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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...”
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The purpose of this audit and analysis is to evaluate the agency’s Employment Practices and
Procedures, not to issue findings of discrimination pursuant to the New York City Human Rights
Law. This Commission has adopted Uniform Standards for EEPC Auditst and Minimum Equal
Employment Opportunity Standards for Community Boards to assess agencies’ EEO programs and
policies for compliance with federal, state and local laws, regulations, policies and procedures
which are designed to increase equality of opportunity for municipal government employees and
job applicants. These standards are founded upon and consistent with federal, state and local
laws, regulations, procedures and policies including, but not limited to, the Citywide Equal
Employment Opportunity Policy - Standards and Procedures to be Utilized by City Agencies; the
New York City Human Rights Law (NYC Administrative Code §8§8-107(1)(a) and (d), 8-107.13, and
8-107.1); the New York State Civil Service Law §55-a; the Uniform Guidelines on Employee
Selection Procedures (29 CFR §8§1607.3 - 1607.7); the Americans with Disabilities Act and its
Accessibility Guidelines; and the equal employment opportunity requirements of the New York City
Charter. Prescribed corrective actions are consistent with the aforementioned parameters.

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

Scope and Methodology

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

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

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

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

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.gcc.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.

v" 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 “[tlhe 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
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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.

v' 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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v 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).

lll. EMPLOYMENT PRACTICES (Recruitment, Hiring & Promotion):
Determination: The agency is in partial-compliance with the standards for this subject area.

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

v' 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.

v' 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.

v' 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 § Ill. 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 lll. 6).

If women, minorities, or other protected groups are underrepresented in civil service (list)
titles, review the competencies, skills and abilities required (as presented in job vacancy
notices and notices of examination) for available positions to ensure that these standards are
updated, job-related and required by business necessity. (This includes working with 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.

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 § Ill. 4).

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

v

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.

v

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.

v' 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.

v' 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.

v' 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.

v' 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.

v’ 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.

v' 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.

v" 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.

v 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.

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

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

v" During the 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).

v 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.”

VIll. 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.

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

12



Equal Employment
Practices Commission

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 signhed 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.
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Equal Employment
Practices Commission

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,

7 ”
W NI =
/,/Charise L. Terry, PHR
Executive Director

c: Josephine A. Pantaleo, Chief Diversity Officer
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Appendix - 1

Statistical Profile of Agency Workforce



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

Agency: Community College - Queensborough

Non-Pedagogical

Beginning of Audit Period End of Audit Period
#
Employees 7/1/2012 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- 0] 0]
Two of More Races- 0 9
Total #
of Employees 474 533
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Impact Analysis Worksheet



IMPACT ANALYSIS WORKSHEETS

D9
s
COLLEGE NAME: QuonsboroughsommunlthnHQd e =
: FEM LES AND MINORITIES
HIRES ANALYSIS Quesnsborough Gommunily Callege PART A
-Seplember 20, 2012
Jos MINORITY FEMALE. .
AREAS) HIRES HRES PERCENTAGE OF HIRES
CATEGORY NON N TOTAL MALE FEMALE : TOTAL % of non-min ? % o femal
AL -%E— T T — P | TR e W of min hirss, |"% of s hice g
L TOTAL 3207 kAl 2763 33 89870 84 2878 E_ 2082 28 8870 & 1.0% 1% 0% 13%
| 1 |Exec./Adm.Mngyl. 33 5 828 5 1 18 : 8 4 881 10 - 1 [N L 10%
2 {Facuity 1 KT 801 [ 82 | 23 |- 1024 | e _928 11 1682 2 i L% % [
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| 4 |SegralarlakClorigel 1493 1 114 ] 1667 4 1603 1 68 6 - | 1087 1 2% san (X1 g%
.5 [Teghn./Pacaprolessions! 08 4 628 4 897 ] -8 288 2 I 8 14y 238 L S
ilsd Trades [ 1 9. ] i 3 1 1 Q ) 1 1 100.0% oo% B0 20%
; Sarylos)Malntorianas \ 1 3 3 4 4_ 3 3 1 i) 4 . 4 10008 tooom ) 100k 000
]
TOTAL 3207 31 27631 a3 5970 84 1878 38 2092 28 8670 84 1% 1% % 1%
IRA WORKSHEET FOR NON-MIN VS MIN % OF HIRES
- E YIRALEES TiAN 13 AND -
RATE FOR RATE FOR “ovaR ONLY IF IRA UN 8 0 = PEUIOH : FISHER TEST
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T
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IRA'WORKSHEET FOR MALE VS FEMALE % OF HIRES
Qbmacr?ﬂ. 2012
JOB . * WA LESE THAN 04 D .
AREAS/ RATE FOR RATE FOR ovER ONLY |F JRA_UNDER 0.8 oF w1 PERSOH FISHER'S TEST
CAYEGORY . AL [ pomer | acn oI ST0  lemaieasTianiz D e yols e fA—— PIHER TEAT REAULT
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PROMOT’ON ANALYSIS « Quesnsborough Community College PART B
Segptember 20, 2012 .
JoB MINORITY FEMALE
- AREAS/ PROMOTION PROMOTION PERORNTAOE OF PROMOTION.
CATEGORY NON MIN W TOTAL MALE EBMALE TOTAL Witnonmin | %olmin | WOPMEN | worsis
& wosais | moomd | acused | oo | ecumenr | mowwp | snwer | moow | saser | swmo | scwse | mowno | PROMO prometad pramioisd pomae
16 TOTAL 473 19 7 11 310 |30 374 1 439 18 810 a0 ™ W % "
E} E ASm.IMn; o 13 28 : 00 - 43 47 ) [ o " o
2 |Fu 2 249 1 87 i 151 1 m "
3 [Profeasion) -Fac. 4. 7] __ﬂ%i 48 14399 g ?’_'—'ﬂ—" ™ - "
retasiel/Claslcal 565 _85 - 121 4 T 114 1 4 o o o am
8 [Tochn./Parapr lonal 23 2§ 1] 4 11 1 L L PO ] om_
# [Bkfifad Tra 2 3 ) 0 % s o o
2 18acvicaiipiniangnce 2 ial i <] 3 89 3 24 2 _ 83 3 " " ) 1)
i
0 - .
TOTAL a3 W__| a7 il 1] 374 T8 998 | 38 | ai0 2] I 3 o s
. IRA WORKSHEET FOR NON-MIN-VS MIN % OF PROMOTION
lcglmrbdr 20, 2012 £ N .
£ JOB [P LEN DA NG
"a AREASI "RATE FOR RATE FOR ovir ONLY [F {RA UNDER 0,8 o 2ol PARAGH FISHER TEST , :
CATEGORY ALL ne FRMLNTONMARD S PLEBER TRAT REBALT
uneav.crove | pav.osoue IRA | m DoROT ?i ] il feeads HONMIN PRMT | M INCUM Wi PRIT pss
LA Y ] 3 e A [] W ] F] L] ] [] a 8
|1 |Exe [AdmdMngrl, HOHMM 18% | mwomry | 345N . 2 10
Alfac | smeomyy | aaew | wowww | satn | 080 | au | 4 3 ! 287 -
3 [ProtessionalNon-Fae. NOWMN soon | ewomry | 1ae%
4 |Suc| [l 1] | _omue | o.00% MNGHITY. L18%
8 [Tughn/Parsprofessional | wwowry | 3aiw HOM 13.04% 0.27 TM% 2 ] i 1.28 i 3 28 h)
0 Trade oy wa | ;
1 {SarvicaiMslntanance a0y 141 | wonan [T 018 3435 2 1 1 178 .
) e e
'3
10
TOTAL 1 [ "3
- IRA WORKSHEET FOR MALE VS FEMALE % OF PROMOTION
Seplamber 20, 2012 4
JOB ] —r-'m;.m-
AREAS/ RATE FOR __RATEFOR ovER NLY IF IRA UNDER 0.8 ot rncH FISHER TEST
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i TOTAL 3 [] 2

