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Instructions for Filling out Quarterly Reports FY 2026
[NOTE: These forms are cumulative and designed to retain and preserve information for the entire FY 2026.]

· For Q1, please copy the goals, programs, and initiatives from your draft of the FY 2026 DEI-EEO plan. Insert these statements in the corresponding sections of the Quarterly Report below, particularly sections IV, V, and VI.
· For Q2, Q3 and Q4, use the previous quarter’s submission to update your status, retaining all information for the prior quarters.  You should also add programs and initiatives begun in these quarters, even if they were not mentioned in your Annual Plan.

1. Please save this file as “XXXX Quarter X FY 2026 DEI-EEO Quarterly Report. Part I, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Word format. Please do not convert it to PDF.

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

Core EEO Training: Copy the information from the Training Completion Report you receive quarterly from DCAS Learning & Development onto grey-shaded cells in rows 26, 30, 34, and 38. Include any of these trainings that were administrated by your agency in the rows immediately below (27, 35, 39).

Other Diversity, Equity, Inclusion and EEO Related Training: Beginning with row 45, include training classes co-organized or co-sponsored by your agency EEO and/or HR that are related to the development of the agency staff in the areas of equal employment opportunity, diversity, inclusion, civil rights, workplace culture and behavior, interpersonal relations, and community relations.

3. Mark progress in check boxes in the column for the current quarter.
[Note: Delayed = behind schedule; Ongoing = in progress and on schedule.]

4. Please save the Excel file as “XXXX Quarter X FY 2026 DEI-EEO Report. Part II Training Summary”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Excel format. Please do not convert it to PDF.

I.  Commitment and Accountability Statement by the Agency Head
Distributed to all agency employees?
☒ Yes, on: Various
☐ No
☐ By e-mail	
☒ Posted on agency intranet and/or website
☒ Other: DISTRIBUTED AT EMPLOYEE TRAININGS

II. [bookmark: _Hlk530066932] Recognition and Accomplishments
The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in fostering principles of equal employment opportunity and inclusivity for all through the following:
☒ Employee Accomplishment Awards
☒ Employee Appreciation Events
☐ Public Notices
☒ Positive Comments in Performance Appraisals
☐ Other (please specify): Enter text here


		Please describe Awards and/or Appreciation Events below: 

The Department hosts graduation and promotion ceremonies throughout the year to honor both uniformed and civilian employees. In addition, a quarterly awards ceremony recognizes employees for outstanding performance and contributions to fostering an inclusive, positive work environment.
III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 10,087  Q2 (12/30/2026): Enter number 
Q3 (03/30/2026): Enter number  Q4 (6/30/2026): Enter number

Agency reminded employees to update self-ID information regarding race/ethnicity, gender, and veteran status (as aligned with objectives of Local Law 14 of 2019)
☒ Yes on (Date): Various
☒ Yes (again) on (Date): Various
☐ No
☒ NYCAPS Employee Self Service (by email; strongly recommended every year)
☐ Agency’s intranet site
☒ On-boarding of new employees
☐ Newsletters and internal Agency Publications



Agency conducted a review of the quarterly CEEDS workforce aggregate reports and the dashboard with demographic data and trends, including workforce composition by job title, job group, race/ethnicity and gender; new hires, promotions and separation data; and utilization analysis in order to inform broad recruitment outreach efforts.  
☒ Yes, on (enter dates below):
	Quarter 1 Review
	Quarter 2 Review
	Quarter 3 Review
	Quarter 4 Review

	Q1 Review Date: 9/22/2025
	Q2 Review Date: (MM/DD/YY)
	Q3 Review date: (MM/DD/YY)
	Q4 Review date: (MM/DD/YY)

	Review conducted with:
☒ Agency Head
☒ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted


IV.  Initiatives for FY 2026
Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency EEO Plan for FY 2026.

A.   Workforce:
[bookmark: _Hlk530066305]
DSNY is committed to building a workforce that reflects the diversity of the communities we serve. We recognize that different perspectives drive innovation, strengthen decision‑making, and improve service delivery. To address underrepresentation in certain job titles, DSNY will implement targeted recruitment strategies and foster an inclusive workplace where all employees have equitable opportunities to advance. Our efforts will include partnerships with the Department of Education, the Mayor’s Office for People with Disabilities, DCAS’ Office of Citywide Recruitment, and other City agencies to publicize openings and expand outreach. We will also participate in NYC Government Hiring Halls, the 55‑A Program Career Fair, and community‑based events across the five boroughs to promote exam registration. Advertising will comply with Local Law 30, and when appropriate, DSNY will place ads in the top 150 Community & Ethnic Media outlets identified by the Mayor’s Office of Community and Ethnic Media.

