 July 2016 
through October 2016 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 Queensborough Community College submitted a copy of the agency head's memorandum to 
staff dated October 25, 2016, which outlined the corrective actions implemented in response to 
the EEPC's audit and reiterated his 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 Queensborough 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 Resolved, that the Commission will forward this Final Determination to Dr. Diane B. 
Call, President of Queensborough Community College. 

Approved unanimously on November 3, 2016. 

Arva Rice 
Commissioner 



Equal Employment 
Practices Commission 

Angela Cabrera 
Malini Cadambi Daniel 
Elaine S. Reiss, Esq. 

Arva R. Rice 

Commissioners 

Charise L. Terry, PHR 

Executive Director 

Judith Garcia Quinonez, Esq. 
Executive Agency Counsell 
Deputy Director 

Marie E. Giraud, Esq. 
Agency Attorney/ 

Director of Compliance Monitoring 

253 Broadway 
Suite 602 

New York, NY 1 0007 

212.615. 8939tel. 
212. 615. 8931 fax 

BY MAIL AND EMAIL 

November 3, 2016 

Dr. Diane B. Call 
President 
Queensborough Community College 
222-05 56th Avenue 
Bayside, NY 11364 

Re: Resolution #2016/464 -14: Determination of Agency Compliance 

Dear President Call: 

On behalf of the members of the Equal Employment Practices 
Commission (EEPC or Commission), I want to inform you that the 
Commission has issued the attached Determination of Compliance to 
the Queensborough Community College. This Commission has 
determined that the Queensborough 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, I want to thank you and Chief Diversity 
Officer Josephine A. Pantaleo, for the cooperation extended to the EEPC 
during the compliance-monitoring period. 

Sincerely, 

n 10 ~nt_ fi ,~J 
~~ambi Daniel 
Commissioner 

c: Josephine A. Pantaleo, Chief Diversity Officer 
Marie E. Giraud, Esq. Agency Attorney 1 Director of Compliance 



This 

Determination of Compliance 
is issued to the 

Qyeensborough Community College 
for successfully implementing 4 of 4 required corrective actions pursuant to the Equal Employment Practices Commission's 

Employment Practice and Procedures Audit from july 1, 2012 to this date. 

On this 3rd day of November in the year 2016, 

Qt;(t<_dc< J?i?-(_~l ' 
_;Malini Cadambi Daniel, Commissioner 

In care of President Dr. Diane B. Call 
c;_~ 

and Josephine A. Pantaleo, Chief Diversity Officer Charise 

r/ 
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