ORI D WA P e ey p o AT A 073 GOl 1A BATA (M50

3




C 2
IMPACT ANALYSIS WORKSHEETS n
COLLEGE NAME: Queensborough Community College %
- FEMALES AND MINORITIES
e
HIRES ANALYSIS Queensborough Community College PART A
October 2, 2013
JoB MINORITY FEMALE
AREAS/ = HIRES HIRES PERCENTAGE OF HIRES
CATEGORY NON MIN MIN TOTAL MALE FEMALE TOTAL Watoonemin | o0 0o ies | %ol mals hin % of female
HIRES | APPL | WIRES | APFL | HRES | HIRES | APPL | HIRES | APPL | WRES | hms g T |
. [ TOTAL 26583 70 3448 51 8011 121 2703 68 3308 53 6011 121 2.7% 1.5% 2.6% 1.8%
1 ’Elll‘.a’MlﬂJMnﬂﬂ. 511 10 B8G 3 1397 13 528 B 869 7 1387 13 2.0% 0.3% 1.1% . 0.8%
2 Faculty : 1388 44 1177 28 2565 12 1401 4 | 1164 a2 2565 72 3.2% 2.4% 2.0% 2.1%
3 |ProfaastonuiiNon-Fac: 7 1132 8 16880 15 503 5 1181 10 1890 15 1.3% 0.7% 1.0% 0.8%
4 |SecretarlaiClerical g 5 4 1 13 8 4 3 9 3 13 6 55.8% 25.0% 75.0% 33.3%
5 |Techn/Paraprofessional 19 3 208 3 287 6 2158 . [] 12 Q 287 8 3.8% 1.4% 2.8% 0.0%
| 6 |Skilled Trades __iq . 0 Q0 3 1 3 1 0 bl 3 1 33.3% 0.0% 33.3% 0.0%
7 |SsrvicelMalntenance 15 0 41 8 56 B _48 7 7 1 56 “B 0.0% 18.5% 14.3% 14.3%
TOTAL 2583 70 3448 &1 6011 121 2703 688 3308 §3 8011 121 3% 1% I% 2%
IRA WORKSHEET FOR NON-MIN VS MIN % OF HIRES
October 2, 2013
JOB I IRA LEGS THAN LA AND
AREAS/ RATE FOR RATE FOR ovER ONLY IF IRA_UNDER ( O et PERSON FISHER TEST
CATEGORY R — IRA :;‘ - AGTL - ::: -:v:\:qmum .;“:m‘ NONAMIN HIRED [N APPLICANTS|  MIN HIREQ mm;:;:mr
T L) s e—— —— L T ¥ o w T T 1, — L' T — = - Tt r q
| |[ExecAdinMngrl, wwoarry | 0% o 0% 047 0.3% [ 3 5 3.03 » =
| 2 \Faculty MPOAITY 4% NONBIN 33% 0.76 28% 33 28 8 1.21 '
3 |Professional/iNun-Fag, MINORITY 0.T% HOM-Mib 1.9% 0.658 0.9% 10 B 2 1.13 it
4 |SecretarialiClarical wnonre | 0% | wowuw | 66a% | 045 | dsaw 1 1 3 102 9 [ 4 1 |NO SIGNIF DIFF
5 |Techn./Paraprofasylonal MNOAITY 1.4% NONMIN 38% 0.38 1% 4 3 1 1.25 o
6 |Skilled Trades umonry | 00% | wowaw | 35% | 000 | 33.3% 0 0 0 NIA . NO __ MINORITY
7 |Service/Malntenance .- MmN 0.0% MINGRITY 19.6%
TOTAL g 56 43 13
IRA WORKSHEET FOR MALE VS FEMALE % OF HIRES
Octabar 2, 2013
JOB LA LESE THAN 18 AXD
AREAS/ . RATE FOR RATE FOR oven ONLY IF IRA_UNDER 0. OIF »=i PERSON FISH;LR'S TEST
CATEGCRY ALL BTD = A LESS THAN R AND PSHER TEET RESWLT
UNFAV. GROUP FAV. GROUP IRA | nare | 557 | ™ il oev | stooewe saitei | NG | e NOTE
o1 (T [ © ) [} ¥ [} W [} 3 3 [} ) » a
1 [Exec/AdinJMngrl. | FEMALE 0.8% MALE 1% 0.71 0.9% ] 7 1 0.82 =
2 [Faculty FEMALE 2% MALE 8% 0.98
3 [ProfeaslunalNon-Fac. FEMALE 0.8% MALE 1.0% 0.86
« |Sucretariaiicienical FEMALE |  33.3% MALE T5.0% 0.44 48.2% 4 3 1 139 . 3 9 3 NO SIGNIF. DIFF.
8 |TachnJtParapraotassional FEMALE 0.0% MALE 2.8% 0.00 21% 1 ] 1 1.43 .
] FEMALE 0.0% WALE 33.3% 0.00 33.3% [ [} ] NiA NO FEMALE
7 |ServiceiMaintonance NIA NA
TOTAL: 13 10 3
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FROMOYION ANALYSIS Queensborough Community Coliege PART B
October 2, 2013 -
JOB MINORITY FEMALE
AREAS/ PROMOTION PROMOTION PERCENTAGE OF PROMOTION
CATEGORY NON MIN MIN TOTAL MALE FEMALE TOTAL T ®OFMEN | woFrewaE
wcasgns | ikaoie | osceser | ooy | oecasant | omovorn | wcudens | mowm | scweor | mowne | scwssyr | sewgne | PROMOTED | promsted prameted i
2 i TOTAL * 474 19 341 13 a15 32 388 12 429 20 815 32 4% 4% 3% 5%
| |ExectAdmMngrl. - 61 4 32 3 83 7 42 2 51 [ 93 7 1% 2% 5% 10%
2 |Facul 2 10 | g0 3 338 13 5 178 8 338 13 4% 3% % 4%
|3 |ProfassionalNon-Eac, 45 4 54 _ 3 89 7 _45 2 54 | 5 89 7 a% 8% 4% 8%
+ |SecrstarialiClesical 53 ) 81 0 114 0 g 0 | o 114 0 o% o% 0% 0%
5 T-:thParanmlunln;sli 24 0 29 2 53 2 36 [1] iy A (-3 53 2 0% 7% 0% 12%
6 |Skilled Trades 23 1 i 2 25 3 25 3 [1] Q0 25 3 4% 100% 12% 0%
7 |Service/Maintenancs _20 0| 73 0 93 0 _69 0 24 0 23 0 0% 0% 0% 0%
TOTAL 474 18 341 13 816 32 386 12 429 20 816 32 4% 4% % 5%
IRA WORKSHEET FOR NON-MIN VS MIN % OF PROMOTION
Ocetobor 2, 2013
JoB [ ALERS THAN 03 AND
AREAS/ RATE FOR RATE FOR OVER ONLY IFIRA_UNDER 0.8 UF st PEREON FISHER TEST
CATEGORY ALL - ABTL = ST0 [ BALESETHAN LI O T T [ o FISHER TEAT RESULT
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L] A [ o [ 0 v [ [ | F] ® [ o ¥ [ @
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2 (Faculty i WeoRITY 339% Nowsin 0% 0.83
3 |ProfessionalNon-Fac. smnonty | - 6sa% N () 0.83 7.07% 3 3 0 0.84
4 |Secretarial/Clericsl [ £y
3 {TechnJParaprolessional HOW-MIN 0.00% UNORITY 8.50%
| € |Skilled Trades NONM 3% MINORITY 100.00%
7 |Service/Malnleanance A N
TOTAL 3 3 0
IRA WORKSHEET FOR MALE VS FEMALE % OF PROMOTION
October 2, 2013
JOB I IRALERS THAN 0.0 AND
AREAS/ RATE FOR RATE FOR oVER ONLY IF IRA_UNDER 0.8 O v PERSOH FISHER TEST
oTD [~ A LEXE THAN 8.3 AND FIEHER TEET RESWLT
CATEGORY‘ e AV GROUP IRA l::a exPEcT | AcTL oie el Bespnil "::f:: melalocum | malepimt | femaleincum | femsle prmt i
[ [) 3 =N o =~ ¥ ] ) T 7 " Y [ W © ¥ [
1 FEncJAdm.MnmL MALE e FaAS 1% g B
2 (Faculty i ALY Li% ALY s i rr
_i_PmluslounUNnn-Fa:l MALE A% speaLE % S
4 |SecretarisliClarical ron A Cotbd
5 TltthPlugmrnuwgal MALE . FRUALE 11.0% Gl
| & [Skilled Trades _* ° runs | oo e wow | 0000 | 120% [ [ 0 NIA : INCUMBENT
7 \Service/Maintenance . NA WA
TOTAL 0 [] []
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COLLEGE NAME;

