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l. Commitment and Accountability Statement by the Agency
Head
The New York City Law Department's success in accomplishing the agency's mission of providing
the Citywith the highest quality legal representation depends on our employees and their commitment

to being fully engaged in what we do, Both our external and internal work environment must continue

to reflect our core values: Justice, Diversity, Eq.trty and Inclusion, Integrity, Excellence, Dedication,

Respect, Teamwork, Supportive Work Environment, and Professional Development.

As the Co4loration Counsel of the City of New York, I am committed to supporting and enforcing

the rights and protections afforded by the New York City EEO Policy, the City and State Human

Rights Law, and all other relevant laws, for all employees, applicants for employment, external

contractors, consultants, agency partners, and members of the public served by our Agency.

I will strive to achieve the greatest possible diversity among our workforce, to create an inclusive

culture of openness, tolerance, and cooperation in our workplaces, to promote equity in all its aspects,

and to examine and eliminate the structural obstacles to equal treatment in the recruitment, selection,

development, advancement, and retention of our diverse workforce reflective of our City's population.

I will involve my entire leadership team in our efforts to enhance and promote the values of equity,

inclusion, and respect for all. All executives, managers, and supervisors in our agency wiil be

responsible for ensuring a safe, equitable, and inclusive work environment for all our employees, and

for delivering equitable, fzu, and effective services to the public vi/e serve'

I will hold the leadership of our agency, the EEO Officer, all EEO professionals, human resources

professionals, legal professionals, managers, and supervisors accountable for ensuringthat the agency

does not discriminate against employees or applicants for employment. We shall support the diversity,

equity, and inclusion initiatives by observing EEO mandates, and working with dedication to attain

agency goals in this area. All agency staff must be compliant with the City's EEO Policy and the

implementation of this Diversity and EEO Plan.

I will involve the EEO Officer in critical human resources decisions, including recruitment and

selection strategies, workforce projections, succession planning, promotion of training f cateer

development opportunities, and strategic planning.

We will report to DCAS on the steps undertaken to comply with all legal mandates and the provisions

of the various Executive Orders and laws prohibiting employment discrimination in New York City,

and on the progress in implementing this Plan,

The Law Department's Chief Diversity & EEO Officer IQdyne Fequiere will serve as the pimar:J

resource for managers and supewisors by providing best practices and direction in addressing EEO
issues. Her contact information will be prominently avatlable to all employees.

During this Fiscal Yeat2023,I will announce this Commitment Statement to our employees, to affrm
the principles of diversity, inclusion, and equal employment opportunity, and to communicate our

dedication to equity and all values that drive us toward this goal'

X This statement is the same as last year.
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X This statement will be disseminated to all employees in the agency
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n. Recognition and Accomplishments

The Law Department is proud to share several of the agency's key initiatives and accomplishments

undertaken last fiscal year (FY 2022) that demonstrate the agency's ongoing commitment to advance

DEI and EEO goals:

l, Awards and Recognition

Every December, the Law Department's Annual Awards event recognizes deserving employees who

demonstrate excellence in departmental and community service, legal practice, and diversity goals.

The Jane M. Bolin Diversity Leadership Award recognizes and celebrates the outstanding

contributions made by an exceptional member of the Law Departmeflt in promoting and advocating

the diversity goals of the Law Department. The 2021, award recipient is deserving DEI champion,

Kadyne Fequiere, Chief Diversity & trEO Officer.

2. Petformance Evaluation

The Law Department's legal performance evaluation process has been revised to focus on

communication between supewisor and supewisee, professional development, positive and

constructive feedback, and interrupting bias e s.

The revised evaluation process is an effort to improve the personal and professional development of
employees by engaging with them directly and specifically regarding performance and moving away

from evaluation systems that prioritize scoring over communication, team building, growth, inclusion,

and support. The evaluations also require an assessment of how the attorneys and supervisors have

promoted diversity, inclusion, equity, and equal employment opportunity.

In preparation for the evaluation period, the Professional & Organtzattonal Development Office

hosted CLE courses and Q&A sessions designed to famtftatne affendees with the evaluation format

and considerations. 335 staff members participated in these training sessions. The materials provided

to participants included the Superuisor'r Pre-Eaaluation Cbecklig (a resource that was cteated by the DEI
Committie). The checklist includes links to several diversity and inclusion training resources and

additional resources addressing unconscious bias.
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3, Executive Office Flours Series

"Tone from the Top". In response to staff interest in more traflspafency and access to the agency's
executives, the Law Department's Executive team launched a series of virtual Office Flours to
continue through FY 2023. Each office hour focuses on a specific topic and features a panel of
executives who speak briefly about the topic and then take questions. 'fhe office hours seek io foster
open cofirmunication, transparency, and respect in the office. Questions are welcome during the
session, but staff are also encouraged to submit questions in advance to problemsolving@law.nvc.gov.
The Executive team also regulady advises employees to send suggestions for other topics to be
considercd in future sessions. Future topics responsive to employee feedback will be addreised in the
upcoming year.

May 12EEO and Reasonable

Accommodations

April6Support Transfer Process

Marcb24Attorney Transfer Process

March2Maintaining a Positir.e Office
Culture in Challenging Times

DateTopic

4. Brown B,agLeatning Series

The Professional & Organtzational Development Office launched an interactive brown bag series in
response to employee feedback indicating a strong desire amongst Law Department employees to
learn more about the work of City agencies, the roles of attorneys at agencies, and how agencies
interact with the Law Department.

T'BI)Department of Sanitation
une 29Department of City Planning

April TMayor's Office of Media Management
DateHighlighted Agency

5. Launching Employee Resource Groups (ERG)

The Law Department community welcomed the formation of two new sub-committees to an existing
ERG. The Mental Health and Wellness Subcommittee and the Caregivers Working Group
Subcommittee were launched under the umbrella of the agency's Quality of Work life Committee.
These two sub-committees were convened in response to the challenges that employees are navigating
in the workplace resulting from the current global recovery from the pandemic and its impact on
individuals and families.
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6, Pipeline Programs and Initiatives

The Corporatton Counsel, Diversity & EEO, Legal Recruitment, and Human Resources Offices

collaborated to launch a high school pipeline program at the Law Department. The agency is

excited to have onboarded eight high school students to intern during the summer 
^tthe 

agency's

100 Church Street location. The program was made possible through a community partnership

with Pencil Ladders for Leaders.

o The Law Department is pleased to have provided an enriching sulffner experience for over 70

students that were involved in the various internship programs within the agency. This diverse

group of participants included 33 college ades,46 Summer Honor Interns, and eight High School

interns. Programing even included trips to Governor's Island and aboat tour of the New York

harbor for some participants. In addition to valuable career and professional development

experience, the programming sought to demonstrate the agency's mission and values. Through

robust professional development activities and enriching work assignments, the Law Department

seeks to create an experience that will lead to interest in future employment with the agency or

other City entities. The Law Department looks forward to further expanding pipeline

opportunities at the agency. i

Summer Intern Events 2022 Date
Explorine Governor's Island Tuly 1

Boat tour of the NY Harbor with Chris Reo, Deputy
Chief of our Environmental Law Division

July 13

Vixual Sbeaker Serier. NYC Racial Tustice Commission Iulv 14

Vixual Speaker Series: General Municipal I'aw S 50K
and Representation Decisions

Jaly 26

Wellbeing Matters Law Department Wellness
Program.

JuJy 27

Vixual Speaker Serim Conversation with the
Corporation Counsel

July 28

7, TrainingAccomplishments

o To further advance the agency's goals of creating a supportive workplace and nurturing

professional development, the Law Department collaborated with the Office of Administrative

Trials and Hearings (OATH) to deliver 'Tlaw l-eaderc Build Consenfl$" training to managers in the

Family Court division. This partnership effort was held ori two dates in October 2021 and

provided a rewarding experience to a total of 49 patttcipants.
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o Law Department staff had the opportunity to attend atraintngentitled "CaringforTransgenderYoath
with Dig;iliAt and Respect'i This presentation explored risk and resilience factors for transgender
youth, how to create an affrmtrryenvironment, and how the Law Department can promote digrnty
and respect for transgender individuals. The session was delivered by expert Dr. Samantha Busa,
clinical director of the Gender and Sexuality Service at the Child Study Center at Hassenfeld
Children's Hospital at NYU Langone.

