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FY 2022 CAMPAIGN FINANCE BOARD QUARTERLY DIVERSITY AND EEO REPORT

	
AGENCY NAME: __CAMPAIGN FINANCE BOARD___                                                                                                                            

	 ☐  1st Quarter (July -September), due November 12, 2021[footnoteRef:2]		 ☐  2nd Quarter (October - December), due January 31, 2022 [2:  This is an extended deadline that was provided by DCAS on October 29, 2021 in light of the recently announced vaccine mandate.] 

	 ☐  3rd Quarter (January -March), due April 29, 2022			 ☒  4th Quarter (April -June), due August 5, 2022

Prepared by:     
Kirann Nesbit EEO Officer and Kyle Kennedy EEO Counselor                                   knesbit@nyccfb.info                                    212-409-1847                                                _                              ________                                                                                           _____                                                                                                 _____
Name                                                                            Title	                                          E-mail Address                                              Telephone No.               

Date Submitted: _____August 5, 2022______                                                                                                                                                        

	
FOR DCAS USE ONLY:				Date Received:



INSTRUCTIONS FOR FILLING OUT QUARTERLY REPORTS FY 2022
[NOTE:  These forms are cumulative and intended to retain information for the entire FY 2022.
For Q2, Q3 and Q4 use previous quarter’s submission to update, retaining all information for the prior quarters]

1. Please save this file as ‘XXXX Quarter X FY 2022 DEEO 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 and EEO Training Summary” details in Part II - Training Summary [see the attached Excel file].  Under Section 10 (“Other Diversity/EEO Related”), include training classes co-organized or co-sponsored by your agency EEO and/or HR that are related to the development of the agency staff in the areas of equal employment, diversity, inclusion, civil rights, workplace culture and behavior, interpersonal relations, and community relations.
3. Mark progress in check boxes in the column for the current quarter. [NOTE: DELAYED = behind schedule; DEFERRED = put off until later when better resources become available.]
4. Please save the Excel file as ‘XXXX Quarter X FY 2022 DEEO 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.

PART I:  NARRATIVE SUMMARY

I. COMMITMENT AND ACCOUNTABILITY STATEMENT BY THE AGENCY HEAD

[bookmark: _Hlk530066932]Distributed to all agency employees?	☒ Yes, On (Date):      November 1, 2021    	☐ No
						☒ By e-mail	
						☒ Posted on agency intranet
						☐ Other _________________  

The commitment and accountability statement by the agency head are distributed to all agency employees on an annual basis. The commitment and accountability statement was most recently distributed by the agency head on November 1, 2021, along with an email additionally affirming her and the agency’s commitment to the recruitment, development, and retention of a diverse and inclusive workforce that is reflective of the City of New York, as well as ensuring that the CFB’s employment practices encourage and maintain a workplace that is free from unlawful discrimination and sexual harassment, and providing relevant EEO and diversity and inclusion updates to staff. 

The agency head consistently sends out additional correspondence to staff about issues relevant to her and the agency’s commitment to EEO, diversity, equity, and inclusion as they arise.

II. RECOGNITION AND ACCOMPLISHMENTS

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

☐ Diversity & EEO Awards
☐ Diversity and EEO Appreciation Events
☐ Public Notices
☒ Positive Comments in Performance Appraisals
☒ Other (please specify):                During staff meetings and on the agency intranet as applicable.                 x

		* Please describe D&EEO Awards and/or Appreciation Events below:
		
III. WORKFORCE REVIEW AND ANALYSIS

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

Q1 (9/30/2021):  116 		Q2 (12/31/2021):   119		Q3 (3/31/2022): 115 		 Q4 (6/30/2022):  117

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

	☒ Yes	, On (Date): ____November 23, 2021 ___	☐ Yes	, again on (Date): ________________	☐ No		

☐ NYCAPS Employee Self Service (by email; strongly recommended every year)		☒ Agency’s intranet site
☐ Newsletters and internal Agency Publications						☒ On-boarding of new employees

The CFB’s HR Unit provides reminders to employees about updating information regarding race/ethnicity, gender on annual basis in November. 

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

☒ Yes	, On (Dates):

		Q1 Review Date:   October 28, 2021  		Q2 Review Date:  January 27, 2022
Q3 Review Date:    April 28, 2022 					Q4 Review Date:  August 4, 2022

The review was conducted with:

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


IV. EEO, DIVERSITY, INCLUSION, AND EQUITY INITIATIVES FOR FY 2022

Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency Diversity and EEO Plan
for FY 2022 - Proactive Strategies to Enhance Diversity, EEO and Inclusion:

A. WORKFORCE:
	
	[bookmark: _Hlk530066305]Please list the Workforce Goal(s) included in Section IV: Proactive Strategies to Enhance Diversity, EEO and Inclusion, which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others):
	Please describe the steps that your agency has taken to meet the Workforce Goal(s) set/declared in your plan.
●	Include steps that were taken or considered to build an inclusive and sustainable pipeline for your agency across all levels.