[

IMPACT ANALYSIS WORKSHEETS

Quesnsborough Community College

FEMALES AND MINORITIES
HIRES ANALYSIS Queenaborough Community College PART A
September 25, 2014 S—
Jos MINORITY FEMALE
AREASH HIRES HIRES PERCENTAGE OF HIRES
CATEGORY . NON MIN - MIN = - TOTAL = IIA!..E - FEMALE TOTAL luu\;r:mlu % of min birsa | % of mele hires uﬂ.“m
0 TOTAL 2684 40 4431 42 7118 87 4188 38 3144 47 7118 82 1.5% 0.8% 0.8% 1.5%
1 Emc.lAdeMngrL - 382 7 508 T 891 14 489 [} 382 881 14 1.8% 1.4% 1,0% 2.3%
| 2 {Faculty 1150 1 814 13 2064 | 32 1384 17 680 16 | 2084 | 3z 1.7% 1.4% 12% 22%
| 3 |ProtesslonaliNan.Fac. 981 5 2244 10 3235 16 1342 ] 1803 10 3236 15 0.5% 0.4% 0.4% 0.5%
4 |SecretarialiClerical -] 3 14 5 18 8 7 1 12 7 18 a8 80.0% 35.7% 14.3% 58.3%
5 |Techn/Paraprotestilonal 83 0 258 3 341 3 345 0 B4 341 3 0.0% 1.2% 0.0% 3.8%
6 [Bikillad Trades [ 3 2 0 8 3 ] 3 0 8 3 50.0% 00% 33.3% 0.0%
7 {Swrvica/Maintynance ~ 687 3 480 4 E’ 7 613 4 83 3 557 T 4.5% 0.8% 0.7% 3.6%
TOTAL 1_ 2684 40 4431 42 7115 82 4199 35 3144 47 7118 82 1% 1% 1% 1%
] IRA WORKSHEET FOR NON-MIN VS MIN % OF HIRES
Septenibar 25, 2014,
JOB LA LESS THAN &0 M0
AREAS! RATE FOR RATE FOR over ONLY IF IRA UNDER 0.8 0 1 PERIOM FISHER TEST
CATEGORY - —— S— IRA ::: EXPECT | ACTL oir ::: ;‘n‘:"’:l“"“"‘” s | NON-MUN HIRED fuin AspUCANTS| Wi WRZO ""‘;’;;“m
T x w ¥ ¥ LS i3 T ) L T ) -1 - |
|_usomiy 14% Nomlan 1.O% 0.75 1.8% 7 7 9 0.54 .
MNORITY 1.4% TN 1.T% 0.86
3 |Professional/Non-Fac. MNORITY 0.4% NON-HI 0.5% 0.88
4 |SecratariabClerical wenr | 357% | sowas | soow | 060 | a21% 5 5 0 0.84 5 3 14 s [NOSIGNF. DIFF.
5 |Techn./Paraprofessipnal NOM-MIN 0.0% MINGAIT Y 1.2%
@ |Skilled Trades wwomry | oo% | wowww | soow | 000 | 37.8% 0 o 0 126 § 3 2 0 [NOSIGNIF. DIFF.
7 {Service/Maintanancg MNORITY 0.4% NN 45% 0.18 1.3% 6 4 2 2.52 Y Lid
{ TOTAL = 18 18 2
IRA WORKSHEET FOR MALE VS FEMALE % OF HIRES
1Septenibar 25, 2014
JoB I WA LESS THAN bd AND
AREAS/ RATE FOR RATE FOR oven ONLY IF IRA_UNDER 0.8 051 PLRSON FISHER'S TEST
BTD o PIMGA TRST RRSLLT
CATEGORY‘. AN GRS AV GROI lRA ::I EXPECT ACTL DIF o :_:E::::“u o "::::: mais app mals hires 5 Temale app femals hilrey NOTE
L} - x = o 5 v L g L] A 2 L - = " . - .
1 |Exsc.sAcm.mngr. MALE 1on | remae 1% i
2 [Facuity MALE 1% | reaae | 2% R
| 3 |ProfessionaliNon-Fac. MALE A% FEMALE 0.5% ““:J' U e ""{1
| 4 |SacratarialiClorigal, MALE 1 | rewace | s :HL:\%'W .“'!.
s uaLE 0.0% FEMALE 3.8% LR ES
PEMALE 0.0% MALE 13.% 0.00 37.6% 0 0 0 WA i : NO FEMALE
MALE 0.T% FEMALE 8%
TOTAL: 0 0 0
PWECARE g AL ll.: Tkt Thes 1 el apbesrt Fapote o FAL R FEDG RN SRR T e
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PROMO TIO?V ANALYSIS Queensborough Community College . PART B
September 25, 2014
JoB < MINORITY FEMALE
AREAS/! PROMOTION PROMOTION PERCENTAGE OF PROMGTION
CATEGORY NON WIN MIN TOTAL MALE FEMALE TOTAL | Sestnaodn | Wboimin. | SoRmER | Morrawa
; BN T ATyt IROCiEH avcumkyt | ixowoien pxumr;n_r;mm wdoun! RGO R WRENT IRORDIEN PROMOTED promated promatad pramated
W I TOTAL = 508 kI 369 21 875 &1 413 15 462 36 878 51 % 8% 4% 8%
. [ s a2 3 101 8 | 45 3 56 5 101 8 % % % %
267 5 115 6 382 1 186 4 196 3.2 11 2% E% 2% 4%
3 |ProfessionaliNon-Fag, 48 ] 87 2 105 -] 7 4 68 4 108 B8 13% A% 11% 8%
4 |Sacrelarlal/Cledcal 48 n" 57 8 106 20 7 1 o9 19 108 20 22% 16% 14% 19%
5 |TechnJPuraprofessional 26 ] 28 o 54 1] 38 1] 16 [ 64 2] % 0% 0% 0%
6 |Skilled Tradey . . 28 1 2 o 25 1 25 1 0 0 J'Z_S 1 4% 0% A% 0%
7 |Service/Malntanance 24 2 78 1 102 3 76 2 27 1 102 3 8% 1% % 4%
TOTAL - 506 30 368 21 876 &1 413 15 462 36 875 81 6% &% % 8%
. IRA WORKSHEET FOR NON-MIN VS MIN % OF PROMOTION
Supteniber 25, 2014
JoB A LESS THAN 14 AlQ
AREAS/ RATE FOR RATE FOR oveR ONLY IF IRA_UNDER 0.8 0 st PERSON FISHER TEST
CATEGORY AL 1 Expect | AcTL OIF il Tl sitweacn FRHENE | onin incUM | NOWMINPAMT | MiNIicUM |  Mid PRMT ERERTuT AT
' _unrav.croue | rav.grour | IRA | mate pev | smoews NOTE
ol AL [ [} ¥ o ] | J ® [ [ 3 Q o
1 |ExecJAdm./Mngr. ity 230% MNORITY S
-2 |Faculty WOM-AI 1.8T% WINCRITY 5.3T%
3} Prutnlionnunan{lé | oty 259% WOR-RIN 12.80% 0,28 1.82% 4 2 2 - in ..
4 |Secretarial/Clarica) MINORIT ¥ T ] 4% 0.70 18.87% 10 )] 1 0.67 -
| § |Techn/Paraprofessional . A A
® |Skilled Trades - snomry | wow | wowsw | auww | 000 | 400% 0 9 0 0.30 23 1 2 0. INOSIGHIF. DIFF.
7 |Service/Maintenance © SORTY 1.28% WAL 333% 0.18 Em 2 1 1 1.78 b
TOTAL 18 12 4
IRA WORKSHEET FOR MALE VS FEMALE % OF PROMOTION
Seplember 25, 2014
JOB 1A LESS THA 0.0 A0
AREAS/ RATE FOR RATE FOR oVER ONLY IF IRA_UNDER 0.8 2F 1 PERSON FISHER TEST S—
a1 = R LESS THAN Wi AND Fl W6 REBWLT
i unrav.oroue | ravcomove | IRA | me | %% | 2 1 o | oy | oo il el Bl Il R NoTE
O A = S T ¥ 0 ] T F) X e R W s @ [
1 [ExscAdm.iMngrl.. WALE 1% Ppuas L% ¥ "_’.’1' it
2 |Facully i MALE LI% PRMALE 6% . YL
3 |Professional/Nan-Fac, reaae | eaw ws | wew | 0544 | 7e% s 4 1 081 : s NIA
4 {SacretarialiClerical aas IR FeuaE wan L A
s |Techn./Parsprotasaignal A wa TR
[ I§kiﬂcd Trades PEMALE B0% MALE 4% 0.000 A.0% '] (] 0 NiA Ay 1 " INCUM.__.
7 \Servica/Malntenanca MALE L% PRMALE 3% -‘;- e ]
| TOTAL 5 4 1
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IMPACT ANALYSIS WORKSHEETS =~
COLLEGE NAME! Queensbarough Community College
FEMALES AND MINORITIE
s = = S srema ==5 =
HIRES ANAL fSls Quesnshorough Community Gollege PART A
October 2, 2015
Jo8 MINORITY "FEMALE
AREAS/ HIRES _ HIRER _PERCENTAGE QF HIRES
CATEGOR N % ol female
e e T
P TOTAL | 2276 | a9 | 385431 &1
| 1 {Exec./Adm.iMngat. 490 12 | 8ar 8
| 2 {Facully 1000_ 11 654 8
3 |PrefssslonaliNan-Fac. 621 12 1366 1 16, .
3 |SecretarlaliClerical 2 2 19 4
|5 | Techn/Paraprotessional 122 383
| 6 |Skillea Trages & L] 3
7 | ServicalMairenanca 35 2 281 18
TOTAL 2276 40 3543 61
b T e T T v R T L T 2 RN v il -
IRA WORKSHEET FOR NON-MIN VS MIN % :OF HIRES
Octobur 23, 2015 - - = d o
JoB I RALEES Tl 40 0
AREAS/ RATE FOR RATE FOR ) ANDEROD o mremc ; FL§_]I1_§B_LE_S,T
TE! ' ! 3 3 bt N N NN FIRHER TEST REBULY
chTeees UNFAY. GROUP FAV. GROUP IRA | Ky pEv x::“nwum “':J;m pnuieaninn 3 B “ém NOTE
¥ ) = 3 il T iz & L, S i) L L) 2 L]
% |Exec./AdmiMagr. soniTy 1.2% e 24% 0,61 3 130 F v
| 2 [Faculty _howaa 1A% | weomty | 12% i d
2 |Profsssionai/Non-Fae. anieCmTY 1,0%- oMW 15% 0.53. 4.l 174 " =
a ISecratarialiClorical moomry | 2t0% | conww | sooow | 021 3 ) a8 ) - = 2 2 .18 4 O SIGNIT. DIt
|5 | Tachn /Paraprofesgional MNoRTTY 1.7% HON M AW 0.50 - i 1 —1:08 L s
| & |Skilled Trades A N ) 5 3 o
| 7 |Servicataintenance wnowry | 818 | wewuw | saw 1.00 '
TOTAL 4 1 34 ' 3
IRA WORKSHEET FOR MALE VS FEMALE % OF HIRES
Octoher 23, 2015 5 i P 55 o 3
JOoB [ IRALZSS THAN 0.6 AND
AREAS/ RATE FOR RATE FOR oven QNLY IF IRA UNDER 0.8. | oraistnson FISHER'S TEST
CATEGORY L e 1. IO e daiens fis o4 40 g mals hirsa famate spp | termaie Bvs PN
Un 8 Que B % ST0 DGV ¥ ; NOTE
] 3 L S_ROUP . s ?‘.R 3 I BBA : E}E ¥ S : ] L L 2 - z
| |Exec JAdm.IMngri. FEMALE tan |, ware 2% | 088 1.8% [ S . 0 0
_2 |Faculty FEMALE 11% MALE 129 . 0.88 ! ==
| 3 |Professional/Non-Fac. MALE 1,0% FEMALE | 14% ! 1S . —
|« |SocretarialiClerical - = NALE 0.0% FEMALE 00% - & W o & B
|1 | Techn.iParaprciaasional FEMALE 6% ware | zaw 93 | 21% .} 2. i ] il
| & |Silled Tradas i mmaae | Bow wae | weow | 000 | 100.0% l:! o il e - o PEN e
7 |ServiceMaintenancs MaLE 5.9% veuas b 7. ey, e Iy b g S { 3
i— TOTAL: 11 8 .1 2 3 2
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PROMOTION ANALYSIS Queensborough Gommunity Callege b PART B
October 23, 2015 o .
JoB MINORITY T B B i) (s o o
AREAS/! i i PROMOTION PERCENTAGEQF PROMOTION
CATEGORY - NON IN MIN : TOTAL Frry ®OrFMEN | wor Femas
B i e I ST s § - gromaisd B i
» TOTAL 519 2 403 22 922 | 44 ¢} 3% 5% ., 4%
1 jExecAdm.Mngrl. 2 75 2 - ; 3 112 L E' % j 10% L — 0%
2 [Faculy 279 12 |- g 8. 388 L. 20 F A S R S P O R
1 |ProtessionaliNonFec, . B3 1 68 4 122 ‘" e T aw
4 {SecratarialiCiarical 43 2 59 Q0 102 2 0% % 2%
| $ |TechnJParasiofessional 21 2 30 5 57 7 17% 12% 13%,
| ¢ |Shilied Teades & 24 2 2 g 0 A - NS S
* |ServicolMaintenance | 27 1 87 4 2 | 14 3 L. T . T T
TOTAL . 519 22 403 0 227 | w22 |4 % P e an
) “IRA WQRKSHEE-‘T FOR NON-MIN VS MIN % OF PREMOTION. T
Cclober 23, 2016 .
— - 7 gr g Jimatasavenaae i
AREAS/ RATE FOR RATE FOR i over | ONLY IFARA UNDER 0,8 O e MO I FISHER TEST
CATEGORY AL E aemer | acm oF 4 WD HmUGhEIgGe :I PEHERE | Lo sain INCUM | ONMIN PRMT |, RN CUN | wwemur | s Tupt sesily
UNFAY. GROUP FAV. GROUP IRA | name B ! i bev 3 ; I8 4 ___NOTE_
v 3 “""%n‘ g : o R R AT R ) ; q
1 |ExecAdm./Mngel. C | iowiee 1A% wroary | Lytw : ) i
| 1 |Faculty ' NOMAIN L% RORITY (%7, B i
3 |ProfesslonaliNon-Fae. NON by 109% | sgany PO PV [ G i s 4
| 4| SwcratarialiClerical mmonry, | woax | wowaw 1| aamw 0.00 1.90% 1 . i [
_& | Tachn [Pargprofassional iy T L wwomTy | ARATH G —dr— S|
% |Skilled Tradas ooy | 000w | mowu. |- 304 2 Ui 2 0 NOSIGNIF. DIFF.
* |Service/Maintenance MORITY 230% o} wonaw | 200 I
TOTAL ~
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L :
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2 UNFAV. GROUP pav.grour | IRA t mave F - - 4 | o= . NOTE
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|1 |Exec/Adm.iMingrl, - = sewae | ooy wae 1wy : Q L.w :
| 2 {Facully ) MaLE ATw | rewme 1 s -
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. PERSONNEL ACTIVITY TABLE (page 1 of 2)
COLLEGE: ENTER COLLEGE NAME HERE