Internally, DSNY will ensure that all employees are aware of advancement opportunities by broadly distributing vacancy announcements and engaging Employee Resource Groups to help cultivate a diverse and qualified applicant pool. Recognizing that women remain underrepresented in uniformed titles, DSNY will encourage female employees to pursue promotions and will host informational sessions to identify barriers and provide support to reduce self‑demotions. Beginning in FY 2026, DSNY will strengthen fairness in discretionary hiring and promotions by requiring all hiring managers to complete annual Structured Interviewing and Unconscious Bias training. The EEO Officer will ensure diverse interview panels across all Bureaus and will review discretionary hires and promotions to safeguard equitable selection processes. By removing structural barriers, increasing awareness, and actively encouraging participation from underrepresented groups, DSNY will continue to build a workforce that mirrors the city we serve and leverages the full range of talents and experiences of our employees.

Initiative #1: Build a DSNY Workforce that Reflects our City’s Diversity

DSNY is committed to building a workforce that reflects the diversity of New York City and ensures that all communities see themselves represented in our agency. To achieve this, DSNY will strengthen recruitment efforts by partnering with the Department of Education, the Mayor’s Office for People with Disabilities, DCAS’ Office of Citywide Recruitment, and other City agencies to publicize job openings and expand outreach. DSNY will also participate in NYC Government Hiring Halls, which provide on the spot interviews for select positions, as well as the 55 A Program Career Fair to connect with candidates with disabilities.

Advertising and outreach will be designed to reach a broad and diverse audience. In compliance with Local Law 30, DSNY will place ads in multiple languages and, when appropriate, utilize the top 150 Community & Ethnic Media outlets identified by the Mayor’s Office of Community and Ethnic Media. Additionally, DSNY will provide outreach to community-based organizations and participate in events across all five boroughs to promote exam registration and encourage applicants from underrepresented groups. Through these efforts, DSNY will expand its candidate pool, strengthen community connections, and ensure that recruitment practices foster an inclusive and representative workforce.

Indicators:

1. Hold quarterly meetings between the EEO Officer, Agency Personnel Officer, and DSNY Commissioner to evaluate and discuss underutilization in specific job titles.

1. Participation in NYC Government Hiring Halls and the 55 A Program Career Fair annually.

1. Job postings and advertisements placed in compliance with Local Law 30 and distributed through community and ethnic media outlets.

1. Outreach conducted with community-based organizations and events in all five boroughs.

1. Increased exam registration and applicant diversity compared to prior years.

1. Year over year growth in representation of underrepresented groups in applicant pools.

Highlights for Q1 FY 2026 include:

· On September 22, 2025, the EEO Officer, APO, and DSNY Commissioner held a meeting to evaluate and discuss the agency’s discretionary hiring practices. Follow up actions include that the EEO Unit would conduct structured interviewing and unconscious bias training for all hiring managers. The purpose of this training is to promote fair, consistent, and objective hiring practices that ensure all candidates are evaluated equitably based on their qualifications.

· In Q1 FY 2026, the Department conducted eleven outreach events through the five boroughs to promote job opportunities at the Department. 

Workforce Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

Initiative #2: Ensure Advancement Opportunities Are Widely Communicated to All Employees

DSNY is committed to ensuring that all employees have equal access to information about advancement opportunities. To achieve this, the agency will implement a comprehensive internal communication strategy so that vacancy announcements, promotional opportunities, and professional development programs are consistently and widely distributed. Vacancy postings will be shared with all employees through multiple channels, including email notifications, intranet postings, bulletin boards at garages and facilities, and through Employee Resource Groups (ERGs). By making opportunities highly visible, DSNY will promote transparency, encourage participation from underrepresented groups, and strengthen the pipeline of qualified candidates for advancement.

Indicators:

· 100% of vacancy announcements and promotional opportunities are distributed agency‑wide via email and intranet.
· Employee Resource Groups are engaged to share opportunities and encourage diverse participation.
· Year‑over‑year growth in the number of internal candidates applying for promotions.

Highlights for Q1 FY 2026 include:

· The Department continues to advertise all vacant positions throughout DSNY via Department Message and through E-hire.

· The Department promoted registration for the Promotional Exam for General Superintendent I (Exam #6530), a high-level position for uniformed employees, through Department Messages and roll calls at the garage. The agency also engaged its Employee Resource Groups to ensure awareness of the training, and several groups have subsequently organized study sessions for candidates preparing for the exam.

In Q2 FY2026, the EEO Unit will obtain demographic information from DCAS regarding the candidates who registered for the Promotional Exam for General Superintendent I (Exam #6530). This data will be compared to the demographics of those who registered for the previous Promotional Exam for promotion to General Superintendent I. The analysis will help assess trends and ensure that outreach and recruitment efforts continue to support a diverse applicant pool.

Workforce Goal/Initiative #2 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed


Initiative #3: Provide Structured Interviewing and Unconscious Bias Training to All DSNY Hiring Managers

To ensure fairness and consistency in the hiring and promotion process, DSNY will require all hiring managers to complete annual Structured Interviewing and Unconscious Bias training. This initiative is designed to remove structural barriers in discretionary hiring and promotions by equipping managers with the tools to evaluate candidates objectively and equitably. The training will emphasize standardized interview practices, awareness of implicit bias, and strategies to foster inclusivity in candidate selection. By implementing this initiative, DSNY will strengthen transparency, promote equitable opportunities for advancement, and build a more diverse and representative workforce.