	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	The CFB will support and maintain a diverse, high-performing workforce by cultivating an inclusive workplace that enables full participation through strategic outreach, educational measures, and other policies and practices that will support the recruitment, promotion, and retention of staff with diverse experiences and attributes.

The CFB will strengthen its professional development efforts in FY 2022. The Human Resources Director will implement a training program for all supervisors using DCAS curriculum, including: 

· Civil Service 101
· Difficult Conversations
· Fundamentals of Management
· Stress Management/Coping Skills
· Identifying Needs and Developing Staff

The agency believes that these trainings will help equip our managers to better support staff and make decisions fairly.

	In the first quarter, the EEO Officer attended the DCAS training about Diverse and Inclusive Recruitment Best Practices and will determine how to incorporate those best practices during the remainder of this fiscal year. 
In the fourth quarter, the EEO Officer attended DCAS Best Practices meeting and seven (7) internal meetings on Equity and Agency positioning. The EEO Officer also sent multiple all-staff notifications informing them of upcoming D+I committee meetings. 

The HR Unit organized a live DCAS training for supervisors, that took place on November 18, 2021. This training focused on how to manage a remote workforce.

The planned supervisor curriculum is deferred until further notice. 

	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☒ Deferred
☐ Completed

	The agency will continue to support the professional development of its staff by paying for approved courses that are relevant to an employee’s work at the agency and meets the requirements of the Comptroller’s Directives.

	This fiscal year, the agency continued to support the professional development of staff by covering the cost of approved courses for six CFB employees. 

	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Enhanced training efforts will help the agency improve its equity efforts. In FY 2022, the EEO Officer will also update or create a new unconscious bias in hiring training for all CFB employees who are involved in the agency’s hiring process, regardless of which stage of the process.
Mandating certain trainings, including the Transgender Inclusion training for all employees (not only supervisors and front-line staff as legally required), the Everybody Matters training for all employees, and the Structured Interviewing and Unconscious Bias training for all employees involved in the hiring process, will also help enhance the agency’s equity efforts.  These trainings would be mandated in addition to the sexual harassment prevention training. 

	The CFB already requires that all staff take the City’s transgender inclusion training, not only supervisors and workers who interact with the public. 
On June 22, 2022, the Office of EEO deployed its training initiative by sending out its first all-staff notification reminding our workforce to complete the six (6) mandated DCAS trainings. 
The unconscious bias in hiring training still needs to be updated and is currently in planning stages.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	The agency will continue to regularly analyze the composition of its workforce, as well as demographic information provided by job applicants and staff selected for promotion, to understand how that information might influence certain practices and programs adopted by the agency.

	The EEO Officer reviewed the demographic information of the employees who were promoted in Q4 of FY 2022. This quarter, the CFB promoted seven employees. Of the seven employees, four are women, three are men. Of the four women, two are Black, two are Latina/e/x. Of the three men, one is Black. 
The agency will continue to monitor and analyze which employees are selected for promotions and how they are chosen.

	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed

	The EEO Officer will partner with the HR Director and other agency leadership as necessary to implement DCAS’s Diverse and Inclusive Recruitment Best Practices, as established in the first quarter of FY 2022. The CFB will also add additional practices as necessary to help build a diverse and inclusive workforce.

	The CFB executive team and strategic planning committee discussed, reviewed and implemented strategies to ensure employment practices were as diverse and inclusive as possible including but not limited to having our hiring policy review team meet regularly, drafting an updated additional hiring guidance document and engaging in regular dialogue with our people managers should they need guidance surrounding hiring/employment practices.
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed

	Additionally, the EEO Officer will work with the HR Director and other agency leadership as necessary to determine whether additional programs and policies might be implemented in FY 2022 to address the workforce, recruitment, retention, promotion, and professional development needs of the agency, including, for example, mentorship/sponsorship programs and additional trainings.

	The agency held a series of strategic planning meetings during Q4 wherein strategies, policies and programs that are to be implemented are discussed and planned out. 
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed



	Describe steps that were taken or considered to address underutilization identified through quarterly workforce reports. Please list Job Groups where underutilization exists in the current quarter.