TOTAL= BLACK OR HISPARIC OR &

TALAN URRNGWIE |2 TOTAL

NON-MINORITY**
3 [0 i TUIAL

i
PXRC/ADMINAIANAGERIAL

Now Hirgs

MALE fraanl & (O T

Tenninaticns

Upgrades

Transfers

3
1
0
0

New Hires

Tenuinatlons

Upgrades

Transfers

New Hires

Terinalions

Upgrades

New Hires

Teruinutions

Upgrades

Transfers =
N P ATA] I

New Hires

Tenainationa

olo|plofEiolo— b

Upgrades

Trnasfers 3,
(L¥N TRAI it
New Hires

Tenninations
Upgrades

Tronsfers
RYICT,

New Hires

ool
ololo|=E

..‘M i

AR RN R R AR TR AR R R

olejeloflelololw i

[=20=2k=2=3
clolelo

Tenninations

Upgrodes
Transfees

0TI L B

TOTAL

Naw Hires

Tenninatons: 16
Upgsades ! 15
Transfers 0
REMINDER:
*Unknowns are subtracled ko all totals,

‘ #*#Total Minarlty is (he suin of Black or Afiican Aip,, Hlspanic or Lacino, Asian or Nat, Hew, or Other Pacific Tslander and Americon ludian/Alnska Nalive,
*9Toral Non-Minority is the suin of Whits snd [talian Ainerican. ****TOTAL is the nuom of Total Minarity end Total Non-Mlingrity,
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cowsas: ENTER COLLEGE NAME HERE