Indicators:

· All DSNY hiring managers complete annual Structured Interviewing and Unconscious Bias training by the end of FY 2026.
· Training completion rates are tracked and reported quarterly to the EEO Officer.
· Discretionary hiring and promotion decisions are reviewed by the EEO Officer to ensure adherence to equitable practices.

Highlights for Q1 FY 2026 include:

· HR and the EEO Unit will conduct a joint training for all discretionary hiring managers on October 15, 2025, via Microsoft Teams.

Workforce Goal/Initiative #3 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

1. Efforts to reduce Workforce underutilization:

Please describe steps that were taken or planned to address underutilization identified through quarterly workforce reports. Please list Job Groups where underutilization exists in the current quarter. What are your metrics or indicators for evaluating the success of your initiatives?

Females remain underrepresented in the General Superintendent I title, holding only 5.3% of positions. Employees who self-identify as nonwhite are also underutilized, representing 24.5%. The promotional exam is scheduled for November 2025. The Department promoted registration through Department Messages and Employee Resource Groups to encourage a diverse candidate pool. The Agency will obtain demographic data from DCAS on exam applicants. After the exam, it will also review the demographics of the Eligible to Promote List to forecast changes in the General Superintendent I rank and determine whether additional measures are necessary.

B.  Workplace:

DSNY is committed to fostering an inclusive culture built on equity, respect, and active engagement for all employees. Our goal is to ensure that every member of our workforce feels valued, supported, and empowered to contribute to the agency’s mission. To achieve this, DSNY will prioritize education and accountability by requiring a 100% completion rate for all EEO related trainings, including Everybody Matters: EEO Basic Training & Diversity & Inclusion, LGBTQ Awareness, and Sexual Harassment Prevention. Regular completion of these trainings is critical to maintaining a safe, respectful, and inclusive workplace, ensuring fair and compliant hiring and promotion practices, and equipping staff with the knowledge to prevent harassment and bias.

Beyond training, DSNY will strengthen its workplace culture by creating opportunities for connection, recognition, and leadership development. The agency will host fundraisers, heritage events, and family-oriented programs—such as “Take Your Kid to Work Day”—to build stronger bonds among employees and their families. Employee Resource Group announcements and community events will be widely shared to enhance communication and engagement across the workforce. In addition, DSNY will provide leadership workshops in EEO and Workplace Violence Prevention for all Supervisors and Managers, ensuring that leaders are equipped to model inclusive practices and maintain a safe, equitable environment. Together, these strategies will help DSNY cultivate a workplace that reflects the diversity of New York City and supports the growth and success of all employees.

[bookmark: _Hlk210974768]Initiative #1 – Continue to Offer a Strong and Inclusive EEO Training Program for All DSNY employees.

For FY 2026, DSNY aims to complete more than 20,000 EEO-related training sessions for its employees. The training program covers five courses: (1) Everybody Matters: EEO Basic and Diversity & Inclusion; (2) Sexual Harassment Prevention; (3) LGBTQ: The Power of Inclusion; (4) Structured Interviewing; and (5) Disability Etiquette & Awareness Training. In addition, DSNY seeks 100% completion for Sexual Harassment Prevention in Training Cycle 7 (Sept. 1, 2025–Aug. 31, 2026), 100% completion for Everybody Matters: EEO Basic and Diversity & Inclusion in Training Cycle 3 (by June 30, 2026), and 100% completion for LGBTQ: The Power of Inclusion by March 31, 2026, for all employees.

Indicator(s):

· 20,000 EEO-related training completions by DSNY employees
· 100% employee completion rate in Sexual Harassment Prevention Training (Training Cycle 7)
· 100% employee completion rate in Everybody Matters: EEO Basic and Diversity & Inclusion (Training Cycle 3)
· 100% employee completion rate in LGBTQ: The Power of Inclusion

Highlights for Q1 FY 2026 include:

· DSNY completed 9,908 employee trainings in sexual harassment prevention during Training Cycle 7 and achieved a 95% employee completion rate.




Workplace Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed


Initiative #2 – Provide Leadership Workshops in EEO and Workplace Violence Prevention for All Supervisors and Managers.

In FY 2026, DSNY will offer leadership workshops for all uniformed and civilian managers and supervisors to strengthen Equal Employment Opportunity (EEO) and Workplace Violence Prevention skills. The Office of Equal Employment Opportunity and Workplace Violence Prevention will conduct the sessions, covering topics such as discrimination, harassment, retaliation, mandated reporting obligations, complaint processes, confidentiality, and protections against retaliation. The workshops will also educate employees on recognizing, preventing, and responding to potential acts of violence, with a focus on warning signs, appropriate reporting, and effective response. By prioritizing proactive EEO and Workplace Violence Prevention efforts, DSNY aims to keep workplaces safe, respectful, and productive, reduce harassment and escalation, and promote consistent leadership across the department.