	The EEO Officer reviewed DCAS’s quarterly workforce report and dashboard for FY 2022 Q4 to identify specific job groups where underutilization exists. The DCAS reporting identified underutilization under the Management Specialists category, which consists of the Analyst I/II/III and Associate Staff Analyst titles (-9, Black employees) and the Managers category, which consists of the Deputy Executive Director, Director of Public Relations, Systems Administrator, and Executive Agency Counsel titles (-3, Black employees). 
Expanding the Managers category as identified by DCAS to include all CFB employees who are part of the agency’s executive team, rather than only some, more accurately captures the racial and gender composition of the full executive team: Three out of six of the agency’s executive team are women (which includes one woman who is Hispanic/Latinx/Latine) additionally, one of the six is an Asian man, and one of the six is a Black man. 
Additionally, rather than only looking at the demographics of the small number of titles captured by the Management Specialists title for potential underutilization, the CFB reviewed the data of all managers, which is defined as any CFB employee who is the supervisor of at least one employee. Looking at these numbers shows that there is an approximate split between gender identity (20 women and 22 men) and race (19 White employees, 22 BIPOC employees). 
Nevertheless, the CFB recognizes the continuous need to expand and support a diverse workforce, including representation in leadership and will look to DCAS’s Diverse and Inclusive Recruitment Best Practices and other appropriate methods as identified by DCAS, including: 
1. Expanding internal and external applicant pools to address the underutilization through outreach strategies for broader recruitment.
2. Launching outreach efforts to inform and encourage applications for the upcoming civil service examinations.
3. Using the quarterly workforce report and dashboard to identify specific job groups where underutilization exists and guide recruitment efforts.
4. Integrate succession planning in the agency activities to develop a pipeline, facilitate a seamless transition and continuity of service, especially for critical managerial positions.
5. Encourage agency employees to take promotional civil service examinations.
6. Identify Ready Now & High Potential Talent.
7. Institute coaching, mentoring and cross training programs.
8. Implement initiatives to improve the personal and professional development of employees.
9. Conduct assessment to ensure pay and promotions are equitable.




B. WORKPLACE:

	Please list the Workplace Goal(s) included in Section IV: Proactive Strategies to Enhance Diversity, EEO and Inclusion, which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys):
	Please describe the steps that your agency has taken to meet the Workplace Goal(s) set/declared in your plan.
●	Include steps that were taken or considered to create inclusive work environment which values differences that each of your unique employees brings to work, and to maintain focus on retaining talent across all levels.
	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	During the 2022 fiscal year, the EEO Officer will create a diversity, equity, and inclusion strategic plan for the agency, which will largely focus on internal efforts as a starting point. This will include taking a step back and re-visiting some foundational issues: creating a new DEI mission and vision statement (including a mission and vision statement for the agency’s DEI committee), creating a better framework for the agency’s DEI work (including identifying clear metrics, objectives, and tasks for measuring progress), defining specific strategic DEI initiatives and creating timelines for those initiatives – all with an eye toward improving workplace culture, including a more inclusive work environment where employees feel able to show up and be recognized as their whole selves.
	This fiscal year, the EEO Officer began working on an accessibility strategic plan with the agency’s Director of Marketing and Digital Communications. The plan is in its early stages, but the goal is to have the plan completed and ready for leadership and other necessary agency input and approval later this fiscal year. 
This plan is deferred until FY23 due to the Director of Marketing and Digital Communications departure from the agency. 
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☒ Deferred
☐ Completed

	In FY 2022, the CFB will also add on a new element to the performance evaluation process, where managers will receive feedback (via the Executive Director) on their work as a supervisor from others, including subordinates. The goal is that this information will help create a better work environment for all employees, recognizing what is working well and what areas have room for improvement. Participation in the process will be voluntary.
	This programming is deferred until FY23 due to still being in the planning process. 


	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☒ Deferred
☐ Completed

	The agency will promote employee involvement by supporting and creating new Employee Resource Groups (ERGs) as employee interest dictates.
	In Q4 of FY22, the agency EEO Officer rolled out plans and sent all-staff communications informing workforce of the revamped D+I committee and encouraging them to join. 
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	
Please specify any other EEO-related activities designed to improve/enhance the workplace during the quarter (e.g., postings, meetings, cultural programs promoting diversity, newsletters/articles, etc.) and describe briefly the activities, including the dates when the activities occurred.

	The agency’s Diversity and Inclusion Committee continued its monthly notifications of commemorative observances this quarter, which occurred via two physical bulletin boards at the CFB’s offices and in email form.

The monthly emails highlighted a full list of commemorative observances as identified by the Diversity Best Practices calendar. The CFB additionally emphasized certain events through one-page PDFs that contained more detailed information about observances including Disability Independence Day, Women’s Equality Day, Hungry Ghost Festival, National Hispanic Heritage Month, Labor Day, Juneteenth, and Pride. 

The emails also provided information to staff about trainings and events relevant to diversity, equity, and inclusion, such as events hosted by the Mayor’s Office for People with Disabilities (Accessible Communications training and Night at the Movies), and the Hispanic American Heritage CityTalk panel.

The EEO Officer participated in two EEO-related meetings hosted by DCAS in Q1 of FY 2022: the Joint APO and EEO Officers meeting, and the Annual Plan and CAD Platform Information session. The EEO Officer also attended and publicized to staff two accessibility-related trainings hosted by the Mayor’s Office for People with Disabilities: Accessibilities and Best Practices and Inclusive Communications – social Platforms. In Q4- the agency’s EEO Officer attended a total of four external meetings (DCAS Best Practices, EEO Officers Overview, ADR Coordinator and EEPC symposium). 