8. Participation in City-wide DEI efforts and Equity Programming

o During FY 2022, the Law Department's team of four members "graduated" upon compietion of
the NYC Results for Racial and Social Eqoity Program. The Mayor's Office for Operations
partflered with Equity & Results: a leading expert in data-driven, results-based, systems change
through ractaland social equity principles to deliver a comprehensive training and capacity building
program to several City agencies. Over nine months, agency teams received the knowledge, tools,
and guidance to identi4r root causes of disparities in outcomes and develop strategies to address
those disparities. Law Department participants learned how to institutionalize Results-Based
Accountability G.BA) and racial and social equity principles into long-term strategic processes
within the agency and with communities. After completion of the foundational training, the Law
Department will continue to receive support from Operations.

Through this work, the Law Department team built substantive and technical capactty to

Conduct analyses to understand how practices, policies, and culture contribute to inequity
or perpetuate disproportionate outcomes 'n organtzations and in communities;
Identify a key set of performance measures that the agency can be held accountable for
improving, which would reflect more equitable practices, policies, and culture;
Design and begin to operationahze a focused, attatnable set of actions designed to improve
the key measures identified; and

Report on performance frameworks and strategies that embed lncial and social equity
principles to advance the City's commitment to lzicial and social equity.

The agency has begun work towards implementation of actions identified through this intensive
training and technical assistance opportunity.

Upon completion of the NYC Results for Racial and Social Eq"ity Program, the Chief Diversity
& EEO Officer, Deputy EEO Officer and a Deputy Division Chief for the Family Court Division
joined the NYC Eq"ity Communities of Practice (CoP), to further build capacity to engage in
equity work within the agency and across the City. During FY 2023, the Equity CoP will continue
to be designed and supported by Equity & Results and the Mayor's Office for Operations. The
CoP will allow the Law Department to benefit from the collective passion, experiences, resources,
znd data zvatlable to the 50 plus (and growing) ptactitioners committed to advancing equity in the
City.

I

I

o

NYC Law Department FY2023 Diversity, Equity, lnclusion and EEO plan SlPage



9, Diversity Events

The Law Department Committees/Employee Resource Gtoups and divisions hosted the following

(phenomenal) diversity events that reflect the agency's demonstrable commitment to DEI and EtrO
during trY 2022:

10. Community Service Events

The Law Department Community Service Committee together with the various Committees hosted

the following impactful service eveflts that reflect the agency's demonstrable commitment to the

community ntrY 2022:

Event Date

NYC Racial Justice Commission Information Session August 1,4,2021

National Hispanic Fleritage Month October 14,2027

National Disability Employment Awareness Month October 29,2027

Diversity Potluck Week of November 1,5,2021

Family Court Division's Black History Month Event February 25,2022

The Law Department Celebrates Black History Month February 25,2022

S(/oman's Flistory Month March 23,2022

Staff z\ppreciation Week Week of April 25,2022

Caring for Transgender Youth with Dignity and Respect Apd,29,2022

Asian-American & Pacific Islandet Heritage Month May 27,2022

The Law Department Celebrates PRIDE June 1,6,2022

tramily Court Division's 3rd Annual Juneteenth Celebration Jtne27,2022

Caribbean-American Heritage Month June 28,2022
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June 13-July 75,2022Children and YoungAdult Book drive in pafrnership with Brooklyn
Book Bodega.

Ma;y 75,2022AIDS Walk New York

February 14-24,2022The Souperbowl

January 70-74,2022Collection drive for the victims of the 181st Street Ffue the Bronx1n

7-17,2021,DecemberSecret Snowflake Toy Dtive for childten living in the City's
Department of Homeless Services' shelters

November 75-29,2021Donation drive, collecting items fot Covenant House and Bronx
Health Link

October 30,2027Bronx is Blooming (BIB), a Bronx-based nonprofit dedicated to
environmental stewardship, youth leadership development, and
community development
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lll. Workforce Review and Analysis

Pfease provide the total agency headcount as of 613012022

Total Headcount: 1594

The Law Department takes several steps to encourage all employees at the agency to update self-ID
information regarding racef ethticity, gender, and veteran status through either NYCAPS Employee

Self Service (ESS) or other means.

o The Law Department sends reminders to all staff through the email exchange at least two times a

ycar encouraging them to update Self-ID information.

o During FY 2023, the agency will continue to increase agency responses by encouraging staff to

update during on-boarding and including notice on the agency's website, and periodically in the

agency's newsletter.

o The Diversity & EEO Office will make paper forms avatlable to staff through division leadership

to complete in lieu of using ESS.

ln FY 202g, the agency will remind and encourage its employees to update self-lD
information regarding race/ethnicity, gender, and veteran status through any of the
following means:

X NYCAPS Employee Self Service (by email; strongly recommended every year)

X Agency's intranet site

tr On-boarding of new employees

X Employees unable to complete the self-identification form using ESS will be provided

an opportunity to submit paper form to the EEO Office.

X ln FY 2023, the agency will inform and remind employees of the option to add
preferred name in ESS.

The Law Department engages in a regular review process of the quartedy CEEDS reports ori

workforce composition, utilization, new hires, and promotions data presented in the agency's quarterly

agency workforce dashboard andf ot internal workforce reporting.

After review and analysis of the quartedy CEEDS reports, the Chief Diversity & EEO Officer meets

with the Agency Head, Managing Attorney, and Personnel Officer to discuss the data and trends in
the reports at least semi-annually to obtain their feedback and ideas for addressing any

underutilization. There after any potential changes to practices or policies that arc discussed with the

Agency Head, Managing Attorney andf ot Personnel Officer may be raised during regular meetings

with Director of Legal Recruitment and Chief of Staff.
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tr The agency conducts regular reviews of the CEEDS workforce reports and the
slmmary dashboard sent to the EEO Officer by DCAS' Citywide Equity and lnclusion
(CEl) to provide demographic data and trends. The review includes an analysis of
workforce composition by job title, job group, racelethnicity, and gender for all
employees; new hires, promotions, and separation data; and utilization analysis.

Agency Head

n Quarterly X Semi-Annually D Annually tr Other

Human Resources

tr Quarterly tr Semi-Annually n Annually tr Other

General Counsel

tr Quarterly fl Semi-Annually tr Annually tr Other

Other (Managing Attorney)

n Quarterly X Semi-Annually ! Annually tr Other

X The agency review entails a discussion concerning perceived workplace barriers for
job groups that may surface in underutilization reports and for factors that may be
creating these barriers (e.9., hiring patterns in specific job titles).
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N. EEO, Diversity, lnclusion, and Equity lnitiatives for FY 2023

1. Goals and strategies to enhance DEI and EEO in areas of Workforce, Workplace,
Community, and Race Relations.

* Workforce:

The Law Department is committed to recruiting, developing, and retaining a diverse and inclusive

workforce. The agency strives to riuftufe an environment where employees, present and future,
view the agency as an employer of choice.

Goals to enhance DEI and EEO in the workforce for FY 2023 include:

^. Revision of EEO Policies and Procedures Addressing Promotional Hiring and Selection

b. Training and Activities to Build Capacity for Formal Succession Planning

c. Increased Professional Deveiopment Opportunities for Support Ptofessional Staff
d. Leverage Internai & External Resources to Expand Civil Service Recruitment Sources and

Efforts

t Workplace:

The Law Department is a learning organtzaion and strives to be a leading municipal employer in
Diversity, Eq.rity, and Inclusion practices. The agency endeavors to provide a workplace that

values diversity of thought and background. The Law Department will continue to enhance

diversity, inclusion, and equity in the workplace though the professional development of its leaders

and employees. The agericy will also continue to enhance the workplace through its support of
and participation in employee resource committees, collaboratives, and agency work-life
programming led by senior leadership.

Goals to enhance DEI and EEO in the Workplace for FY2}z3include:

^. Initiate Foundational DEI Training for all Law Department Employees

b. Expansion of Employee Resoutce Groups
c. Special Mentoring Program between Legal Entry Class and Committee Members

d. Foster an Inclusive Workplace

* Gommunity:

The Law Department advances iegal and just processes that serve the best interests of the Ctty of
New York to the greatest extent possible. The Law Department will support efforts of outreach

and community service throughout the City of New York Commuoity i" ^ 
rrraflnet that is

consistent with the mission, ethical obligations, and values of the office.

Goals to enhance DEI and EEO in the Community for Ery 2023 include

a. Enhanced Language Access Servtces
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b. Increased Agency Participation in Community Service Committee Programming

* Equity, lnclusion and Race Relations lnitiatives:

The Law Department's Professional & Organrzattonal Development Office, along with the ERGs,
Diversity & EEO Office, Executive team, and Division & Deputy chiefs continue to leverage
pafrnerships with DCAS, EAP, OATII, \X/orkwell, Interfaith Center of New York (ICN!, NYC
Commission on Gender Equity and other Citywide leaders on diversity, equity, and inclusion to host
trainings, and events withtn the agency that build and normalize conversations on equity and race
relations. The agency also seeks opportunities to trains staff to utilize best practices and tools to
improve equity, inclusion, and :ace relations in the workplace.