APPLICANT DATA - RECRUITMENT ﬂOW!_‘A’ﬂON (page 20f2)

i
TOTAL s “BLACK.OR HISPANIC OR ORNAT.HAW. | | AMER D/ Wi TTALIAN UNKNOWH® |6
Al AML a OTHER PA| e, 1
ALY 1ot 10 WAL a
EXECAUMINAANAGLRIAL
Appiicants 452] 409 276 528 1901, 223 -10 8 rl6| 112 200
Inierviows 11 24 18f » lﬁ i 0 0 0 1 18
Oiters A sil, 2 sl ol 0 o 0 2
1OTAL WORKF ORGE FROMEECS 12 29[ -2tf 129 56 0l 0 26
RENB I HIBRHER R BTISETIE i i R S T
Applicants 290] 80 325 ] ] 102 513
| Interviews 14 4] 62 34 Of 0 13] 11 62 34 %6
Offers 4 ofd. H- ¥ 9 0 o] of 7 71 14
{OFAL WORKFORGE FROM EEOS - 50 B70 . 991 123 15f 12 '] 114] 135] 24
i plsi i T e R R BIRARTRE I i}
Applicants 505 728 124 ﬂi% 11} i/ 37| 275 133 225 360!
Inlerviews 4 i .f 1) 2 } 12 9 21
Offers 1 0
TQTAL WORKFORCE FROM EEOS P 0
Applicanis
Interviews
Otlors
10TAL WORKFORCE FROM E208
Applicanls 529 G S,
Tnletviews 27k
Offors 4 3 4
10TAL WORKFORCE FROM EEQS 28
HI BB AR RIOEHEH
Applicants . 0
Interviews 0
Offers 0
TOTAL WORKFORGS FROM ES06. 3
C sEHEEEE R R R
Applicanls
Ivterviews
Offers
TOTAL WORKFORCE FROM EEOS
10T :“
Applicanis
Intarvigws
Qfiera
TOTAL WORKFORCE FROM EEOS - 0 160 177 -337 183] 226
REMINDER Lo
*Uikiowns sre gubirnated Fotu all toials,

**Talal Non-Musarity ls the swn of Whits ond Itellen American,

SHIUMGAD 1 AN T BTy of PR TRA 2300 CQUBNER) PATAD-AD/ WRAQ:2

***Tatal M.innrlw ia the sum of Blaok or Aftican Aun,,
*449TQTAL ls the sun of Totel Minorlty sod Tolal

Nmm of Latino, Asian or Nat. Haw, or Other Pacifio Islander and Awsrioan Indian/A lasks Native,




. 2013 PERSONNEL ACTIVITY TABLE (pags | of 2)
Cotlici: ENTER COLLEGE NAME HERE

eri (112 6/30/13
BLACK OR HISPANIC OR ASIAN OR HAT. HAW. AMER, IND/ TOTAL WHITE TUTAL
TOTALY s AFRICAN AM LATINO OR OTHER PAC ISL. ALASK . NAT. MINURITY®e® Giwluding ital. Am.) NON-KMINGRITY*®
o | T W a [ ]
EXRCAADY IXA'.HANA[-'EBIJ“.
New Hires 6 3 | 3 ::'1 ‘ 7 10
Terminalivis e 6 4 : 4 4 8
Upwrades 2 3 2 4
Transfcrs 0 0 | 1
= Ny T S R et S
New Hires 40 28 26 18 44
Teruinaliung . 3 6 6 10 16
Upyrades 5 4 6 10
Transfers I- 0 1 1
ey S R SRR R
New Hires 5 8 p 5 7
Teuninaticns -0 1 ] 1 1
Upgrades " 2 3 2 2 4
Transfers ) 1 4 i 3 4
W- TeAL Err T AT TR T IR TR
New Hies | * 3 1 2 3 5
Tetminations 0 6 0 7 7
Upprades 0 0 0 0 0
Translers 0 0 0 0 0
19 K ERIRES g o o e i
New Hires 6 0 3 0 3
Terminatiuny | | 1 0 1
Upprades 0 2 2 0 0
Tramsfers | 0 1 V] 0
L Bt oo 35 %~ [EEH T S i
New Hires 0 0 H
Teniiiations 0 0 1
Upgrades 0 0 1
Transfers 0 0 0
New Hhres | 0 0
Teiminuliuns ] 0 I
Upgrades 0 0 0
Transiers 0 0 0
TOTAL £ e ;.
New Hires 33 70
Terminaliuny 22 35
Upgrndes 10 19
Translers § 6
ERt
*Likaow i ere subtracted from ail totals.

*#*Total Minority is the sum of Black or African Am., Hispanic or Latino, Asian or Nat, Haw, or Other Pacific Islander and American Indian/Alaska Native,
*=Total Non-Minodity is equal to White including Wstian American, *4#3TOTAL is the sum of Total Minority and Total Non-Minority.
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2013 APPLICANT DATA - RECRUITMENT DOCUMENTATION (page 2 of 2)
cnukor: ENTER COLLEGE NAME HERE L 27 6/
BLACK OR HISPANIC OR ASIAN OR NAT. HAW. AMER TND/ *'~ TOTAL WHITE TOTAL,
VOTAL AFRICAN AM. LATINO OR OTHER PAC. ISL. ALABK. NAT. ; MINORITY*** Gnciading il And | | UNKNOWN® NON-MINORITY*®
EXECIADAIN MANAGERIAL == : = St = — — e . e == - - . _— -
Applicants 328 | 869 556 313 511
Interviews 29 32 13 25 19 36
Olers 9 10 2 7 8 12
T0TAL WORKFORCE FROMEEOS 42 51 15 32 61
LTV - ol s =y e it ® SJe TR R G TN
Applicants 1401 1164 535 1348
Interviews 17 64 90
Offers 24 19 25
TOTAL WORKFORCE FROMEEOS 160 | 178 243
AT AT T 0B e S ettt
Applicants 503 1187 558
Inlerviews 14 22 17
Oifern 2 3 3
TOTAL WORKFORCE FROM EEOS 45 54 L &
m I N Y T R Tl v =
Applicants 4 9 3
Infeiviews 4 8 9
Olters 3 3 5
TOTAL WORKFORCE FROM EEO8 9 105 53
hmm 217 L T s e Ll
Applicanta 215 72 79
Inlgrvivws 13 I 5
Ofless 5 0 2
TOTAL \WORKFORCE FROM EEGS 36 17 24
Applicants 3 0 3
Interviews 3 0 3
Olten | 0 :
ITOTAL WORKFORCE FROM EEOS 25 0 L
rmmz — T e
Kb S | 7 -
Interviews 42 5 1l
Offers 7 1 i 0
TOTAL WORKFORCE FROM EEO8 69 24 Rl E — .10 -
T etk A L i :
Apglicats (2703 | 3308 506 | 475 | [ 28 : 1197 1366 | 2563
Inlerviews 182 | 132 314 42 | 28 14 | 12 31 16 [ 87 56 143 95 76 T 95 76 171
Olfers 51 36 13 5 5 3 9 4 0 0 27 12 39 24 24 8 24 24 48
[OTAL WORKFORGE FROM EEON 386 | 429 71 | 64 44 | 53 50 59 0 0 165 | 176 | 341 221 | 253 0 221 | 253 | 404
KEMINR y

*Unknowns are subtracted rom all totals.
**Total Non-Minodity is equal to White including Talian American,

FOVITAL P AR W Sl Laadl IR IRAPATAC RS £ 1950
*

#29 Tatal Minarity Is the sum of Black or African Am,, Hispanic or Lalino, Asian or Nat. Haw. or Other Pacific Tslander and American Indian/Alaska Native,
**24TOTAL is the sum of Total Minority and Tatal Non-Minarity.
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2014 PERSONNEL ACTIVITY TABLE (page | of 2)
COLLEGE: Quernshorangh Crinmunily College