The agency’s EEO team (EEO Officer and Counselors) reviewed the EEO page on the agency’s intranet and identified, updated, and made changes to this area during Q4 of this fiscal year. 







C. COMMUNITY:

	Please list the Community Goal(s) included in Section IV:  Proactive Strategies to Enhance Diversity, EEO and Inclusion, which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., community outreach and engagement, MWBE participation and customer satisfaction surveys):
	Please describe the steps that your agency has taken to meet the Community Goal(s) set/declared in your plan.
●	Include steps that were taken or considered to establish your agency as a leading service provider to the citizens of New York City focused on inclusion and cultural competency, while reflecting the variety of communities that are served.

	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	Strengthen Efforts to Encourage Civic Engagement with Youth, Immigrant, and Other Underserved Communities. 
In FY 2022, the CFB will continue to encourage civic engagement with youth and in immigrant and other underserved communities. In the past, with extra emphasis for the City’s largest election so far – the 2021 primary election - the agency conducted voter registration drives, coordinated youth-centered events, targeted messaging toward youth subgroups (including NYC-native voters, students attending college in NYC, and post-college voters who move to NYC for their first job), translated additional materials into target languages, created more culturally-relevant materials, and built more strategic partnerships to ensure that diverse communities are empowered with access to voting resources. The CFB’s commitment to promoting civic engagement in NYC’s underserved communities remains firmly in place for FY2022 as a key component of the agency’s work.


	In quarter one, the CFB partnered with organizations, including Here to Here,  on civic engagement and voter mobilization trainings. Here to Here is an organization that focuses on underserved youth in the Bronx and was an important partnership for the agency to reach youth voters who often don’t hear from government. The CFB also partnered with other organizations, including CUNY Baruch and LaGuardia, the Administration for Children Services, Queens Public Library, New York Public Library, High School for Climate Justice, Red Hook Initiative, and Queens Borough President Donovan Richards. The CFB trained 262 people in Q1 of FY 2022.
Additionally, for National Voter Registration Day (September 28, 2021), the CFB led a text bank pilot where the agency, including volunteers, texted voters in underrepresented neighborhoods in the Bronx, Brooklyn, and Queens. The voters who were targeted have high participation and have lived in their neighborhoods for more than six years (to control for the effects of gentrification). They were asked to share information with their family and neighbors about voter registration.  
From April to June of 2022 (Q4), the Partnership and Outreach unit of the CFB held over thirty (30) voter education workshops and presentations, in partnership with community organizations across the city, to inform voters about the June Primary and provide them with the resources needed to participate in the election. They also texted over 580,000 voters with election information, encouraging them to go out and vote. Finally, the team also worked with the Marketing and Digital Communications unit and hundreds of community partners to deliver over 90,000 pieces of printed voter outreach material to over 500 partners across the city.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed

	Improve Accessibility to All Aspects of City Elections, Including People with Disabilities.
A central goal for the Campaign Finance Board is to make all aspects of city elections accessible to every voter. This goal includes the community of people with disabilities in New York City. This fiscal year, the CFB wants to expand upon its recent work to improve accessibility to its programs and services by targeting ways to improve its written and recorded materials, as well as for live events.

	In FY 2021, the CFB sought to make the televised debates more accessible by arranging for live American Sign Language interpretation during all broadcasts for the first time. The CFB contracted with a vendor that provided two teams of interpreters for each debate. CFB staff coordinated closely with broadcast partners, who were providing interpretation of a live debate for the first time. Producing the interpretations required the vendor and the broadcasters to overcome obstacles unique to the 2021 primary elections: eight candidates qualified to participate in each debate and the broadcaster’s studio capacity was severely restricted due to the COVID-19 pandemic. The CFB received valuable guidance throughout from Disability Rights New York and from staff at the Mayor’s Office for People with Disabilities. 
 
To make the debates more accessible to voters who are blind, have a vision impairment or have low vision, the CFB also began publishing visual descriptions of the candidates, moderators, and studio in Q4 of FY 2021. The CFB has continued to publish the visual descriptions this fiscal year. The CFB distributes these descriptions on its Twitter channel and via email to advocates within the disability rights community. The CFB is committed to expanding the use of visual descriptions in the debates and to making ASL interpretation and visual descriptions a permanent fixture within the debate program and will look for other ways to make the debate program more accessible to the community of people with disabilities in the future.
 
The CFB also took steps to make its public hearings more accessible when soliciting testimony from voters. The Voter Assistance Advisory Committee (VAAC) is a nine-member advisory board that advises the CFB on its voter engagement efforts and recommends legislative and administrative changes to improve elections in NYC. 
 