Goals and initiatives to enhance equity, inclusion, and race relations in Law Department programs
and activities for FY 2023 include:

^. Racial Inclusion Citcles
b. Allyship Programs
c. Programming on Age Inclusion
d. Leadership and Staff Training on Multigeneration Workforce
e. Explore Models of Intergenerational Mentorship

2. Planned Programs, lnitiatives, Actions

The Law Department looks forward engaging in agency-wide collaboration to deliver the following
ongoing and new programs, actions, and initiatives planned for FY2 2023, wlttch are aimed toward
enhancement and expansion of the three foundations of Diversity and EEO strategy: Workforce,
Workplace, and Community.

A. Workforce

Existing Programs and Initiatives

The Law Department continues the support the agency's robust career .ou.hirg, mentodng, and
training programs. In addition to the goals described in section IV. (1.), the agency plans to implement
several new initiatives to improve the personal and professional development of employees at all
levels.

Hiting and Selection

Structured Interviews & Implicit Bias Training

The Law Department is increasing supervisory participation in structured interviewing and implicit
bias training. During trY 2022, staff conducting interviews for legal hiring were required to attend the
training as a qualification. tror FY 2023, thts requirement is being expanded to all staff conducting
interviews for any agency position.

Posting Vacancies
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The Law Department Career Counselor and Iegal Recruitment Office continues to post all job

vaczlncy announcements and civil service examination schedules tn a vanety of mediums that include

email distribution and postings on electronic bulletins throughout the agency locations.

Retention

Salary Structure Analysis

The Law Department has prioritized the re-evaluation of the agency's existing salary structure for its

attomeys. The objective of this comprehensive process is to propose a structure that provides for
compensation levels that arc both competitive and in-line with comparable legal entities in this highly

competitive market for legal talent, The existing salary structure is a barrier to retention as

demonstrated by the number of experienced attorneys who are leaving the agency due to lack of
growth in compensation.

During past two fiscal years, the agency has realized significant attrition in the attoffiey job groups

which has impacted workforce and workplace metrics

The Law Department recognizes that without adjustments to the existing attorney salary structure, the

agency will continue to have attomeys, who possess vital experience and institutional knowledge,

separate from City service. In addition, attorneys who are members of underrepresented communities

are at ever:greater risk of departure, which also impacts the agency's EEO and DEI goals.

The current salary structure is also abanrer to recruitment at a time when the agency seeks to fill key

latelal positions. In order for the Law Department to continue to 
^ttr^ct 

highly qualified candidates

to City service, compensation rates and opportunity for growth in compensation must be competitive

with the market for comparable positions in the industry and geographicalarea.

The Law Department's leadership team looks forward.to collaboratingwith a number of City partners

on this prionty initiative.

Senior Counsel Program

The Law Department continues to promote and fund the Senior Counsel Program. The Program

supports 
^ttoffiey 

retention efforts by enabling the agency to develop and aduance staff to assume

advanced work functions and rrranagerial responsibilities.

Attorney promotions into and within the Senior Counsel Program are also reviewed for diversity

considerations. Statistical analysis of all promotional decisions will be considered to ensule that there

is no underutthzatton andthatpromotions reflect the agency's commitment to diversity.
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Tmnsfer Opportunities to Support Retention

The Office of Legal Recruitment administers an infta-agency transfer period for the attomeys who
have been with the agency for at least two years. In addition to providing opportunities for growth,
the ability to transfer serves as an additional retention strategy. Attorneys can experience a different
practice area without changing employers.

Profes sional Development

Law Department Academy

The Law Department identified a need for providing consistent professional development for support
professional staff. The agency's Career Development Specialist implemented an inaugural supervisory
"Law Department Academy" to serve as an intensive training opportunity for support professional
supervisory staff. The Law Department contracted with a consultant from the Department of
Citywide Administrative Services (DCAS) to formulate and provide training through a fi.ve-course
program, which is separate and distinct from ttainings offered through the DCAS menu of
programmatic services. Internally, the Law Department conducted workshops between each course
including homewotk and other check-in methods for implementing tools that were taught. 50
supervisors have completed the entire training program. Courses have included such topics as,
*Efectiue 

Superuision Dealingwith Dfficalt Situati0/ts",and"[JnconsciousBim and Structured.IntentiewTraining".

Lexis Training

The Law Department's agency Czteer Counselor collaborated with the Law Department Library staff
to offer I-exis training to the agency's support professional staff.

The Professional & OtganizationalDevelopment Office Panel Series

The Professional & Organzational Office launched a series of panel discussions to promote
professional development and inclusion amongst agency staff. The first panel provided a rich and
engaging discussion about how to prepme for opportunities teach.

Future panels include:

o How to be aJudge
This interactive panel will feature a diverse slate of judges that will engage the Law Department
community on the pathway to judicial careers.

o LateralAttomey Panel

Attorneys who join the Law Department as laterals do so throughout the year and come with different
levels of experience. To engage laterals and help to promote their professional development and
career satisfaction at the Law Department, the agency is hosting apaneldiscussion. The panelists wili
discuss topics such as office expectations that are different at the Law Department than other
organtzattons, how laterals can leverage their experience and let others know of their expertise, and
development and promotional opporhrnities. The event will include a social event so that new laterals
can networLandJorm relationshipc.

Bar Associations Event
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It is important for the professional development fot agency attorneys that they get involved in outside

organizations. Bar Associations offer opportunities for lawyers to shape policy and get involved in
issues of importance to them. It is also beneficial for the Law Department to have agency attorneys

involved in the community and have a seat at the table when policy matters impacting Law

Department practice areas discussed.

To help Law Deparffnent attoffieys get involved with bar associations, the agency is hosting a

networking event in November 2022. Counry and afftnty bar associations that include the New York
City Bar Association, Brooklyn Bar Association, New York County Lawyers'Association, the Asian

American Bar Association of New York, Metropolitan Black Bar Association, Caribbean American
Lawyers Association, and the LGBT Bar Association and Foundation of Greater New York, will join

the Law Department for an opportunity to engage in dialogue and create connections.

Professional Development Workshop Sedes

The Law Department has continued to partner with the New York Crty Bar resulting in free access to
the Bar's annual Professional Development Series. The Law Department's sponsorship allows ageflcy

staff to attend professional development programs often taught by leading consultants in the legal

industry. Each year there is programming on topics such as diversity, inclusion and elimination of
bias, professional skills, career development and ethics and professionalism. Typicaliy, 30-40 Law
Department attorneys attend each of the programs. There are six programs in the series which begins

tnJanuary and ends in May.

During trY 2022, the series included:

Topic Date
Self-Reflection: The Secret l(ey to Developing Legal

Management Skills
Jantary 13

Law Practice Management Strategies in a Hybrtdrzed Work
Environment

trebraary 2

Laying the Groundwork for the Post-Pandemic Wodd: Recent

Developments in Legal Ethics
Febnary 1,7

Mental Health and Well-Being as a Bedrock of Competence and
Success

March 16

The Language ofValue:I(eys to Standout Client Communication April l4
The Four I's of Inclusive Interaction Mav 20
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Coaching Collabomtive

The Coaching Collaborative consists of experienced members of the Law Department, who in
addition to their primary roles in the office serve as Coaches to their divisions. Each division is
represented by at least one Coach. The Coaches meet on a tegular basis to discuss ways to enhance
the work environment by examining how to improve feedback, supervision, work management, and
relationships within each division. Members of the Collaborative arc zvallable to listen and to help
employees exercise appropriate judgment to deal with challenging workplace issues. Coaches are also
avatlable to discuss career progression plans and self-evaluations upon request. The Coaching
Collaborative serves as both a resource to employees as they strive toward excellence and as a valuable
resource to the agency's diversity and EEO initiatives. The Collaborative also maintains a SharePoint
site with resources and materials for agency employees.

Law Department Mentoring Program

The Law Department administeis a robust mcntoring program with the goals of supporting employee
professional development, career advancement, creating an inclusive workplace environment and
promoting . allyship. The original goal of the program was for attomeys to mentor support
professionals through the law school admissions process; However, the program evolved to meet the
needs and aspirations of the agency's diverse workforce. The second year the program focused on all
employees with goals of exploring higher education prospects. The third year the program expanded
to encompass goals around career development. This year the theme of the program is promoting
small group mentoring along with an enhanced focus on race relations and allyship.