Indicator(s):

· Participation from all uniformed and civilian supervisors and managers in the workshops.

Highlights for Q1 FY 2026 include:

· On July 15, 2025, a leadership workshop was held for all employees at Bronx District 5.

· Additional leadership workshops were conducted on August 7, 2025, for Bronx Borough Deputy Chiefs and Superintendents, and on August 14, 2025, for Manhattan Borough staff, including the Borough Chief, Deputy Chiefs, and Superintendents.

Workplace Goal/Initiative #2 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed








Initiative #3: Strengthen Communication of Community and Agency Events to All Employees

DSNY is committed to fostering a connected and engaged workforce by ensuring that all employees—both civilian and uniformed—are informed of community events, cultural programs, and agency initiatives. To achieve this, DSNY will use Administrative Bulletins and Department Messages as the primary channels to share information broadly and consistently across the agency. This approach will ensure that every employee has equal access to announcements about community partnerships, heritage celebrations, employee resource group activities, and other events that strengthen workplace culture and employee engagement.

Indicator(s):

· All community and agency event announcements are distributed through Administrative Bulletins and/or Department Messages to the entire workforce.
· Employee Resource Group (ERG) activities events are highlighted in at least one monthly communication.

Highlights for Q1 FY 2026 include:

· All community and agency events were communicated to DSNY’s workforce through Administrative Bulletins.

· In Q1 FY26, events included Employee Resource Group meetings, DSNY appreciation nights with local NYC minor league teams and the New York Yankees, and a DSNY Boxing Club event. The African American Benevolent Society participated in the African American Day Parade, and the Emerald Society hosted a golf outing to raise funds for the Boomer Esiason Foundation in support of the fight against cystic fibrosis. These events were promoted and highlighted in DSNY’s Administrative Bulletins.

Workplace Goal/Initiative #3 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed


Initiative #4: Promote Employee Engagement Through Fundraisers and Community Support

DSNY recognizes the importance of fostering a culture of compassion, service, and community engagement within the workplace. To strengthen connections among employees and demonstrate our commitment to causes that impact our workforce and the broader community, DSNY will actively support and promote participation in fundraisers and awareness campaigns. These efforts will include events and initiatives in support of organizations such as Breast Cancer Awareness, Autism Speaks, the American Cancer Society, and other charitable causes. By encouraging employee involvement in these activities, DSNY will not only contribute to meaningful community initiatives but also build stronger bonds among staff through shared purpose and service.

Indicator(s)

· Participation in at least three major fundraising or awareness campaigns in FY 2026 (e.g., Breast Cancer Awareness, Autism Speaks, American Cancer Society).
· Agency wide communications (Administrative Bulletins and Department Messages) used to promote fundraising opportunities and encourage involvement.
· Total amount contributed for each fundraising event.

Highlights for Q1 FY 2026 include:

· On September 18, 2025, DSNY’s Emerald Society held its 38th Annual Golf Outing for the Fight against Cystic Fibrosis. All proceeds were donated to the Boomer Esiason Foundation. 

Workplace Goal/Initiative #4 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed


5. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, programs accessible to all and that support equitable engagement across cultural identities newsletters/articles, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these activities?

DSNY’s Bureau of Information Technology will host its annual Diwali Party on October 20, 2025, featuring a celebratory lunch prepared by the BIT Desi (South Asian) community.

C. Community and Equity, Inclusion and Anti-Racism[footnoteRef:2]: [2:  Included per Local Law 14 (2024).] 


DSNY is committed to advancing equity, diversity, and inclusion not only within our workforce but also in the communities we serve. In FY 2026, DSNY will expand opportunities for minority and women owned businesses by fostering a fairer, more competitive, and more diverse business environment. By strengthening access to contracting and procurement opportunities, DSNY will help ensure that historically underrepresented businesses can thrive and contribute to the city’s economic vitality.



Initiative #1: Expand Opportunities for Minority and Women-Owned Business Enterprises (MWBEs)

DSNY is committed to fostering a fair, competitive, and inclusive business environment by expanding opportunities for Minority- and Women-Owned Business Enterprises (MWBEs). In FY 2026, the agency will strengthen outreach, engagement, and support for MWBEs with the goal of awarding more contracts relative to the previous fiscal year. DSNY’s Agency Chief Contracting Officer will engage MWBE firms directly by meeting with them to discuss upcoming procurement opportunities. By broadening access to procurement opportunities, DSNY will help ensure that historically underrepresented businesses can thrive and contribute to the city’s economic growth.

Indicator(s):

· Growth in the number of certified MWBE firms compared to FY 2025.
· Number of sessions DSNY’s Agency Chief Contracting Officer meets with MWBEs about upcoming procurement opportunities.
· Year over year increase in the number and dollar value of contracts awarded to MWBEs.

Highlights for Q1 FY 2026 include:

· DSNY awarded contracts totaling $88,166,370 to various companies for a range of services. Of this amount, approximately $37,114,537 was allocated to MWBEs, resulting in an MWBE utilization rate of 42.1% (the previous quarter was 41%).