The VAAC meets bi-monthly, or six times a year. Two of these meetings are deemed “Post-Election Hearings”, where the VAAC solicits feedback from members of the public about their experience voting in the most recent election. The onset of the pandemic has required the VAAC to hold meetings virtually, which has in turn required the CFB to rethink its accessibility practices. Additionally, the CFB’s Board meetings have been held remotely since early 2020 and the CFB is considering whether to hold hybrid meetings to make the agency’s work more accessible.
 
For every Post Election Hearing, the CFB has made it standard practice to hire two ASL interpreters, and closed captioners where applicable. Zoom’s recent addition of a closed captioning function has made it simple to include closed captioning for all VAAC meetings. For the additional VAAC meetings that do not solicit public testimony, the CFB accepts requests prior to the meeting for ASL interpretation. 
 
Beginning with the June 30, 2021 VAAC meeting, the CFB made it standard practice to have VAAC members, staff, and members of the public provide visual descriptions for individuals who are blind, have a visual impairment or have low vision prior to speaking at a meeting.  

	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Continue Taking Proactive Measures to Utilize MWBEs. 
Although the CFB is a non-mayoral agency and therefore exempt from the City’s MWBE goal-setting requirements, the CFB recognizes the importance of utilizing MWBE certified vendors and will continue to take proactive measures to utilize these vendors, including ensuring that MWBE certified vendors are a part of in all CFB solicitations, reaching out to more than the number of MWBEs recommended by DCAS. The CFB hired a new Assistant Executive Director of Operations/ACCO in Q2 of FY 2022. The new AED has actively taken on a leadership role in ensuring that MWBEs are utilized and that the respective guidelines are followed.
	The agency adheres to the practice of including M/WBE certified vendors in all CFB solicitations, reaching out to more than the number of M/WBEs recommended by DCAS.  This quarter was no different.


	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed



	Please specify any other Community-directed activities during the quarter (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe briefly the activities, including the dates when the activities occurred.

	The Community-directed activities this quarter are outlined in detail above. The CFB conducted many Community-based presentations in Q2 of FY 2022, given the General Election on November 5, 2021 and early voting. These presentations were expanded to include not only general voting information, but also details on the ballot proposals at issue for the election. Additionally, the CFB launched an ad campaign and Voter Guide in the second quarter.
In the second quarter the CFB circulated a survey, as the agency does after every election. The information collected will be used to improve CFB procedures, training materials, technology, and more. The CFB also administers a survey after each training to candidates and campaign staff asking for feedback on their training experiences. CFB staff also conducts focus groups on the agency’s online applications to obtain feedback and suggestions for improvements to those systems. These types of actions seek to improve the CFB’s work with campaigns and communities by improving access to information.







D. EQUITY and RACE RELATIONS INITIATIVES:

	Please specify Equity and Race Relations Initiatives embarked on or continued from previous year(s) the quarter (e.g., meetings, educational and cultural programs, presentations, discussions, books/articles, other suggested readings, etc.) and describe briefly the activities, including the dates when the activities occurred.

	In FY 2020 and 2021, the CFB’s Executive Director issued statements to all staff about the Black Lives Matter movement, the rise in violence against the AAPI community, as well as affirming her and the agency’s strong stance against discrimination in any form, including a commitment to ensuring that discriminatory actions and attitudes do not transmit into the workplace so that the agency can ensure a safe and respectful work environment. During this time, the agency also hosted online events for staff to process these issues as a community, as well as provided resources to all staff pertaining to equity and race relations, including training information, mental health, and other support options.

During Q4 of FY22, the CFB’s Executive Director continued to issue statements on acts of violence that were racially motivated. Additionally, the EEO Officer actively recruited members for the new/revamped Diversity and Inclusion committee, which will be a dedicated space for discussion of internal and external equity and race relations. The agency’s intranet was updated to include a diversity calendar for the month of May and will continue to update with the assistance of the D+I committee. 

As stated in the FY 2022 Annual Plan, the CFB wants to grow in terms of how it addresses issues of equity and race relations. The agency will continue research on effective and engaging trainings surrounding anti-racism, microaggressions and unconscious bias. Staff members have expressed an eagerness to attend.  


V. 


VI. RECRUITMENT

A. RECRUITMENT EFFORTS

	Please list Recruitment Strategies and Initiatives which you set/declared in your FY 2022 Diversity and EEO Plan (e.g., targeted outreach and outreach, diversity recruitment, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training):
	Please describe the steps that your agency has taken to meet the Recruitment Goal(s) set/declared in your plan.
	


Q1
Update

	


Q2
Update

	


Q3
Update

	


Q4
Update


	Review policies, procedures, and practices related to targeted outreach and recruitment.
	The EEO Officer and Director of HR have reviewed and are familiar with the CFB’s current policies, procedures, and practices as they relate to outreach and recruitment.
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed
	☐ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☒ Completed

	Utilize Inclusive Recruitment Guide Issued by the Office of Citywide Equity and Inclusion to develop strategic recruitment plans.