The Program executes a thorough individualized matching process to connect mentors and mentees
who are then engaged in a series of activities within a network of resources and supports. In addition
to being paired with a mentor or mentee, participants also had the opportunity to join a small Soup
on a topic of interest. This small component supports the development relationships with colleagues
in the small group to supplement the support and knowledge that is acquired through the individual
mentor-mentee relationships.

The Program's general topical areas zre law school admissions, developing your public service career,
career development skills, work/life balance, promoting allyship, and the allyship book club. The
mentoring program runs five mentorship circles. Mentors and mentees are paired within the same

circle. The circles are:

o Law School & Higher Education Admissions
o Developing Your Public Service Career

o Career Skills

o Promoting Diversity, Inclusion, Eq"ity and Allyship
o General Mentorship
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The circles meet monthly, and mentors and mentees are expected to meet monthly as well' the

Program hosted programs open to the entire group on goal setting, evaluations, and effective

communication that were developed by the Career Skills group.

The Program will run until the end of the CY 2022 and relaunch in eady CY 2023 keeping the

mentorship circles formatand adding new circles. The Program also maintains a SharePoint site with
resources and materrzls for agency employees.

Training Consortium

The Training Consortium is a group of lawyers and support professionals who meet bi-monthly to

share ideas and resources. The mission of the group is: The Training Consortium identifies and

develops learning experiences to maxtrrrize the effectiveness of attorneys and support professionals

throughout their careers. Past discussions have included: engaging support professionals in the legal

work of the office, remote learning best practices, creating bite-sized training videos, wellness training

programs and technology for training delivery. The Consortium also maintains a SharePoint site with
resources and mztedals for agency employees.

Succession Planning

The Law Department recognizes that effective succession planning increases the availability of
qualified individuals who are prepared to accept leadership roles as they become readily available.

Sucoession planning should incorporate diversity considerations and include hiring or promoting
individuals from different backgrounds, those who have different leadership abilities, and individuals

who offer different experiences to the orgatizafon. Succession planning should also strive to remove

any obstacles that may exist internally for employees of all levels and promote an inclusive work
environment for all employees.

According to the DCAS Retirement Forecasting Tool, the Law Department has experienced a higher

than forecasted rate of retirement across the agency.i During FY 2023, the Law Department will work

to integrate succession planning into agency activities to develop a pipeline, support transition and

continuity of service and operations.
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Underutilization

The Law Department seeks to employ several stratbgies to address otr4s{urilization. The Diversity &
EEO, Human Resources, Legal Recruitment, and Professional & Oryanzattona! Development
Offices collaborate to engage initiatives around recruitment, professional development for all existing
employees and outreach efforts to inform and encourage appltcations for upcoming civil service
exams.

Upon review of the FY 2022 reports, the Law Department is experiencing some underutilization in
job groups with a significantly low headcount total such as Administrators, Building Services, Health
Professionals, and Public Relations which curently have two employees each.

The Diversity & EEO Office continues to review the quarteriy reports and trends identified on the
dashboard and engages in efforts to promote diverse recruitment opportunities and the retention of
underrepresented groups. To this end:

o The Diversity & EEO Office meets weekly with the Legal Recruitment Office and Personnel
unit to discuss hiring trends, retention coflcerfls, and efforts to improve diversity.

o With regards to underutilization in management and attorney job groups, the Diversity &
EEO Office has been working with the Managing Attorney and Legal Recruitment Office to
enhance EEO review of promotional and lateralhire applications, interviews, and evaluation
processes.

New Programs and Initiatives

a, Enhanced EEO Policies and Procedutes Addressing Promotional Hiring and
Selection

The Diversity and EEO Office continues to review all policies and procedure s addressing promotional
hiti"g and selection. A few processes have been enhanced to further include the Diversity & EEO
Office in both pre-and post-selection hiring activities.

b. New Professional Development Opportunities for Support Professional Staff (Civil
Sewice)

The Human Resources and Professional Development Offices are workjng to bring new professional
development opporrunities to the agency's support professionals.

c. TechnicalAssistance to Develop Data-DrivenMethods of$forldotce & Succession
Planning

The Diversity & EEO, and Human Resources Offices, togetherwith the Executive team and Division
& Deputy Chiefs plan to eflgage in activities and seek technical assistance to support agerrcy succession
and workforce pianning.
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d. New Civil Service Recruitment Efforts
The Diversity & EEO and Human Resources Offices are excited to collaborate with intemal and
external partners to expand civil service recruitment efforts and sources, including the use of social
media channels to promote civil service positions.

e. Age Inclusivity and supporting a Multigeneration woddorce

Law Department leadership, the Diversity & EEO, Professional & Organiz ationalDevelopment, and
Human Resources 'Offices, and Law Department Committees look forward to collaborating to
incolporate training and mentoring on the topics of age inclusion in the Law Department's diversity,
equity, and inclusion strategy.

The Law Department recognizes that while multigenerational workforces can present challenges for
orgztizattons, they also offet a distinct opportunity to embrace unique talent urrd dirr.rr. perspectives
that each generation brings.

A cursory glance at agency-specific data indicates that 78o/o of Law Department employees are over
the age of 40 compared to roughly 5070 across all City employees. Age diversity in current workplaces
is greater than ever as more people choose to work longer due to preferences or necessity
Each generation features distinctive characteristics, values, needs communication preferences, and
working styles, and similarities to each other. Leveraging the benefits of a multi-generational
workforce requires the organtzation to be proactive and invested in fostering ur ".rriro*ent of
mutual respect and collaboration across generations.

The Diversity & EEO, Professional & Organzational Development and Human Resources Offices
plans to collaborate to identi$r leadership and staff training on age-inclusivity and rnanagrng a
multigenerational workforce.

B. Workplace

Existing Programs and Initiatives

The Law Department continues to devote considerable effort and resources towards maintaining an
inclusive workplace culture, enhancing equity, and addressing race relations in the agency. In addition
to the goals described in section IV. (1.), the agency plans to implement or continue several programs
and initiatives to foster an inclusive work environmqnt that values differences that each of the agency,s
unique employees brings to work, and to maintain focus on retaining talent across all levels.
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Employee Suweys, Communication & Transparency

The Corporation Counsel continues to work with agency, the Executive team, Division & Deputy

Chiefs to further otgatizattonal goals, to increase communication and transparency, to evaluate and

implement appropriate changes based on employee feedback, to track progress, and to eflcourage

division leadership to embed just processes and inclusive practices into their everyday operations.

The Executive team, and Division & Deputy Chiefs are continuing to address feedback received from

suggestion boxes and improve otgarizaional management practices. Some successes realtzed because

of this transition in workplace culture include to\Mn hali meetings, increased agency-wide

communication of plans and goals, more collaborative wotking groups, creation of central agency

email inboxes for staff suggestions and feedback, review, and revision of policies for more inclusive

practices, changes to training curriculum for new hires and supervisors to encourage more use of best

practices. The above-mentioned strategies will continue during trY 2023 with carefrrl attention paid

to outcomes and impact on agencywide culture.

Exit Interviews

The Law Department's Human Resources and Legal Recruitment Offices conduct exit interviews for

employees on an ongoing basis. The Diversity & EEO Office conducts an evaluation of exit trends

and to support the development of strategies to address any targeted issues. Weekly meetings between

the Diversity & EEO, Human Resources and Legal Recruitment Off,ces are held to discuss hititg
trends, retention concerns and efforts to improve diversity.

During FY 2023, the Diversity & EEO Office looks forward to meeting with Division & Deputy

Chiefs to review practices affecting recruitment, retention, and advancement of persons in

underrepresented groups to offer recommendations and strategies for improvement.

Professional Development Pledge

The Professional & Organtzational Development Office has made a forrrral pledge committing to

develop, promote, and share programs that arc iilustrative of the agency's values and that include

diverse presenters sharing and teaching inclusive material intended to educate attendees about current

legal and other issues, and to improve skill sets.

To meet the pledge the team will preview the presentation, or if not possible, preview the materials,

or know the presenter and the quality and content of their presentations; avoid presentations the

primary pufpose of which are to feal:rue a promotional or marketing component in order to secure

business from the Law Department; For programs where staff is required to attend, ensure that a

senior leader is present to address, if possible, statements that arc contrary to the Law Departmefit

values; work with the Chief Diversity & EEO Officer, the Diversity Committee, the 'Women's

Committee, the Quality of Life Committee, the Training Consortium, and the Coaching Collaborative

to find diverse and inclusive resources for the programs the agency presents and recommends; recruit,

encou{age, and develop presenters from diverse backgrounds and experiences especially people from

underrepresented grounds to be in-house instructors; and strive to include support professionals as

instructors for legal training programs.