Community/Equity/Inclusion Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

V. Recruitment
A. Recruitment Efforts
DSNY is committed to an inclusive, diverse workforce at all levels. Most vacancies are filled based on civil service examination results. During exam registration, DSNY will promote opportunities to all backgrounds, with emphasis on women and racial groups historically underrepresented in certain roles. We will partner with the Department of Education, the Mayor’s Office for People with Disabilities, DCAS’ Office of Citywide Recruitment, and other City agencies to publicize openings. We will participate in NYC Government Hiring Halls, which offer on-the-spot interviews for select DSNY positions, and the 55-A Program Career Fair. Advertising will comply with Local Law 30; when needed, DSNY will place ads in the top 150 Community & Ethnic Media outlets identified by the Mayor’s Office of Community and Ethnic Media. We will provide outreach to community-based organizations and events across the five boroughs to promote exam registration.

For FY 2026, the EEO Officer, APO, and Agency Head will meet quarterly to review hiring practices, identify barriers to equal opportunity, and determine corrective actions. The EEO Officer will review quarterly underutilization reports with the APO and Agency Head and target recruitment to diversify candidate pools. The EEO Officer will also collect data on recruitment sources used by interviewed candidates to assess which sources are most effective at reaching a diverse applicant pool.

To ensure internal opportunities are visible, vacancy announcements will be sent to all DSNY employees, and Employee Resource Groups will be engaged to promote a diverse and qualified applicant pool. Women are underrepresented at all ranks in DSNY’s uniformed titles; DSNY will encourage female uniformed employees to apply for promotions and will conduct informational sessions to identify barriers and provide support to reduce self-demotions.

In FY 2026, DSNY will remove structural barriers in interviewing and selection for discretionary hiring and promotions by requiring all hiring managers to complete annual Structured Interviewing and Unconscious Bias training. The EEO Officer will ensure diverse interview panels in each Bureau and will review all discretionary hires and promotions, participating on promotion boards to ensure fair and equitable selection.

1. DSNY will promote job opportunities to candidates of all backgrounds.

All job opportunities will be posted on e-hire. To ensure a diverse applicant pool across all titles, the Department will conduct outreach to professional and community-based organizations. The Department will also engage Employee Resource Groups to keep their members informed of vacancies. When necessary, positions will be advertised in compliance with Local Law 30.

The registration period for the Promotion to General Superintendent I Exam ran from August 6, 2025, to August 26, 2026. To ensure eligible candidates were aware of the vacancy, the Department notified employees through Department Messages and required that announcements be read at roll call. The Department also notified all Employee Resource Groups.

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


2. The EEO Officer, APO, and Agency head will meet quarterly to review hiring practices, identify barriers to equal opportunity, and determine corrective actions. The EEO Officer will review quarterly underutilization reports with the APO and Agency Head and target recruitment to diversify candidate pools.

The EEO Officer, APO, and Agency Head met on September 22, 2025. Follow up actions include requiring all discretionary hiring managers to complete Structured Interviewing and Unconscious Bias Training (see #3 for an update regarding the training).
.  
Recruitment Initiatives/Strategies #2 Update:	
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed


3. DSNY will remove structural barriers in interviewing and selection for discretionary hiring and promotions by requiring all hiring managers to complete annual Structured Interviewing and Unconscious Bias training. 

HR and the EEO Unit will conduct a joint training for all discretionary hiring managers on October 15, 2025, via Microsoft Teams. 

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


B. Recruitment Efforts for Civil Service Exams
Pursuant to Local Law 28 (of 2023), list all recruitment events that were held by the agency to promote open-competitive civil service examinations.
	Quarter #
	Event Date
	Event Name
	Borough

	1
	7/12/2025
	Riverside Park Conservancy Gotham Festival
	Manhattan

	1
	7/16/2025
	St. Vincent’s Services Career Day
	Brooklyn

	1
	7/24/2025
	South Shore Rotary Club
	Staten Island

	1
	7/29/2025
	Parkchester Family Day
	Bronx

	1
	7/31/2025
	Brooklyn Borough Park Resource Fair
	Brooklyn

	1
	8/6/2025
	PS104 School Presentation
	Queens

	1
	8/8/2025
	New York Clinic Health and Resource Fair
	Brooklyn

	1
	8/16/2025
	Bed-Stuy Family Health Center Carnival Event
	Brooklyn
	1
	8/26/2025
	PS 211 Welcome Back Event
	Bronx
	1
	8/28/2025
	PS 896 Back to School Event
	Brooklyn
	1
	9/21/2025
	Asian American Cultural Festival
	Queens





Pursuant to Local Law 28 (of 2023) list actual expenditures related to recruiting candidates for open-competitive and promotion civil service exams.
	Borough
	Approximate Dollar
Amount ($) in Q1
	Approximate Dollar
Amount ($) in Q2
	Approximate Dollar
Amount ($) in Q3
	Approximate Dollar
Amount ($) in Q4