	As stated above, the EEO Officer and Director of HR will review the Inclusive Recruitment Guide in greater detail while developing new strategic recruitment plans.




	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Review underutilization in job groups to inform recruitment efforts.
	The CFB reviews utilization in job groups each quarter, as discussed above in Section A.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Identify resources to bolster efforts aimed at increasing the effectiveness of diversity recruitment.
	This is reviewed by the EEO Officer each quarter.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☒ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Assess agency job postings to ensure new diversity, inclusion, and equal opportunity employer messaging is included.
	Job postings are reviewed by the EEO Officer prior to being posted and the diversity, inclusion, and EEO language is always reviewed and included.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Share job vacancy notices with the Mayor’s Office for People with Disabilities at nycatwork@mopd.nyc.gov, (212) 788-2830 and ACCES VR by sending the job vacancy notices to Maureen Anderson at Maureen.Anderson@nysed.gov  (212) 630-2329 so they can share it with their clients.
	Job vacancy notices are emailed to MOPD and ACCES VR once they are finalized internally.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Reach out to the DCAS Office of Citywide Recruitment (OCR) as a resource at citywiderecruitment@dcas.nyc.gov
	Whenever the need arises, the EEO Officer and/or Director of HR uses OCR as a resource for recruitment issues.
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☐ Planned           
☐ Not started
☒ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Assess recruitment efforts to determine whether such efforts adversely impact any particular group.
	CFB began using a voluntary EEO self-identification form last fiscal year, since the CFB is a non-mayoral agency and does not use the City’s main NYC Jobs website. 
In Q4, the CFB started using E-hire, which captures information that the voluntary EEO self-identification form traditionally captured.  
The EEO Officer collects this information and will develop a way to track and utilize the data to address issues including potential adverse impact on any group.
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed
	☒ Planned           
☐ Not started
☐ Ongoing
☐ Delayed
☐ Deferred
☐ Completed

	Please specify any Recruitment efforts and initiatives designed to increase the effectiveness and improve the hiring and selection reach of your agency during the quarter and describe briefly the activities, including the dates when the activities occurred.

	The CFB continues to have an EEO representative participate in at least one round of interviews. Additionally, the EEO Officer reviews the resumes of job applicants selected for a first-round interview to ensure that qualified applicants with diverse experiences and attributes have been invited to participate. The EEO Officer also reviews job postings and the questions that the panel intends on asking candidates to ensure the language used in the postings is as inclusive, accessible, and equitable as possible. After a hiring process is completed, the EEO Officer collects the EEO self-identification information from administrative staff and reviews the details. As stated immediately above, later this fiscal year, the agency is in the process of developing a system to analyze the data to help inform future actions.






B.	INTERNSHIPS/FELLOWSHIPS

	The agency is providing the following internship opportunities in FY 2022:
[NOTE:  Please update this table every quarter]

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

	1. Urban Fellows
	1
	  Unknown
	M ___ F __  N-B 1___ O ___ U ___

	2. Public Service Corps
	N/A
	N/A
	M ___ F ___  N-B ___ O ___ U ___

	3. Summer College Interns
	N/A
	N/A
	M ___ F ___  N-B ___ O ___ U ___

	4. Summer Graduate Interns - Law School Interns (Legal – Q1 only)
	3
	Asian (1), White (2)
	M _1_ F _2_  N-B ___ O ___ U ___

	5. Other (specify): We Power NYC Youth Ambassadors (Q1 only)
	14
	Asian (5), White (3), Black (2), Hispanic/Latinx (1), 2+ races (2), undisclosed (1)
	M _3_ F _9_ N-B   0  O ___ U _2_





	[bookmark: _Hlk530067348]Additional Comments: N/A








C.	55-A PROGRAM

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

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

Q1 (9/30/2021):     N/A      Q2 (12/31/2021):     N/A        Q3 (3/31/2022):     N/A        Q4 (6/30/2022):     N/A    b      

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

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

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

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

The 55-a Coordinator has achieved the following goals:    N/A    v

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

2.  ___________________________________________________________________________________

3.  ___________________________________________________________________________________


VII. SELECTION (HIRING AND PROMOTION)

Please review Section VI of your Annual Plan and describe your activities for this quarter below:

	Please list additional Selection Strategies and Initiatives which you set/declared in your FY 2022 Diversity and EEO Plan (include use of structured interview, EEO or APO representatives observing interviews, review of placements, review of e-hire applicant data)
	Please describe the steps that your agency has taken to meet the Selection (Hiring and Promotion) Goal(s) set/declared in your plan.

	Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities.
	The agency’s Director of Human Resources is the Career Counselor and is always available to meet with staff about career development and did so this quarter. Employees interested in a position can (and have) made appointments with the Career Counselor to discuss what positions might be well-suited for them and how to plan for overall professional growth.
The CFB also has a human resources hub on its Intranet for all employees to have continuous access to career development and other related information, such as information about trainings and open civil service examinations. CFB employees are encouraged to attend trainings, acquire certifications, and take on new projects and/or responsibilities to further develop their skills, which increases their value to the agency, and may enable them to grow into other opportunities. Updates to the Intranet are made regularly, on a quarterly basis at minimum, by the Director of Operations.
All staff are notified of promotion/transfer opportunities via email sent by the hiring manager for each open position/promotion opportunities. This took place this quarter for all open positions/promotion opportunities.


	Reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions
	The EEO Officer and Director of HR have reviewed and are familiar with these methods. The agency may revise these types of policies later this fiscal year.


	Describe the role of agency EEO Officer and other EEO staff in the selection of candidates for appointment or promotion (pre- and post-appointment)
	The EEO Officer reviews the hiring packet submitted by the hiring manager for any open position at the CFB. This includes the job description, key responsibilities, hiring plan, and structured interview questions. One EEO professional (EEO Officer or Counselors) participates in at least one round of interviews of every hiring process at the agency.
Once the hiring manager has selected the top applicant, the EEO Officer is included in the email that contains the hiring manager’s selection, applicant information (resume, cover letter), and requested starting salary. The EEO Officer reviews the information for equity purposes.


	Analyzing the impact of layoffs or terminations on racial, gender and age groups 
	No CFB employees were laid off or terminated this quarter. However, should there be any layoffs, terminations, and demotions due to legitimate business/operational reasons in FY 2022, the EEO Officer and agency will follow DCAS’s guidance and take the following actions:
1. The agency will analyze the impact of layoffs or terminations on racial, gender, age groups, and people with disabilities.
2. Where layoffs or terminations would have a disproportionate impact on any of these groups, the agency will document that the targeted titles or programs were selected based on objective criteria and justified by business necessity.
3. The Agency Personnel Officer, EEO Officer and General Counsel will be involved in making layoff or termination decisions, which would be conducted by seniority in compliance with civil service law (for competitive titles) and union contract (for non-competitive and labor class titles).


	During this Quarter the Agency activities included:
			
[bookmark: _Hlk101840342]		# of Vacancies
		# of New Hires
		# of New Promotions 
	Q1
# 8
# 8
# 3

	Q2
# 17
# 7
# 3

	Q3
# 4
# 1
# 6

	Q4
# __8___
# __9___
# __7___





VIII. TRAINING

[bookmark: _Hlk530067472]Please provide your training information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).


IX. REASONABLE ACCOMMODATION

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



X. COMPLIANCE AND IMPLEMENTATION OF REQUIREMENTS UNDER EXECUTIVE ORDERS AND LOCAL LAWS


A. EXECUTIVE ORDER 16:  TRAINING ON TRANSGENDER DIVERSITY AND INCLUSION

Please provide E.O. 16 Training Information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).


B. EXECUTIVE ORDER 59:  CHIEF DIVERSITY OFFICER /CHIEF MWBE OFFICER

☒  The agency appointed new Chief Diversity Officer/ Chief MWBE Officer [different from the one listed in FY 2022 Annual Plan].

Provide the name and title of the new Chief MWBE Officer: 
Kirann Nesbit, EEO and Diversity & Inclusion Officer started at the CFB on April 
25, 2022.


C. LOCAL LAW 92:  ANNUAL SEXUAL HARASSMENT PREVENTION TRAINING

Please provide Sexual Harassment Prevention Training Information in Part II of the report “DIVERSITY AND EEO TRAINING SUMMARY” (in MS Excel).

D. LOCAL LAW 97:  ANNUAL SEXUAL HARASSMENT REPORTING

	☒ The agency has entered the sexual harassment Complaint Data in the DCAS Citywide Complaint Tracking System and updates the information as they occur.
	Q1   ☒		 Q2   ☒		 Q3   ☒		 Q4   ☒

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

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


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






E. LOCAL LAW 101:  CLIMATE SURVEY

Please provide a short description of your efforts to analyze the results of climate survey in your agency.

	Describe any follow-up measures taken to address the results of the 2018 Climate Survey:


___________________________________________________________________________________________________________
Describe your analysis of the results of the 2020 Climate Survey (when provided by DCAS):

EEO Officer received and reviewed analysis results. EEO Officer shared results with Executive Director. Results are to be taken into consideration, shared with EEO Counselors and implemented into next annual plan for agency. 






XI. AUDITS AND CORRECTIVE MEASURES

Please choose the statement that applies to your agency. 

☐ The agency is NOT involved in an audit conducted by NYC EEPC or another governmental agency specific to our EEO practices.

☒ The agency is involved in an audit; please specify who is conducting the audit: EEPC, the audit began in FY2022Q3 and is ongoing.
	
	☐ Attach the audit recommendations by NYC EEPC or the other auditing agency.