Internal Diversity, Equity, and Inclusion Communications
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The Professional & Organzaional Development Office, Diversity & EEO Office, Division &
Deputy Chiefs distribute DEI related training and events throughout the agency and their respective
divisions. The Law Department staff also has free access to the conterit and material offered through
Practicing Law Institute, the New York City Bar Association, and other legal resource providers.

Staff have been able to attend ftainings, webinars, and presentations that include but are not limited
to:

o Implicit Bias: \X/hat You Don't Know Can't Ifurt Others
o Caring for Transgender Youth with Dignity and Respect
o Fostering Racial Eq"ity & Bystander Intervention 2022
o Recognizing and Combating Implicit Bias in the Juvenile Justice System: Educating

Professionals Working with Youth
o The Four I's of Inclusive Interaction
o Enlightened Family Court Representation: Advancing RacialJustice in Child Welfare
o Caught in the Middle: Balancing Care for Transgender Youth and their Families
o Major Reform to the NY State Central Register of Child Abuse and Maltreatment: Increasing

Fairness and Equity in the Child Welfare System
o Your organtzaionHas Made a commitment to Anti-Racism, Now !fhat?!
o The Garrett-Hunn Cases: Underground Railroad History in the New Castle Courthouse and

Ethical Issues WhenJudges and Attorneys Confront Unjust Laws

Wellness Initiatives

The Law Department Communications Teamalso continues to regulady post notices for community
and workplace campaigns for wellness, mental health, ftnancial litetacy, antt-hate, and work-life
initiatives. The Law Department will also continue to participate in Workwell initiatives such as the
Sunshine Tour and "sTellness Duy",

Law Department Committee s / Employee Resource Groups

The Law Department continues its enhancement of diversity and inclusion in the workplace through
the participation of its employees in various workgroups and committees. The Law Department is
home to five employee resource groups - The Diversity, Eq,rity, and Inclusion Committee; The
lUomen's Committee; The Quality of Work Life Committee; The Community Service Committee;
and The Innovation and Strategy Council.
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Diversity, Equity, and Inclusion Committee

The Diversity Committee on Recruitment and Retention was established 1n2002 and has worked since

then to increase recruitment of diverse and talented attorneys to serve at the Law Department and to

retain such attorneys by maintaining an equitable and inclusive work environment. As a reflection of
the Law Department's commitment to the expanded core values of diversity, equity, and inclusion, in
October 2020, the committee's name changed to Diversity, trqrity, and Inclusion Committee,

expanded its mission, and opened the committee to include all,Law Department employees, support

professionals as well as attorneys.

The Comrnittee seeks to serve as an outlet for all Law Department colleagues to raise diversity=related

issues of import to them. The agency aspires to increase recruitment of diverse and talented attomeys

to serve attheLaw Department and to retain such attorneys by maintaining an equitable and inclusive

work environment.

Committee Initiatives for FY 2023 nc];ttde but are not limited to:

o Recruitment Ambassadors: The Committee looks forward to collaborating with the

Recruitment team to re-launch the RecruitmentAmbassadors program. Ambassadors connect

with law schools and sewe as a resource and proactively engage in recruitment efforts.

o New Mentoring Program Support: The Committee works with Professional &
Otgantzattonal Development staff to identi$r mentors for all. new hires.

o Gendet Neural Language Policy & Guidelines: The Committee continues to work with

the Diversity & EEO Office and other agency partners to create Gender Neutral Language

Guidelines for the agency to better engage in inclusive ptactices.

Voments Committe

The !ilomen's Committee was established n 2004 to assist the taw Department in fostering its

tradition of equality regardless of gender, to speak out on issues of importance to \ilomen, and to

explore new ideas to promote abalancebetween interesting, important work and fulfilling lives outside

of the workplace.

The Women's Committee has examined, made recommendations about, and assisted in the

implementation of policies and resources that benefit women at the Law Department, often with a

focus on providing employees with more workplace flexibility to help them excel at work while

accommodating family care needs.

The Women's Committee 
^ff 

rrges many events and activities benefiting women both within and

outside of the Law Department.

Finally, the Women's Committee has been a source of information for Law Department employees

about the office's "work/life" policies and resources as well as various topics of interest related to

womefl in the workforce and women lawyers,
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Committee Initiatives for FY 2023 ncfude but are not limited to:

o Woments Committee Mentodng Ptogram: The Committee engages in an informal
mentoring program where cornmittee members reach out to and meet with incoming attorneys
with the objective of enhancing job satisfaction and increasing retention.

o Women's Committee Speaker Series: The Committee will host a series of speakers (city
council, iudiciary, community board members, academics, advocacy groups, and pro-bono
otganizattons) to promote civic engagement consistent with agency mission and values.

Quality of Work Life Committee

The Quality of Work Life committee was created with the mission to identi$' areas for additional
professional development and to make recommendations for the improvement of morale among the
support professionals as well as explore issues affecting the development, retention, and morale of
Law Departmeflt attomeys.

The Quality of Work Life Committee is striving to improve morale of Law Department employees
by ptovidinga central resource that identifies, addresses, and makes recommendations for important
workllife issues and to promote:

Representation

Encouragement & Communication
Supportive Work Environment
Professional Development
Excellence

Collegrality
Teamwork & Alliance

The Quality of Work Life Committee is comprised of attomeys and support professionals in a variety
of skill levels, titles, divisions, and locations. It is intended to be diverse in all respects, and welcomes
members from across a variety of divisions, units, titles, and locations. The Committee meets
approximately every month.
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Committee Initiatives for F-Y 2023 nclude but are not limited to:

New Sub-Committees: The Committee is excited to have created two nerv sub-committees; the

Mental Health and Wellness Subcommittee and the Caregivers Working Group. These groups will
expand on the previous employee well-being initiatives and serve as key resources to the Law

Department community.

o The Mental Health and Wellness Subcommittee

The Mental Health and Wellness Subcommittee will promote health equity and inclusion at the agerlcy'

Recognizing that health challenges, physical and mental have increased exponentially during the

pandemic, the Committee plans to focus on physical actr'tt!, mental resilience, and self-care as well

as workplace community and access to information and resources. By recognizing the intersectionality

between race, gendeq and health equity, the committee will strive to educate and bring au/areness to

these issues. The sub-committee will be re-launching an intemal webpage to provide health and

wellness related information and resources. During fiscal year 2023 thegroup will partner both intra-

agency and inter-agency to orgatizewellness programs.

o Caregiver Working Group Sub-Comrnittee

The Caregivers Working Group was started during the pandemic as a source of support and resources

for caregivers in agency's workforce. Ses$ions were fact\tated by the City's EAP program staff and

the group created an internal network to connect caregivet employees across the organtzation. The

group raises awareness of the issues that impact caregivers in the workforce and is nou/ an official
sub-committee within the Quality of Work Life Committee.

Innovation and Strategy Council

The Council will be the "Think TanlC' within the agency, responsible for thinking outside the box and

for making recommendations on how our office can become more innovative in the many areas of
work in which we engage, including through the introduction of new ideas as well as identi$ring and

amplifting practices that are akeady working. Members of the Council received training in Systems

Thinking to further equip the team to see issues from a vartety of perspectives. The group is charged

with applying various problem-solving models to help identify the root causes of issues and to work

with stakeholders and experts to explore how to approach issues and create long-term solutions. The

Council also works on developing ideas and concepts that will improve the overall operation and well-

being of the Law Department. Finally, the Innovation and Strategy Council -i[ focrrs on fostering

strong collaborative bonds throughout the agency to bring about enduring change that enhances both

the overall performance of the ageficy and its reaction to systemic changes.
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Family Court Pdde Initiative

In 2020, the Family Court Division launched the Pride Initiative, a ttauma and resiliency-informed
systems change effort to suppofi, empower, and affrm LGBTQ+ youth, families, and communities.
The Initiative prioritizes building relationships and. creating spaces for members of the Division to
explore their own attitudes, experiences, beliefs, and perceptions to unpack and unlearn biases and
develop informed and responsive policies and practices. A gtoup of Ambassadors joined the Initiative
to learn and grow in their cultutal humility and cultivate their capacity to empower and afft;m
LGBTQ+ identifting people. The Initiative's work is continuous and multi-faceted, rooted in the
principles of gowth and collaboration, because equity is an ever-moving target and disempowering
implicit bias is afl 

^cttve, 
dally practrce. The founding Ambassadors continue to support each othei

in navigating challenging questions, sharing concerns, discussing identity, and generating solutions to
practice-related inequities.