	Bronx
	$0
	
	
	

	Brooklyn
	$0
	
	
	

	Manhattan
	$0
	
	
	

	Queens
	$0
	
	
	

	Staten Island
	$0
	
	
	



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

1. 	DCAS Office of Citywide Recruitment - DSNY will partner with DCAS’s Office of Citywide Recruitment and participate in recruitment events across all five boroughs to share information about City government jobs and the examination process.
2. Department of Education & Colleges/Universities - To recruit a diverse pool of interns and entry-level candidates, DSNY will provide vacancy notices to DOE and post announcements on the career websites of colleges and universities located throughout New York City. DSNY has successfully recruited interns and entry-level candidates through these institutions in the past. (Quarter 1)
3. Mayor’s Office for People with Disabilities (MOPD) - DSNY will provide vacancy notices to MOPD to share with clients. In the past, the agency’s partnership with MOPD has led to recruitment and appointment of employees with disabilities under the 55-A program.
4. Community-Based Organizations and Events - To ensure diverse applicant pools for upcoming civil service examinations, DSNY will engage with community-based organizations and attend events across the five boroughs (e.g., Nontraditional Employment for Women NYC, Street Corner Resources, NYPD End Gun Violence Campaign events). (Quarter 1)
5. Online and Print Publications - To ensure a diverse candidate pool for each open position, the agency will publish job notices in compliance with Local Law 30 and, when necessary, place advertisements in the top 150 Community & Ethnic Media print publications identified by the Mayor’s Office of Community and Ethnic Media. DSNY seeks to address underutilization of women and Black individuals in Manager titles, Black individuals in Craft titles, and Asian employees in Labor and Personal Services titles by targeting these audiences through advertising. DSNY has previously increased interest among women in taking the civil service examination for the uniformed Sanitation Worker title through targeted outreach in online and print publications.


D. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2026.
[Note:  Please update this information every quarter.]

1.  Urban Fellows: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
2.  Public Service Corps: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
3. Summer College Interns: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
4. Summer Graduate Interns: Q1 Total: 0  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
5. Other (specify): College Aide Q1 Total: 35  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)

Additional comments: DSNY plans to hire undergraduate and graduate interns for the Summer 2025 program.
Click or tap here to enter text.



E. 55-A Program
The 55-a Program is established under Section 55-a of the New York State Civil Service Law. It aims to provide employment opportunities for individuals with certified mental or physical disabilities, allowing them to be hired into competitive civil service positions without the requirement of passing a civil service exam.

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

Currently, the agency employs the following number of 55-a participants:
Q1 (09/30/2025): 10   Q2 (12/30/2026):  (#) 
Q3 (03/30/2026): (#)   Q4 (06/30/2026):  (#)

During the 1st Quarter, a total of 1 new applications for the program were received.
During the 1st Quarter 0 participants left the program due to [State reason].

During the 2nd Quarter, a total of (#) new applications for the program were received.
During the 2nd Quarter (#) participants left the program due to [State reason].

During the 3rd Quarter, a total of (#) new applications for the program were received.
During the 3rd Quarter (#) participants left the program due to [State reason].

During the 4th Quarter, a total of (#) new applications for the program were received.
During the 4th Quarter (#) participants left the program due to [State reason].

The 55-a Coordinator has achieved the following goals:

  Disseminated 55-a information: 
	by e-mail:	
	☐ Yes   
	☒ No

	in training sessions:
	☒ Yes   
	☐ No

	on the agency website:
	☒ Yes   
	☐ No

	in agency newsletter:
	☐ Yes   
	☒ No

	Other:



Other Goals (if applicable):


VI. Hiring and Promotion

Please review Section VI of your FY 2026 EEO Plan and describe your activities for this quarter below:

Please list additional Hiring and Promotion Strategies and Initiatives which you set/declared in your FY 2026 EEO Plan (e.g., use of the objective structured interview practices, EEO Office approval of interview questions, review of e-hire applicant data to ensure there was broad outreach that yielded a diverse applicant pool).
	[bookmark: _Hlk213933943]During this Quarter the Agency activities included:

	
	# of Vacancies
	# of New Hires
	# of New Promotions

	Q1
	26
	551
	82

	Q2
	(#)
	(#)
	(#)

	Q3
	(#)
	(#)
	(#)

	Q4
	(#)	
	(#)
	(#)




Please describe the steps that your agency has taken to meet these objectives.
1. Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities. DSNY posts all opportunities throughout the agency. DSNY also provides informational sessions to ensure that all employees understand the civil service process. 

2. Reviewing the methods by which candidates are selected for a promotions, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions. (Discretionary positions are those that are not filled via civil service examination lists.) All discretionary hiring for the agency must be approved by the EEO Officer.