	☐ The agency has submitted or will submit to OCEI an amendment letter, which shall amend the agency plan for FY 2022.

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

APPENDIX: CAMPAIGN FINANCE BOARD EEO PERSONNEL DETAILS
EEO PERSONNEL FOR FIRST QUARTER, FISCAL YEAR 2022

A. PERSONNEL CHANGES

	Personnel Changes this Quarter:	☐   No Changes
	Number of Additions: 1
	Number of Deletions: 1

	
Employee's Name & Title
	1. Danica You, EEO Officer
	2. Kirann Nesbit, EEO Officer
	3. Joseph Gallagher, Interim EEO Officer

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

	Date of Change in EEO Role
	November 12, 2021 
	Start Date or Termination Date: April 25, 2022
	Start Date or Termination Date: April 25, 2022

	

	Employee's Name & Title
	
	
	

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

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

	For New EEO Professionals:

	
Name & Title
	4. Kirann Nesbit, EEO Officer
	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 %): 

	

	Name & Title			
	
	
	

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

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





	EEO Training Completed within the Last TWO Years, including the Current Quarter (EEO and D&I Officers, Deputies, AND ALL NEW EEO Professionals):

	Name & EEO Role			
	1. Kirann Nesbit EEO Officer
	2.	
	3.	 

	Completed EEO Trainings:
1. Everybody Matters-EEO/D&I
2. EEO Awareness
3. Diversity & Inclusion
4. Sexual Harassment Prevention
5. lgbTq: The Power of Inclusion
6. Unconscious Bias
7. Disability Etiquette
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No

	Completed OCEI Trainings:
A. EEO Officer Essentials:
Complaint/Investigative Processes
B.  EEO Officer Essentials: Reasonable Accommodation
C.	Understanding CEEDS Reports
	 
  ☐  Yes			☒  No
  ☐  Yes			☒  No
  ☐  Yes			☒  No
	  
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No
	
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No

	

	Name & EEO Role
	4. 
	5. 
	6. 

	Completed EEO Trainings:
1. Everybody Matters-EEO/D&I
2. EEO Awareness
3. Diversity & Inclusion
4. Sexual Harassment Prevention
5. lgbTq: The Power of Inclusion
6. Unconscious Bias
7. Disability Etiquette
	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
	 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No

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


	Completed OCEI Trainings:
A. EEO Officer Essentials:
Complaint/Investigative Processes
B.	EEO Officer Essentials: Reasonable Accommodation
C.	Understanding CEEDS Reports
	  
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No
	  
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No
	  
  ☐  Yes			☐  No
  ☐  Yes			☐  No
  ☐  Yes			☐  No



B. CONTACT INFORMATION (Please list ALL current EEO professionals)

DIVERSITY AND EEO STAFFING IN CAMPAIGN FINANCE BOARD AS OF 1st QUARTER FY 2022 *


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

	EEO Officer/Director
	Kirann Nesbit
	CFB Analyst III
	100%
	knesbit@nyccfb.info
	212-409-1847

	[bookmark: _Hlk110417259]Deputy EEO Officer OR
Co-EEO Officer
	N/A
	N/A
	N/A
	N/A
	N/A

	Chief Diversity & Inclusion Officer
	Kirann Nesbit
	CFB Analyst III
	100%
	knesbit@nyccfb.info
	212-409-1847

	Diversity & Inclusion Officer
	N/A
	N/A
	N/A
	N/A
	N/A

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Kirann Nesbit
	CFB Analyst III
	100%
	KNesbit@nyccfb.info
	212-409-1847

	ADA Coordinator
	Kirann Nesbit
	CFB Analyst III
	
	KNesbit@nyccfb.info
	212-409-1847

	Disability Rights Coordinator
	Kirann Nesbit
	CFB Analyst III
	
	KNesbit@nyccfb.info
	212-409-1847

	Disability Services Facilitator
	Kirann Nesbit
	CFB Analyst III
	
	KNesbit@nyccfb.info
	212-409-1847

	55-a Coordinator
	N/A
	N/A
	N/A
	N/A
	N/A

	Career Counselor
	Mychele Gayle
	CFB Analyst 2/3

	10%
	mgayle@nyccfb.info
	212-409-1750

	EEO Counselor
	Rudy Castro
	Administrative Assistant
	5%
	rcastro@nyccfb.info
	212-409-1792

	EEO Counselor
	Kyle Kennedy
	CFB Analyst
	5%
	kkennedy@nyccfb.info
	212-409-1853

	EEO Investigator 
	N/A
	N/A
	N/A
	N/A
	N/A

	Investigator/Trainer
	N/A
	N/A
	N/A
	N/A
	N/A

	EEO Training Liaison
	N/A
	N/A
	N/A
	N/A
	N/A

	Other (specify)
	N/A
	N/A
	N/A
	N/A
	N/A

	Other (specify)
	N/A
	N/A
	N/A
	N/A
	N/A


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