This year, the Pride Initiative has explored intersex, gender non-binary, and two-spirit identities,
celebrated the work and contributions of young LGBTQ+ artists, and continued to heighten the
Division's understanding and use of inclusive and affirming language. The Pride Initiative together
with the DEI Committee hosted a ptesentation, by Dr. Samantha Busa, on caring for transgender
youth with dignity and respect. The Initiative also assisted with the Law Department's celebration of
Pride Month. The Initiative's materials and prior presentations are now available online on the Pride
Initiative's SharePoint site.

The Ambassadors are resources and advocates within the Division and in communiqv. pride
Ambassadors also serve as a resource for and provide technical assistance to the Executive team,
Division & Deputy Chiefs, the Diversity and EEO Office, and the Law Department Committees.

New Programs and Initiatives

a. Law Department Leadership to Engage in Agencywide DEI Strategic Planning

The Executive team, Division & Deputy Chiefs, and the Diversity & EEO Office look forward to
further planning and operationalizrngof DEI principles within agency policies, procedures, practices,
and office culture during the upcoming years. The Diversity & EEO Office is curently iJenti$ring
consultants and training resources to support the agency's DEI efforts.

b. Explore Collaboration with DCAS to Develop and/or ldenti$' Vendot to Deliver
Foundational DEI Training for all Law Department Employees

The DiverSlty & EEO Office has initiated outreach to MBNIE certified vendors and DCAS in hopes
of collaborating to develop agency specific DEI training. As highlighted in the DCAS training
publication "DCAS Citywide Training Center Course Catalogl', DCAS CTC's professional staff and
facilitators are able to develop and deliver new corrses to achieve workforce training and professional
development goals and objectives. The Law Department looks forward to exploring the possibilities
of de signing tailored offerings including dedicated andf or customized workshops covering 

^ 
vaflety

of DEI content through DCAS or other qualified vendors.

c. Special Mentoring Ptogram between Legal Entry Class and Committee Members
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The Law Department's Committees - Diversity, Eq"ity and Inclusion, W'omen's, Quality of Work
Tjfe and Community Service -play alarge role in shaping the Law Department's office culture.

Committee members are especially engaged in the office. To promote inclusion and to support the

agency's new attomeys get involved in the office, Professional & OrganizaionalDevelopment Office

is collaborating with the Committees to create a nev/ mentoring program in which Committee

members serve as mentors for members of the Entry Class. The program will be optional for
members of the Entry Class, but the program is encouraging participation to develop cross-division

relationships and to support the Entry Ciass members' awareness of opportuflities to get involved in

the offi.ce. Also, participation is a method to connect people with similar interests such as diversity,

sports, community service, and working on quality-of-life issues.

d. Host an Agencywide Event on Age-inclusion and the Multigenetational
Worldorce

The Law Department looks forwatd to pafinering with the NYC Department of the Ag"g andf or
other leadin g organaaions that champion efforts to advance age inclusion in the workforce.

e. The Law Department's Mentoring Prcgram Diversityr lnclusion, Equity and
Allyship Circle

Last year the Mentoring Program's Allyship group held a successful book club, which read a fiction

$iickel Boys by Colson'Whitehead) and Non-fiction (Ihe Sum of Us by Heather McGhee) book on

issues touching on diversity, equity, and inclusion. While the topic can be difficult and sensitive to

discuss, the group found that holding a book club was a gteat conduit for meaningful discussion.

During try 2o23,the group will be hosting a discussion of the documentary 'Box: The BlackExperience

in Basinesr Docamentarl on Oct. 6,2022.

f. Family Court Division Racial Equity Wotkgroup & DEI Activities

The Family Court Division has a volunteer workgroup that curates shared resources about racial

equity, DEI, and other social justice concepts to support the Division's mission and values. The

workgroups initiatives for FY 2023 include:

o Create a repository of resources for Family Court Division members about foundationalnCtal

equity issues, particulady as they impact the work of the Division and the NYC Family Court

system.

o Build Family Court Division member skills around the practice of racial equity using practical

tools and restorative justice principles to guide practice changes, including policy making,

workplace dynamics, and community outreach.

o Develop and commit to a shared effort across the Law Department and City to advance racial

equity and DEI efforts to create collective impact within the organrzation and on outcomes

for residents we serve.
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o Diversity Recruitment Initiative

The NYC tramily Cowt system primarily serves communities of color. Demographics of the
attorney and judges in the system do not reflect the communities that are being served. The
Division makes efforts in the practice are to address nctalandethnic disparities in the juvenile
justice system. Additionally , as a majorFamily Court stakeholder actively participates in efforts
to advance equal access to justice in the legal system initiatives. A group of Division members
are working to support the Law Department and Family Court Division with diversity
recruitment activities. Planned activities for FY 2023 and.beyond include:

I Serving as Law School Ambassadors
. Creating Anti-Bias Learning Program & Discussion Forum
r Exploring Family Court non-clinical Law School Course Development
r Preparing Diverse Attomeys forJudicial Sewice
r Performing Community Outreach and Engagement

A Promote employee involvement by supporting Employee Resource Groups (ERGs).

List below the names of existing ERGs:

1.

2.

J.

4.

5.

Diversity, Eqnity, and Inclusion Committee
$7omen's Committee

Quality of Work Ufe Committee
Community Service Committee
Innovation and Strategy Council

tr Agency will create a Diversity Councilto leverage equity and inclusion programs

n Agency Diversity Council is in existence and active

X Agency will sponsor focus groups, Town Halls and learning events on race, equity, and
inclusion

X Agency will inform employees of their rights and protections under the New York City
EEO Policy

tr Agency will ensure that its workplaces post anti-hate or anti-discrimination posters
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C, Community

Existing Programs and Initiatives

The Law Department continues to invest in the greater community, The agency has worked diligently
to establish the Law Department as a leading service provider to the citizens of the City with a strong

focus on inclusion and cultural competency.

In addition to the goals described in Section IV. (1), the specific initiatives, programs and policies

planned with respect to the agency's services to the community are designed to enhance equity,

improve community relations, and increase the quantity and quality of services offered by the Law
Department.

Law Department Community Service Committee & Family Court Division Community
Outreach

The Community Service Committee, formedy the Community Service Subcommittee, is a newly

formed committee operi to all who work at the Law Department. The mission of the Community
Service Committee is to promote opportunities for all.Law Department employees and their friends

and family to serve "the Common Good" in and outside of the office.

Several of the Law Department's actions and initiatives in support of the community involve the

agency's tramily Court Division. The Family Court Division is the agency's second largest division and

the only division that is "public-facingj'. The Family Court Division plays a critical role in promoting
the well-being of the City's children and protecting the public.

The Law Department Community Sewice Committee

The Committee otgatizes diverse and inclusive community service events eachyex that foster a sense

of collegiality and collaboration amongst Law Department staff throughout all Law Department
offices and the City.

In addition to planning events, Committee members may be called on to assist with event

communications or coordination, website creatton and updates, and managlng office-wide idea

sharing.
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Family Court Division Community Outreach

The Family Court Division ts a major stakeholder in the City's Juvenile Justice system and as such, is
uniquely positioned in service of the public. In addition to Juvenile Delinquency Prosecution and
Interstate Child Support practices, strong community outreach and victim advocacy programs are
essential to the successful achievement of the Division's mission in service of the community,

School Presentations

The F'amily Court Division's community outreach teams coordinate presentations at schools about
delinquency prevention and the juvenile justice process. Juvenile Delinquency Assistant Corporation
Counsels (ACCt) visit local schools and give presentations during regulady scheduled classroom
sessions. These efforts he$ to provide both students and educators with useful knowledge regarding
public safety concems. Students are given the opportunity to speak with attomeys who have frst-
hand knowledge of the juvenile justice system.

The Law Department typically offers an interactive presentation that provides an ovewiew of the
juvenile justice system. The presentations include sample fact patterns designed to teach students
about the dangers of negative peer associations and possible liability for helping others commit crimes.

In addition, ACCs in the Law Departmentrs Interstate Child Support Unit interact daily with child
support agencies, law offices, and courts throughout the country. The ACCs' experience and
knowledge are transferrable and often applicable to local cases. To help further the Law Department's
mission and benefit the community, outreach within community geaied towards growing awareness
about child support and other family supportive services have been increased.

Community Events

Family Court Division staff engage in community outreach including large national events such as

National Ntght Out, National Gun Violence Awareness Day and other local oppotunities to engage
with the pubtc and stakeholders. Division staff collaborate with police precincts, school officials,
community orgarnzaions, and other service providers to address juvenile delinquency, promote public
safety, and better assess victim needs.