3. Describe your agency’s procedures for selection, especially for mid- and high-level discretionary positions. vacancy posting protocols, training of hiring managers, procedures for interviewing applicants, the use of the NYCAPS Applicant Interview Log Report, and efforts to identify and eliminate structural barriers to employment. All hiring managers receive training in structured interviewing and unconscious bias, and they are required to use structured interviewing when evaluating applicants. All discretionary hiring must be approved by the EEO Officer, who also participates in the interview process for high-level discretionary positions.

4. Analyzing the impact of layoffs or terminations on racial, gender and age groups. (This analysis is done pursuant to guidance from agency General Counsel and Law Department guidance.) The EEO Officer performs an adverse impact analysis in conjunction with the Agency’s General Counsel.

5. [bookmark: _Toc116503101][bookmark: _Toc116503137][bookmark: _Toc116573395][bookmark: _Toc116662135][bookmark: _Toc116662231][bookmark: _Toc116662264][bookmark: _Toc116664284][bookmark: _Toc116664345][bookmark: _Toc147425802][bookmark: _Toc147425886][bookmark: _Toc147426200][bookmark: _Toc147426232][bookmark: _Toc147425807][bookmark: _Toc147425891][bookmark: _Toc147426205][bookmark: _Toc147426237]Other:
VII.  Training

[bookmark: _Hlk530067472][bookmark: _Toc116503107][bookmark: _Toc116503143][bookmark: _Toc116573401][bookmark: _Toc116662141][bookmark: _Toc116662237][bookmark: _Toc116662270][bookmark: _Toc116664290][bookmark: _Toc116664351][bookmark: _Toc147425809][bookmark: _Toc147425893][bookmark: _Toc147426207][bookmark: _Toc147426239][bookmark: _Toc116503108][bookmark: _Toc116503144][bookmark: _Toc116573402][bookmark: _Toc116662142][bookmark: _Toc116662238][bookmark: _Toc116662271][bookmark: _Toc116664291][bookmark: _Toc116664352][bookmark: _Toc147425810][bookmark: _Toc147425894][bookmark: _Toc147426208][bookmark: _Toc147426240]Please provide your training information in the FY 2026 Part II template (in MS Excel). For Q2, Q3 and Q4, retain all data from previous quarters in your Part II report.

VIII.  Reasonable Accommodations
Please report all reasonable accommodation requests and their disposition in the DCAS Citywide Complaint and Accommodation Database (CAD) : https://a856-ceeds.nyc.gov

The agency has entered all Reasonable Accommodation requests and dispositions in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously:

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

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

A. Local Law 92:  Annual Sexual Harassment Prevention training
Please provide Sexual Harassment Prevention Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).

B. Local Law 97:  Annual Sexual Harassment Complaint Reporting
☒ The agency has entered the sexual harassment complaints in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously.

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

☐ The agency has entered all other EEO complaints in the DCAS Citywide Complaint and Accommodation Database (CAD) and updates the information contemporaneously.
Q1:  ☒ Yes ☐ No  Q2:    ☐ Yes ☐ No	
Q3:  ☐ Yes ☐ No  		Q4:    ☐ Yes ☐ No

☒ The agency ensures that complaint investigations are closed within 150 days (i.e., 90 days to conduct the investigation, 30 days to draft the report, and 30 days for the agency head to make a determination). 

Report all EEO complaints and their disposition in the DCAS Citywide Complaint and Accommodation Database (CAD): https://a856-ceeds.nyc.gov

C. Executive Order 16: Training on Transgender Diversity and Inclusion
[bookmark: _Toc116503111][bookmark: _Toc116503147][bookmark: _Toc116573405][bookmark: _Toc116662145][bookmark: _Toc116662241][bookmark: _Toc116662274][bookmark: _Toc116664294][bookmark: _Toc116664355][bookmark: _Toc147425813][bookmark: _Toc147425897][bookmark: _Toc147426211][bookmark: _Toc147426243][bookmark: _Toc116503118][bookmark: _Toc116503154][bookmark: _Toc116573412][bookmark: _Toc116662152][bookmark: _Toc116662248][bookmark: _Toc116662281][bookmark: _Toc116664301][bookmark: _Toc116664362][bookmark: _Toc147425820][bookmark: _Toc147425904][bookmark: _Toc147426218][bookmark: _Toc147426250]Please provide E.O. 16 Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).

X.  Audits and Corrective Measures
Please choose the statement that applies to your agency. 
☒ The agency is NOT involved in an audit conducted by NYC Equal Employment Practice Commission (EEPC) or another governmental   agency specific to our EEO practices.
☐ The agency is involved in an audit; please specify who is conducting the audit:
	☐ Attach the audit recommendations by EEPC or the other auditing agency.
☐ If needed, the agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall amend the agency plan for previous FY(s) as recommended by EEPC.
☐ The agency received a Certificate of Compliance from the auditing agency in 2024 or 2025.
                 → Please attach a copy of the Certificate of Compliance from the auditing agency.



Appendix A. EEO Personnel Details
EEO Personnel For 1st Quarter, FY 2026

	Personnel Changes this Quarter:
	Number of Additions:
	Number of Deletions:

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

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

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


	

	Employee's Name & Title
	4.
	5.
	6.