1ed; 13 30/1
BLACK OR | IHSPANIC OR ASIAN OR NAT, HAW. AMER. IND/ TOTAL WHITR TOTAL
‘ TOTAL**ee AFRICAN AM. LATING OR OTHER PAC. ISL. ALASK. NAT. MINQIITY** ustuding lal. Ain.) NONSMINURITY?*
‘ ¥ g ALE AL WaLE TR T ALK Truwcy UL [FBiA (o Fooar | tomc | T T TR
[ERECIAGINN. ANAGERTAL T S s I
New Hires 5 9 14 il - £ 4 3 g i 6 7
Tenmiitatisns 2 9 A 1 5 & 1 4 5
Upgrades 3 3 8 1 2 3 2 3 5
Trmnslers 2 i 3 1 0 1 1 | 2
FATULTYV
Mew Hires 17 15 32 9 “ 13 8 il 19
Teunhislions 3 8 11 0 I 1 3 7 10
Upgrades i 11 2 4 ] 2 3 5
Transters . - 0 1 1 Q 1 | 0 1
New Hires 5 10 1 3 7 10 2 3 5
Tetiuntiis k] 3 2 2 4 l 1 2
Upgrodes 4 4 0 2 2 4 2 6
Timnsfers | a 1 Q 1 0 0 0
AT 5 9
New Hires | 7 1 4 0 3 3
Tunamalioas 2 11 3 4 1 5 6
Upgrdes . I 19 20 ] ] 0 11 11
Tennslers : 0 0 0 0 0 0 0
L
New Hires ’ 0 3 0 3 3 0 0 I}
Teuninalivns 7 4 4 4 8 3 0 3
Upgrades 0 0 (1] 0 0 0 0 0
Tianslers 0 Q 0 0 0 0 0 0
New Hires 3 Q 0 0 0 3 0 3
Terniinaions 3 0 I 0 1 2 0 2
Upgrodes | 0 0 0 0 I 0 |
Tranalery Q 4] [{] - 0 0 0 0 0
A
New Hires i 4 3 2 2 4 2 1 3
Tennnationg 3 1 2 1 3 | Y 1
Upgrodes 2 1 Q 1 1 2 Q 2
Transfers 4 | 3 i 4 1 0 1
TOTAL
New Hires s [ 47 | 82 8 | 6 3 |1t 8 6 0] e 19 [ 23 | a2 16 | 24 ([0 [0 6 | 24 | 40
Terminativns 13 36 59 7 7 3 5 3 5 0 0 13 17 30 12 17 0 [] 12 17 29
Uipgrades 15 36 51 1 8 0 6 3 3 0 0 4 17 21 11 19 0 0 11 19 30
Transfers 9 2 i1 5 1 0 0 1 0 0} o 6 1 7 3 1 0 | 0 3 1 4
LT
*Unknowns are subtmacted from all tomals.

***Total Minority is the sum of Black or African Am., Hispanic or Latino, Asian or Nat Haw. or Other Pacific Islander and American India/Alasks Native,
**Total Nun-Minority is equal to White including Italian American ®*¢+TOTAL is the sum of Total Minocity and Total Non-Minority,
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voiLkok Queensburough Community Cullege

2014 APPLICANT DATA - RECRUITMENT DOCUMENTATION (page 2 of 2)

e

Beriod Govered: 7/ 1 /13 to 6/30/14
BLACK QR HISFANIC OR ASIAN OR NAT. HAW, AMER. IND/ TOTAL WHITE TOTAL
TOTAL®s AFRICAN AM, LATINO OR OTHER PAC. ISL. ALASK_NAT. MINORITY 4+ Guscluding Bt Am) | | UNKNOWNS NONMINORITY =
Ml Y AT T ALY il 1ALy TUTAL HALE = ALY AL FUAL L TrrAl
[EXECTADVIS MANAGERIAL E
Applicondy 499 | 614 | 1113 | [eu20[iFds 210 | 299 | so9 a7l Palas] [ 20 [ | 382
Intervivws 31 | 35 | 66 | profE 13 ] 1 | 24 | EE20l | 16 | 24 | 40
Offers 7 14 21 ke 5 s 10 2 9 11
OTAL WORKFLRCE FAOM EE06 43 56 101 17 15 32 28 41 69
Applicants 1384 | 1198 | 2582 498 | 416 | 914 640 | 510 | 1150
Intoryiews 62 6l 123 26 16 42 36 39 75
Offers ' 17 18 35 9 4 13 8 13 2l
10TAL WORKFORCE FROM EEOS 186 196 382 56 59 115 130 137 267
Applicanls 1342 | 2627 | 3969 723 | 1521 | 2244 346 | 645 991
Interviews 30 55 8BS 15 35 50 12 18 30
Ofers 55 8 13 5 9 14 3 3 6
TOTAL WORKFORCE FROM EEQ8 37 68 105 19 38 57 I8 30 43
T ;
Applicants 7 16 3 11 14 1 4 5
Tieryivws 7 16 3 11 14 | 4 5
Offers 1 7 1 4 5 0 3 3
TOTAL WORKFORCE FROMEEOS 7 99 6 51 57 L 48 49
Apphicans 345 84 199 59 158 66 17 83
Interviews 8 11 5 il 16 3 0 3
Offers 0 3 0 3 3 0 0 0
TOTAL @Ak FORTE FROMEEOE 38 16 21 7 28 17 9 26
T
Applicants 9 0 2 0 2 6 0 6
Interviews 9 0 2 0 2 6 0 6
OMers 3 0 0 0 0 3 0 3
TOTAL WORKFORCE FROMEEQS 25 0 2 0 2 23 0 23
[FROTCE AT TERAWCT
Apphcants . v 613 83 417 73 490 60 i 67
Interviews 28 5 21 4 15 ) I 8
QOffers 13 4 10 3 13 . 3 | 4
10TAL WORKFORCE FAOM EEQS 73 27 102 55 23 78 20 4 24
TOTAL
Applicants 4199 | 4622 | 8821 911 [1213] | 534 | 565 583 569 24 | 32 2052 | 2379 | 4431 1330 | 1354 | | 742 | 963 1330 | 1354 | 2684
Tnterviews 175 | 183 358 40 | 32 24 | 23 21 33 (] 0 85 88 173 81 86 9 8 81 86 167
OTers 49 59 108 15 6 T 12 8 10 0 ] 30 28 58 19 29 0 2 19 29 48
TOTAL WORKFORCE FROM EEOS 413 | 462 875 70 | 67 48 60 58 66 0 0 176 193 369 237 | 269 0 0 237 269 506
.?t::;':tl\ s aft sublracied from all lotals.

**Total Noa=Manorily is equal to White includiog halian American,

e T T g A T it R w AT RAFRRLL POAC RS BB

== Total Minorily is the sum of Black or African Am.. Hispanic or Latine, Asian or Nat Haw. or Other Pacific Islander and American India/Aloska Native.
*3#2TOTAL is the sum of Totel Minority and Total Non-Minority.
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LATING.

sew Hirey

Tuinma e

Upgrades

wseanicor {7

Tranai=ex
v

New Hires

Termutations

Lgrades 1

Transfers
IHOFTRSIONALENG)

Mew Hires

Terminationy
| Iparades

I ranslers
SRR CRTACTLEREAT

New Hores

Tenninations
Uppradcs
3™ Teansfees
o e e
0 AN

New Lhees

Teuminaliing

Tramslers

New i

Naw Hhicy

| enmnationy “

Lpgrikhes

Transfon

» .n'iw“‘i}ﬂ\_'trw::(‘nt ToraL romaL
_atpasiingr o || MINORITY == i Vol NON:MINORITY.
: = s : Sl Sk T2 E T [T T L T oy ML
5 F 12
5 3
0o | 2
.. 0 0
AOUTFRIS T
s
L)
0
el
9
T
o 1 1
5
=2,
Y

TOTAl s

Now Hires 8 1. qdbk lnm 1 26 alL o 0 F

Teeminatins {1301 37) 62 B 4 84| ¢« § 34k 14 2] E°N: ERENIREN) 21 | 23 | 44
Ungrades THRERNE'SE. ENE B N ETE F 22 W ol 1 (Lol ot 10l 12 1 22
Teansfers , 0o | o o i ol o o f od] o 0] L o0 15 0 il o |0 0 0 0
REMINDER:

*Unknowas ore subicacted from all iotals.
* *Total Son-Nhnority is equal 1o White including lalisn American,
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*+*Tosl Minority is the suin of Black or Aftican Am., Hispanic or Latino, Asian or Nat, Hawor Other Pacific lslandes, Americsn Indian/Alaska Native and Two or More Races.
*+++TOTAL is the suu of Total Minerity and Total NonMinarity,
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2015 APPLICANT RATA - RECRUITMENT-DOCUMENTATION (page2 ol 1)
corer: Queensburvugh Communtiy Collepe
. BLACKOR i B W ud a3 TOTAL
TQTAL*e™ i1 AERICAN AM, 3 | 'L 13 s - I A st i i NON-MINORITY "
. ol .1 4. 1 R T A TSR T ;
TR LT, DN S A SAGTIGAL, % T A S
| Applicanss a - 567 560 1127 W g
Ineviews 39 23 62
Offurs 9 5 14 %
HOTA, WORKFZRCE Eind Gendur Report 49 63 112
AT LT IR e e BT
Applcmns 1‘}8
Lniarviews t '35'
Overs Y
S 1AL WORKFORCE EIh& Dunider Repact ‘