Victim Services

The Family Court Division provides services to members of the community who are victims of
juvenile crime. The Division's legal and support staff provide guidance, support, and counsel in
addition to advocacy throughout the duration of a case. The Division's Community
Coordinator/Victim Advocates were honored as 2020 Advocates of the Year by the Mayor's Office
to End Domestic and Gender-Based Violence because of the innovative, impactful work they do on
behalf of victims. The Victim Advocates assist victims in a variety of ways including but not limited
to helping with Victim Impact Statements, providing service referrals, and partnering with Safe
Horizons.
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Family Coutt Divisionts Youth Leadership Council

In collaboration with the Mayor's Office for New York City Service, the Family Court Division has

sponsored a Youth Leadership Council. NYC Youth Leadership Councils gLCt are a network of
youth groups focused on policy, practice, atd advocacy to make local change happen. Each YLC is a

space for a teanto meet with others, share ideas, create solutions, and put those solutions into action

with the support from City agencies, schools, and communty organtzations. YLC members can

observe coufr proceedings, review policies and protocols, provide insight on how better to incolporate

the needs and voice of youth in both the child support and juvenile delinquency practices, and make

recommendations for change. The Council meets at least a few times each month, learns about the

work of the Division through guest speakers from the Division, and works on their recommendations'

Many of the recommendations of past YLCs have been implemented into the practice.

For the youth who join, this is an opportunity for young people in the community to learn how NYC
works and gain real-wodd experience, earn cornmunity sewice houts, develop personal and

professionai skills, learn about everits and other opportunities in NYC. While most of the Family

Court Division's YLC members have been high school students, participants are flot required to be

enrolled in school. All youth between the ages of 13 and 21. are eligible to participate. This is a unique

opportunity forLaw Department attomeys to share their experience and gain knowledge from youth
in the community.

New Programs and Initiatives

a, Enhanced Language Access Progtamming
The Law Department's Language Access Coordinator is enhancing the agency's language access

services. During trY 2}z3,language access service trainings have been revised and the team is working
to develop methods of gathering feedback on the experiences of visitors with limited Engtsh
proficiency at the Law Department offices.

b. Expanded National Night Out Participation Across the Agency

The Family Court Division has participated in this national event for rnany years and hopes .to
encourage participation agency wide during CY 2023, Tbts is a wonderful opportunity for the

community to learn about the Law Department and for the agency to enhance community relations.

c. Attend Training and Events to Promote Agency Participation with Minodty and

Women Owned Business Enterprises

The Diversity & EEO Office plans to participate in training and other opportunities to promote

agency participation with minority and women owned business enterprises. The Diversity & EEO
Office have successfully encouraged one small business owner to seek certification and looks forward
to opportunities to enhance the agency's performance in this area'
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ln FY 2023, the agency will:

E Continue or plan to promote diversity and EEO community outreach in providing government
services

X Promote participation with minority and women owned business enterprises (MWBEs)

tr Conduct a customer satisfaction survey

X Expand language services for the public
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V. Recruitment

A. Recruitment Efforts

The Law Department employs several proactive strategies and pr^cttces to build and retarn a

diverse and inclusive workforce. These strategies include but are not limited to, steps the agency

is taking to promote discretionary positions and civil service exams internally and externally, use

of underutilization reports to inform recruitment efforts, review of current procedures and

practices related to recruitment, training hiti.g managers and recruiters on DEI courses.

Legal Recruitment Effo rts

The Law Department recruits law students for suflrmer internships and entry level positions as

well as experienced attomeys for ACC positions by advertising the agency's positions with over

92 organtzations including law schools, bar associations , and affintty groups across the country'

Since the agency is currently conducting all interviews virfually, the Legal Recruitment Office can

attracta wide range of candidates from a vaiety of socio-economic levels, backgrounds, and places

of origin. The Law Department also attends "on-campus" virtual interviews at 24law schools

across the country. On-Campus Interviewing is the process in which law ftms and legal

employers visit law schools during the fall semester to intewiew potential candidates for summer

and post-graduate employment. Students who perform well in sununer positions may be extended

an offer of permanent employment after they graduate law school.

Job Fairs

The Law Department also participate in the following job fairs, which 
^ttr 

ct law students and

attorneys from a vartety of different backgrounds from across the coufltry:

o Southeastern MinorityJob Fair (SEMJF)

o National Black Prosecutors'Association Conference (ITJBPA) & Career Fair

o Northeast Black Law Students AssociationJob Fair (I{EBLSA)

o Philadelphia Area DiversityJob Fair

o Asian American Bar AssociationJob Fair

o National Lattnof al-aw Students AssociationJob Fair

Recruitment Ambassadors

Prior to the pandemic, the Legal Recruitment Office had a team of attorneys who volunteered to

be "ambassadors" to their alma matet iaw school to raise a\vafeness about employment at the Law

Department to all students, but especialiy to students who are underrepresented in the legal

profession. The Irgal Recruitment Office had to suspend this program during the pandemic but
looks forward to reinvigorating the program during trY 2023 and further widening the reach of
this ambassador effort.

Pipeline Initiatives
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In addition to recruiting at vatious locations and advetising positions widely, the Law
Department's high school, college, and law student intem pt.rgo-r also serve as pipeline
programs designed to increase awareness of the Law Department amongst students and to
increase diversity in the attorney ranks. For the agency's law student intems, the Law Department
offers not only apatd substantive experience, but also makes entryJevel attorney position offers
to those entering their final year of law school based on their performance over the summer.

This allows the agency to identify graduating law students from avaiety of backgrounds to join
the Law Department divisions. Usually about half of the entry class of attomeys is made up of
former sulnmer intems.

Structured Interiews & Implicit Bias Training

The Legal Recruitment Office seeks to address implicit biases throughout the application review
and interview:process. The Legal R.ecruitment Office attends regular EEO and implicit bias
training.

The Legal Recruitment Office also delivers a mandatory training for attorneys who interview law
students or attorneys for the agency, which covers:

o Structured Interviewing

o The importance of diversity in our workplace
o The impact of implicit bias in recruiting
o Identifying and working to overcome the interviewer's owfl implicit biases

o How to handle EEO issues that may atise in the interview setting

EEO Reviews

The Diversity & EEO Office implemerits a final level of review for candidates from
underrepresented backgtounds in the interview process. If, based on interviews, the Legal
Recruitment Office or a division that is hiring does not recommend that a candidate move forward
in the interview process for a position, the Legal Recruitment Office sends the interview
evaluations and candidate's application materials to the Diversity & EEO Office for their review
before a ftnal decision is made.

Recruitment Efforts for Civil Service System Positions

The Diversity & EEO and Human Resources Offices look forward to expanding the Law
Department's recruitment efforts and sources for the agency's civil service positions. Currently, the
Career Counselor and members of the Human Resources team, have implemented strategies to
promote awareness of opportunities for promotion and transfer within the agency. The Human
Resources Office ensrres that hiring activities are consistent with City promulgated policies,
procedures, and practices related to hiring.
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In addition to providing notification of open positions, the Carcer Counselor also assist suppo{t

professional staff by administering training and development programs to improve skills,

performance, and career opportunities.

During trY 2023, the Career Counselor looks forward to collaborating with internal and external

agency partners to begin expanding recruitment efforts. Proposed actions include:

o Recruit ateam of Law Department staff to serve as recruiters at events; participate in

careet and resource fafi held by educational institutions, community-based

orgatizattons, and elected officials that serve primarily underrepresented populations.

o Conduct informational sessions and campus visits to promote working at the Law

Department.

o Participate in workshops and panels sponsored by educational institutions and

profes sional organizations.

o Seek opportunities to talk to students about career paths offered by the Law

Department,

o Invite potential job seekers to a "Laa Department Career Fair" at agency offices,

o Expand the Law Department's participation in internship and fellowship programs to

atttact and hire diverse talent.

o Foster early talent by recruiting Law Department staff to participate in career days at

New York City junior and high schools.

B. Recruitment Sources

Recruitment Sources

One of the primary methods of sourcing candidates for legal recruitment is proactive engagement

with law schools. For lateral hires, a prlrnary strategy is maintaining a robust social media presence

and outreach network within the legal community. Traditional recruitment activities include, but
are not limited to, on-campus interviewing, career fats, career office events, and professional

development panel events. Civil service positions are filied pnrnary though civil service lists and

City processes.
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Job Fairs

The Law Department rectuits for legal positions at the following job fairs each year:

Law Schools

To support diversity recruitment, the Law Department sends all legal postings to a variety of law
schools, including the University of Puerto Rico Law School and HBCU law schools, which
include Howard University School of Law, Noth Carolna Central University School of Law, and
Southern University Law Center. During FY 2023, the Legal Recruitment Office will expand the
number of HBCU law schools included in outreach efforts.