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

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

	Start or Termination Date: 


	For New EEO Professionals:

	Name & Title
	1. 
	2. 
	3. 

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

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

	

	Name & Title
	4. 
	5. 
	6. 

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

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


Personnel Changes:		 ☐  Yes ☒  No

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

	Name & EEO Role
	1. Ryan David, EEO Officer
	2.	 Julie Cascino, Deputy EEO Officer
	3.	 Daniel Casados, Agency Attorney

	Completed EEO Trainings:

	1. Everybody Matters-EEO and D&I
	 ☒  Yes  	☐  No
	 ☒  Yes  	☐  No
	 ☒  Yes  	☐  No

	2. Sexual Harassment Prevention
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	3. lgbTq: The Power of Inclusion
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	4. Disability Awareness & Etiquette
	☐  Yes  	☐  No
	☒  Yes  	☐  No
	☐  Yes  	☐  No

	5. Structured Interviewing and Unconscious Bias
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☐  Yes  	☐  No

	6. Microaggressions
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	7. EEO Officer Essentials: Complaint/Investigative Processes
	☒  Yes  	☐  No
	☒  Yes  	☐  No
	☒  Yes  	☐  No

	8. Reasonable Accommodation Procedural Guidelines
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	9. Overview Training for New EEO Officers
	☐  Yes  		☐  No
	☐  Yes  		☐  No
	☐  Yes  		☐  No

	10. Understanding CEEDS Reports
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	11. Intersectionality and EEO Investigations
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	12. Trauma-Informed Interviewing Techniques
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No



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

	Name & EEO Role:
	4. Evelyn Nieves-Moscol, Investigator
	5.
	6.

	Completed EEO Trainings:

	1. Everybody Matters-EEO and D&I
	☒  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	2. Sexual Harassment Prevention
	☒  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	3. lgbTq: The Power of Inclusion
	☒  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	4. Disability Awareness & Etiquette
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	5. Structured Interviewing and Unconscious Bias
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	6. Microaggressions
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	7. EEO Officer Essentials: Complaint/Investigative Processes
	☒  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	8. Reasonable Accommodation Procedural Guidelines
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	9. Overview Training for New EEO Officers
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	10. Understanding CEEDS Reports
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	11. Intersectionality and EEO Investigations
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No

	12. Trauma-Informed Interviewing Techniques
	☐  Yes  	☐  No
	☐  Yes  	☐  No
	☐  Yes  	☐  No



EEO Personnel Contact Information (Please list all current EEO professionals)
Please provide the full mailing address of the principal Agency EEO Office:
MAILING ADDRESS: 375 Pearl Street, 18th Floor, New York, NY 10038
EEO and D&I Staffing as of 1st Quarter FY 2026
The City EEO Policy requires there be only one leader of the EEO Office serving in the “EEO Officer” capacity and that there be only one Deputy EEO Officer.

	Roles/Functions
	Name
	Civil Service Title
	Office E-mail Address
	Telephone #

	EEO Officer (may have a separate active c.s. title (e.g., AC, DC, Exec Agency Counsel, etc.)
	Ryan David
	Executive Agency Counsel
	Rdavid1@dsny.nyc.gov
	212-291-1371

	Deputy EEO Officer 
	Julie Cascino
	Executive Agency Counsel
	JCascino@dsny.nyc.gov
	212-291-1374

	Diversity & Inclusion Officer (or a similar business title)
	Ryan David
	Executive Agency Counsel
	Rdavid1@dsny.nyc.gov
	212-291-1371

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	
	
	
	

	ADA Coordinator
	Ryan David
	Executive Agency Counsel
	Rdavid1@dsny.nyc.gov
	212-291-1371

	Disability Rights Coordinator
	Ryan David
	Executive Agency Counsel
	Rdavid1@dsny.nyc.gov
	212-291-1371

	Disability Services Facilitator
	Julie Cascino
	Executive Agency Counsel
	JCascino@dsny.nyc.gov
	212-291-1374

	55-a Coordinator
	Ryan David
	Executive Agency Counsel
	Rdavid1@dsny.nyc.gov
	212-291-1371

	EEO Counselor
	
	
	
	

	EEO Investigator
	Daniel Casados
	Agency Attorney
	DCasados@dsny.nyc.gov
	212-291-1375

	EEO Counselor/Investigator 
	
	
	
	

	Investigator/Trainer
	Evelyn Nieves-Moscol
	Investigator (Discipline)
	ENieves1@dsny.nyc.gov
	212-291-1372

	EEO Training Liaison
	Evelyn Nieves-Moscol
	Investigator (Discipline)
	ENieves1@dsny.nyc.gov
	212-291-1372

	Other (specify)
	
	
	
	

	Other (specify)
	
	
	
	


Note: Changes (new personnel filling the specified role). You may insert additional entries as needed. If there is an EEO Office or D & I Office role that your staff performs that is not on the list above, you may indicate it on the chart.  
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