PROFIANHINALS

Applicans

il
Intgeviaws : ) 7*3:83’2'1
Qffers
TOTAL WORYSORCE EthA Gendar Raport
T RRTA LT LR AL
Applicams (@
- lmerrviows
OfTers i

é 1074 WORKFORCE Eth b Qender Regort_ §.
AN A LEATATRUE LIS AL

SpphiCii o

lnlervioes

DHlers

TITAL WORKFORGE Eth 4 Gondor Ropart
DR sy

Applicart. g

hilgviews

CHflers

FOTAL WOAKFOICE Eths Gender Report. |
STV ICEAIAL &
,'.;:t'!f.;.n':_: w

Interviews

W Ters

TUTAL WiDIFORCE E1h.& Oendel Ruperl

TOTAL

Applicanis @

Interyiews

114
Olfers i 56. 44

] 6] 8 4| 8 1 2 (bt 2ol othe i, = ETR I T

UTAL HORKTCRCE £tha Gender Report 439 | 483 731 69 bl 56 hea bfisol 72 Pl o ol 51 s f 193 | H 2a6 F 23] 0 1 0 i 246 [ 273} 519

WA DER: ) ) “***Toml Minoriry is Ule sum o Blatk or Athcan Amm., Hisponic.or Lailno, Afien or Na, Haw.,of Otfier Pacific lslander, American Indian/Aluska Native and Two or More Reces,
*Linknawns arc subtracted from oil 1otals. ) *=**TOTAL is-the sum of Totsl Minority and Toml Noa-Minority,;

T Tot NoweMinonty i equal 1o White including lnlian Ainerican, (&1 APPLICANTS are those who apply snd meet the minimum qualificatlons for.a specific.posidan.
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QUEENSBOROUGH M 205 5o Ao

COMMUNITY COLLEGE I Bayside, NY 11364-1497

OFFICE OF THE PRESIDENT

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
ofthe 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.

. ISSUANCE. DISTRIBUTION AND POSTING OF EEQ POLICIES

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

718.631.6222
Fax 718.281.5588

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.



Corrective Action Taken: This information was provided in Appendix J at
the time of the EEPC Document and Information Request period. At that
time, a link to the CUNY Employment Discrimination Complaint Procedure was
printed from the website, and a hard copy of the information on this website
was provided to the EEPC. 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

Note on Policy Updates that transpired after the auditing period:

The current CUNY non-discrimination statement covers the issue of
pregnancy from the standpoint of both non-discrimination and reasonable
accommodation. CUNY is undergoing a review and revision of the changes
that have transpired during this time period, and these revisions will be
completed at the University level. Until these revisions are completed,
Queensborough Community College has provided links to both New York
City’s Human Rights Law: “caregiver status” effective May 4, 2016 and
“pregnancy” (enforcement guidance released on May 16, 2016) on its
website.

The link for caregiver status is found at:

http://www.qcc.cuny.edu /affirmativeAction/docs/Caregiver FactSheet-

Employer.pdf
and the link for pregnancy enforcement guidance is found at:

hitp://www.gcc.cuny.edu/affirmativeAction/docs /Pregnancy InterpretiveG

uide 2016.pdf

Attachment 1 is a print-out of the information found on these links.

1. EMPLOYMENT PRACTICES (Recruitment, Hiring, and Promotion}

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

Findingon III (8):  Although the agehcy 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 title minorities in
Executive/Administrative/ Managerial; which may include civil service titles.

Corrective Action Required

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 to develop and
hire interested and qualified candidates.

Corrective Action #2 Taken:

CUNY is a separate and distinct Civil Service entity with its own
Commission and Civil Service Rules and Regulations. As other civil service
municipalities in New York State are required to do, CUNY is required to submit an
annual report to the NYS Civil Service Commiission.

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. Individual CUNY campuses do not determine
the specifications of CUNY positions.

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, as suggested by the EEPC in its Preliminary Determination
for Audit. For example, when a 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.

Finding I1I (12):  The agency did not demonstrate that the
applicant/candidate log or tracking system or recruitment source for each
applicant included disability or veteran status.



Determination: 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.

Corrective Action #3 Taken: Queensborough Community College
asserts that its personnel processes do not stereotype individuals with
disabilities or protected veterans or otherwise limits their access to jobs for
which they are qualified.

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. Screen shots of the invitation to self-identify disability and veteran
status at the time of application are attached to this response.

The CUNY Part One application reinforces CUNY’s commitment to provide
individuals with disabilities and individuals with veteran status an equitable
opportunity to job opportunities.

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. This evidence is found in
Attachment #2.

Attachment #2: CUNY First Self-Identification Screenshots; the CUNY Part
One application; Revised Search Certification form tracking Individuals with
Disabilities and Veteran Status.

VIIL. REPORTING STANDARD FOR AGENCY HEAD

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

Finding: The agency did not submit to EEPC an Annual Plan of
measures and programs to provide equal employment opportunity, and
quarterly reports (optional for non-Mayoral agencies) on efforts to
implement the plan.

- Corrective Action # 4: Submit to the EEPC an Annual Plan of measures
and programs to provide equal employment opportunity, and quarterly
reports (optional for non-Mayoral agencies).



Corrective Action Taken: Subsequent to the audit period, Queensborough
Community College submitted Affirmative Action Plans for the years: 2013,
2014, and 2015. Moving forward, the College ensures that it will send a
completed copy of the Affirmative Action Plan to the EEPC in a timely

manner.

lly submitted,

—Diane B Call
President
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L"a”e E-Aiira“d} Esa. RE: Audit Resolution #2016/464: Final Determination Pursuant to

gency Attorney; . . . .

Director of Compliance Monitoring the Rew_ew, Evaluation and Monltormg of the Queensborough
Community College’'s Employment Practices and Procedures from

253 Broadway July 1, 2012 to December 31, 2015.
Suite 602

New York, NY 10007 Dear President Call:

212. 615. 8939 tel.

212. 615. 8931 fax 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 standards! to assess agencies’ employment
practices and programs for compliance with federal, state and local
laws, regulations, policies and procedures which are designed to
increase equality of opportunity for municipal government
employees and job applicants. The attached Determination contains
the Commission’s findings and required corrective actions
pertaining to the referenced review, evaluation and monitoring of
your agency’s employment practices and procedures.

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

1 Founded upon and consistent with federal, state and local laws, regulations, procedures and policies including, but not limited to, the Citywide
Equal Employment Opportunity Policy - Standards and Procedures to be Utilized by City Agencies; New York City Human Rights Law (NYC
Administrative Code, §88-107.1(a) and 8-107.13(d)); New York State Civil Service Law §55-a; Uniform Guidelines on Employee Selection
Pracedures (29 CFR §§1607.3 - 1607.7) and the equal employment opportunity requirements of the New York City Charter.
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The assigned compliance-monitoring period is: 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, Esqg., Agency
Attorney/Director of Compliance Monitoring at 212-615-8942.

Thank you and your staff for your continued cooperation.

Sincerely,

c: Josephine A. Pantaleo, Chief Diversity Officer



m Agency: Queensborough Community College
Compliance Period: JULY 2016 TO DECEMBER 2016

Equal Employment
Practices Commission

FINAL DETERMINATION
Agency response indicating corrective action taken with documentation is due within 30 days.

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

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

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

Corrective Action #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.

Final Determination Page 3 of 5
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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 Ill, 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
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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.

Final Determination Page 5 of 5



EQUAL EMPLOYMENT PRACTICES COMMISSION
CITY OF NEW YORK

RESOLUTION #2016/464: Final Determination pursuant to the Audit: Review, Evaluation
and Monitoring of the Queensborough Community College’s Employment Practices and
Procedures from July 1, 2012 through December 31, 2015.

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

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

Whereas, pursuant to its audit 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 applicant/candidate log or tracking system which, in addition to the
above, includes the 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 agency 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, 20016 which agreed and accepted documentation for implementation of the
aforementioned corrective actions, and indicated that corrective actions nos. 1 and 2
require compliance monitoring; and

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

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

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

Be It Resolved, that the Commission approves issuance of this Final Determination to
Dr. Diane B. Call, President of the Queensborough Community College.

Approved unanimously on September 9, 2016.

Argele (e by / ) /,)4 daderm &»tjzﬁm; o/

Commissioner Commissioner

“ M&@; Absent

{Angela Cabrera 7/ Malini Cadambi Daniel

Arva Rice Elaine S. Reiss, Esq.
Commissioner Commissioner
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OFFICE OF THE PRESIDENT Fax 718.281.5588

BY MAIL AND EMAIL

July 28, 2016

Charise L. Terry, PHR

Judith Garcia Quinonez, Esq.

Maria Giraud, Esq.

Elona Shehu, EEO Program Analyst

253 Broadway
Suite 602
New York City, New York 10007

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 Ms. Terry:

Queensborough Community College accepts the Final Determination Pursuant to the
Review, Evaluation, and Monitoring of the Queensborough Community College’s
Equal Employment Practices and Procedures from July 1, 2012 to December 31,
2015.

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 lll, 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.qgcc.cuny.edu/affirmativeAction/docs/external-resources.pdf [...]. ” (Response, Pgs.
1and 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.



QUEENSBOROUGH COMMUNITY COLLEGE CORRECTIVE ACTION # 1 DURING

THE MONITORING PERIOD

Queensborough Community College will provide 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
its website.

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 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

U B GH COMMUNITY COL RRECTIVE ON # 2 DURIN
THE MONITO PERIOD

The annual report to the NYS Civil Service Commission is submitted by the City University
of New York (CUNY) Office of Human Resources Management (OHRM) after it is reviewed
by the CUNY Civil Service Commission. CUNY OHRM submits the report, which includes the
information of civil service staff for all colleges in CUNY. The individual campuses do not

2



submit the report to the Civil Service Commission. These annual reports are posted on the
CUNY website.

CUNY OHRM maintains the job descriptions for all classified staff titles and they are posted
on the CUNY website. The job descriptions include the competencies, skills and
qualifications for each title. Periodic reviews of the job descriptions are completed by
CUNY OHRM. The review process includes the review of skill and license requirements,
changes in job duties, the name of the title, the levels of the title, the classification of the
title (for example, from competitive to non-competitive). When reviewing job
descriptions, CUNY OHRM meets with employees serving in the titles as subject matter
experts. The revised job descriptions are also reviewed with the appropriate unions
representing the titles. A recent job description for the Media Services Technician title was
updated following this process. The updated job descriptions are posted on the CUNY
website. At Queensborough Community College (QCC), classified staff employees are
assigned duties within the job specifications confirmed in the appropriate CUNY job
description for the title.

CUNY OHRM would provide the documentation regarding the annual report to the Civil
Service Commission and the reviews of the competencies, skills and abilities of the civil
service titles for the compliance-monitoring period.

When filling civil service positions, QCC uses the CUNY job descriptions. The title to be
filled is based on what duties are to be performed and what qualifications may be needed.
For example, when the Executive/Administrative/Managerial position for a University
Architect was filled, QCC determined that the duties of this job description were needed
and a search was conducted for this title. The required qualifications are noted in the job
description and were noted in the job posting for this search. The search process includes
a meeting with the CDO to review any underutilization for the title and these meetings are
logged and can be supplied for the compliance-monitoring period. When a position is
posted on the CUNY website outreach is made to women, minority and other protected
groups.

A civil service list is established based on the results of a civil service exam. The exam
process is coordinated by CUNY OHRM. CUNY posts the “Notice of Exams” on the CUNY
website. CUNY notifies the colleges of the exam and QCC sends out a notice on campus to
employees.

If a civil service list exists, “hiring pools” are organized by CUNY, and, on some occasions, by
a college if that college is the only college with an opening in a title. The CDO and Human
Resources representative who will attend the hiring pool and interview the eligible
candidates will meet prior to the hiring pool to review underutilization. These meetings
will be documented for the compliance-monitoring period and for the hiring pools held in
the future.



During this compliance monitoring period, QCC will:
e Provide documentation that Classified Search Committee members reviewed the

underutilization for the posted position and suggested additional job boards that outreached to
the underutilized groups identified.

e Provide documentation that any classified staff title Notice of Exam announcements received
from CUNY OHRM is distributed to the College community.

e Provide documentation of minutes from Pre-Hiring Pool meetings between HR and the CDO.

Queensborough Community College thanks the Equal Employment Protection
Commission for its assistance during this auditing period.

) ___Sincerely,

Diane B. Call
President
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MEMORANDUM Fax 718.281.5588

OFFICE OF THE PRESIDENT

To: The Queensborough Community College Community
From: President Diane B. Call 7
Date: October 25,2016

Re: Audit from the Equal Employment Practices Commission

On July 8 2016, the Equal Employment Practices Commission (EEPC) completed an Audit of
Queensborough Community College’s Employment Practices and Procedures for the period
July 1, 2012 through December 31, 2015.

Following this audit, Queensborough Community College was required to implement
EEPC’s recommendations within six months, and I am pleased to report that we are now in
full compliance with the audit recommendations which follow:

1. QCC must notify its employees of the current contact information for the federal,
state and local agencies that enforce laws against discrimination. The link to this

information is found at http://www.qgcc.cuny.edu /affirmativeAction/docs/external-
resources.pdf

2. QCC must document that if women, minorities, or other protected groups are
underrepresented in civil service (list) titles, that it review the competencies, skills,
and abilities required for available positions to ensure that these standards are
updated, job-related and required by business necessity. Then, when searches are
conducted, QCC must 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.

As President of Queensborough Community College, I reaffirm the College’s strong
commitment to the principles of affirmative action, equal opportunity, and diversity.
Queensborough Community College is committed to maintaining fair employment
practices on the basis of merit for all our employees. As an Equal Opportunity
Employer, Queensborough Community College is also committed to compliance with
the federal, state and local laws prohibiting employment discrimination. Itis the Policy
of the City University of New York and Queensborough Community College to recruit,
employ, retain, promote and provide benefits to all employees without regard to race,
color, creed, national origin, ethnicity, ancestry, religion, age, sex (including pregnancy,
childbirth and related conditions), sexual orientation, gender, gender identify, marital
status, partnership status, disability, genetic information, alienage, citizenship, military
or veteran status, status as a victim of domestic violence/stalking/sex offenses,
unemployment status, or any other legally prohibited basis in accordance with federal
and city laws.



Memorandum to QCC Community Re: EEPC Audit 10/25/16 Page -2-

Queensborough Community College is committed to preventing discrimination by ensuring
that all employees are aware of their rights and obligations under the EEO Policy and by
encouraging a work environment that tolerates and appreciates differences among
employees. Detailed information regarding Queensborough Community College’s Equal
Employment and Non-Discrimination/Affirmative Action program, its policies and
procedures can be found on the College’s website at

http://www.qcc.cuny.edu/affirmativeAction/index.htm .

Any employees and/or faculty with equal employment opportunity concerns or who wish
to find out specific information about how the College addressed the EEPC’s
recommendations may speak to Jo Pantaleo, Chief Diversity Officer and the Affirmative
Action/Pluralism and Diversity/Compliance Office director by emailing

[Pantaleo@qcc.cuny.edu or by calling 718-631-6391.

I thank you for sharing my commitment in creating a work environment that encourages
and appreciates diversity and inclusion.




EQUAL EMPLOYMENT PRACTICES COMMISSION
CITY OF NEW YORK

RESOLUTION #2016/464C-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 Employment Opportunity Standards for Community
Boards to assess agencies’ EEO programs and policies for compliance with federal, state and local
laws, regulations, policies and procedures which are designed to increase equality of opportunity
for women, minorities, and other employees and job applicants identified for protection from
discrimination in employment within municipal government; and

Whereas, pursuant to its audit and analysis of the Queensborough Community College’s
(QCC) Empioyment 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. Inciude, 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 applicant/candidate 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 Queenshorough 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.
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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), | 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, | want to thank you and Chief Diversity
Officer Josephine A. Pantaleo, for the cooperation extended to the EEPC
during the compliance-monitoring period.

Sincerely,

*?7 Cgdant h Do)

adambi Daniel
Commissioner

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



This
Determination of Compliance

is issued to the

Queensborough 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 thls 3rd day of November in the year 2016,

g //(ﬁfgc( ///(7 Aﬂ»i!"ﬁ/ﬁ

/Mallm Cadambi Daniel, Commissioner

In care of President Dr. Diane B. Call “'m{’“ﬂ/
and Josephine A. Pantaleo, Chief Diversity Officer Chanse\s)l‘erry PHR, Exécutive Director
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