Bat Associations

The Law Department sends all legal postings to the following national, state, and local affinity bar
associalions:

With the Law Department's participation in job fairs, especially the SEMJF' and NEBLSA Job
Fairs, the agency has experienced a high success rate of attracting strong law students and lawyers
to the agency. The SEMJF is an established, well-run annual event with a successful track reiord
extending more than 30 years.

The agency plans to implement processes to measure the progress and effectiveness of recruitment
efforts.

National Latinof a Law Students Association
|ob Fair.

Northeast Black Law Students Association
O{EBLSA) Iob Fair

Asian American Bar AssociationJob FairNational Black Prosecutors Association

OJBPA) Career Fair

Phiiadelphia Arcz Diversity Tob FairSoutheastern Minority Tob Fair (SEMTR
Legal Recruitment Sources: Iob Fairs

South Asian Bar Association of New YorkMetropolitan Black Bar Association

South Asian and Indo-Caribbean American Bar
Association of Queens

Hudson Valley Hispanic Bar Association
Queens County Women's Bar AssociationHispanic National Bar Association
Puerto Rican Bar AssociationDominican Bar Association
Nigerian AssociationCaribbean American Lawvers Association
New York Women's BarBrooklyn \Women's Bar
National Bar AssociationBronx Women's Bar
National Asian Pacific Bar AssociationAssociation of Black Women Attorneys
Muslim Bar Association of New YorkAsian American Bar Association of NY

Legal Recruitment Sourcee: Bat Associations
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C. lnternships/Fellowships

The Law Department offers high school, college, and law student internship opportunities. In CY
2022,the agency hosted 8 high school, 33 college aide, and 46law school sulnmer interns, The agency

also regulady hosts at least one Urban Fellows every year. Law school interns are sourced from the

traditional legal recruitment activities. The other intern categories are sourced from Human Resources

Office outreach and City job postings.

Every yeat for many decades, the Law Department has made peffianent entry-level offers to eligible

srxruner interns who are entering their final yeat of law school who perform well over the summer.

For example, after surnmer 2022, the Law Department plans to make offers to the full, 26 eligible

former interns who graduate from law school this year.

During FY 2023, the Law Department hopes to increase the agency's :ut:ltzadLor' of the
internship/fellowship programs to improve a pipeline of candidates from underutilized groups for
entry-level positions. The Law Department's Diversity & EEO, Human Resources and Professional

& Organrzational Development Offices will collaborate to expand internship/fellowship
participation.

The agency provided the following internship oppoftunities in FY 2022:

Type of
lnternshi p\Fellowshi p

Total Race/Ethnicity
*[#s]

* Use self-lD data

Gender. [#s]* Use self-lD data

1. Urban Fellows 1 u-1 M _ F_1_ Non-Binary 
-

Other Unknown
2. Public Service Corps

0
M _ F_ Non-Binary 

-
other Unknown

3. Summer College
lnterns

0
M _ F_ Non-Binary 

-
other Unknown

4. Summer Graduate
lnterns 46

A-12
B-2
H-4
N-1
o-2
u-3
w-22

M _20_ FJs- Non-Binary

Other _ Unknown _1_

5. Other (specify):

College Aides Level l &
2

35

A-12
B-10
H-2
N-0
o-0
u-7
w-2

M _1,2_ FJ1._ Non-Binary

Other _ Unknown 
-
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D. 55-a Program

Section 55-a of the New York State Civil Service Law allows a qualified person with a cerlified
mental or physical disability to be hired into a competitive civil service position without having to
take and pass a civil service examination. The City encourages agencies to use the 55-a proglam
as a tool to build a diverse workforce and create greater access to City employment for quaiified
candidates with disabilities.

o Presently, the agency employs 1 55-a participant.
o There are 0 participants who have been in the program less than 2 years.
. ln the last fiscal year, a total of 0 new applications for the program were received and 1

participant left the program due to retirement.

The Law Department continues to utilize the 55-a Program to hire and rctain qualified individuals
with disabilities. Strategies the agency employs include:

o All iob postings and vacancies within competitive titles include language from the 55-a Citywide
Coordinator indicating that the titles are eligible for 55-a designation

o The 55-A Coordinator continues to work closely with the Mayor's Office for People with
Disabilities (IVIOPD) to ensure that quali{ied applicants for Law Department vacancies are
considered.

o The 55-A Coordinator, who also serves in the role of Careet Counselor, reviews all resumes
received from MOPD tepresentative(s) fot applicants interested in Law Department positions.

o The Career Counselor connected with the 55-A Coordinator Office for Citywide Recruitment to
assist in showcasing Law Department vacancies to persons who are considered 55-A applicants.
As a tesult of this outreach, the Career Counselor will be participating in a "spotlight" session.
For this event, the agency provides the Coordinator's Office with the Law Department's current
vacancies in advance, along with a visual presentation describing the agency and the various titles
and positions offered. The "Spotlight" session includes the agency presentation and a Q&A
component where the Career Counselor cafl answer questions.

n Agency uses mostly non-competitive titles which are not eligible for the 55-a Program.

tr Agency does not use the 55-a Program and has no participating employees.
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Vl. Selection (Hiring and Promotion)

A. Career Counselors

The Law Department's Career Counselors work collaboratively with the 
^gency 

and City partners to

provide a host of resources to promote advancement and transfers within the agency, advise

employees of opportunities for promotion, avatlabthty of civil service exams, and provide resources

to help employees grow and develop future careers.

The Career Counselors conduct employee onboarding and exit surveys to gather employee feedback

on their experience within the agency. They also identify opportunities to improve retention and

engagement, improve careet development practices, strengthen the agency's culture, and uncover key

issues th^t may be affecting the Law Department's ability to retain employees.

Career Counselor for Civil Service Employees

The Law Department has a designated CarcetCounselor who provides 
^naff 

y of services exclusively

to the agency's support professional staff. The Career Counselor's small but mighty team has

significantly enhanced the support and services that are offered to employees in positions that are

filled through the Civil Seryice System. The Career Counselor and team play ahuge role in the culture-

shift to a more inclusive workplace where all staff have access to a wide range of c reet development
resources. The Career Counselor strives to develop and sustain relationships across the agency and

through these efforts, maintains au/areness of employees seeking careet advancement.

Services and supports provided by the agency's Career Counselor include:

o Orientation and Onboarding Support

o One-on-One Career Consults

o Division Management Consults

o Title-Specific Focus Groups

o Law Department Training Academy

o Creation and Detvery of Training and Professional Development Coutses

o Notice of Citywide T'raining Center Offerings

o Exit Interviews and Recommendations

o Civil Service Exam and lnformation Session Notifications

o Notice ofJob Postings (new and promotional opportunities)

o RecruitmentActivities

During FY 2022, the Law Department launched the inaugural Support Professional transfer period

for support professionals interested in lateral transfers within the agency. The transfer period had

previously been limited to attomeys seeking intra-division transfers. T'he Support Professional transfer
program was preceded by a series of information sessions so that support professional staff were

^ware 
of the transfer opporfunities for selected Civil Service titles across the agency's divisions' This

year's transfer period resulted in 10 intra-agency transfers applications'

NYC Law Department FY2023 Diversity, Equity, lnclusion and EEO Plan 41 lPage



The Career Counselor ensures that employees are aware of all hiring and promotional opportunities.
The Career Counselot distributes emails with Civil Service exam announcements, posting schedules,
and links to informational materials on a regular basis. The Career Counselor also has all Civil Service
exam anflouflcements and posting schedules displayed on the 'agency office multimedia
communication screens. In addition, the Career Counseior notifies ali employees via email when
DCAS is conducting "Ciuil Seraiee 101 Information Sexions" for City employees.

The Career Counselor continues to design and deliver training and developmeflt programs to help
employees improve skills, performance, and cateer opportunities. The Law Department Academy
delivered supervisory training programming during FY 2022 andlooks forward to designing additional
sessions and new offerings in FY 2023. Tr:arinngs are administered monthly to cover general
employees' skills improvemerit as well as a regular supervisory programs.

New highlights to training progratnmirig for FY 2023 tndludes an "Adaptiae Leadership Sapervircryt
TrainingSerier"with a coutse on Emotional lntelligence and a general course for all staff on Problem
Solving. Both multipartttainings were well-attended and received extremely positive feedback.

In addition of noti{'ing employees of trainings available through the Citywide Training Center, the
Career Counselor notices employees of internal training opportunities through distdbution of the
quarterly " S apport D eae lopment Catak!' .

trY 2023 planned initiatives include hosting in-house Civil Service 101 sessions to explain the civil
service process to staff and what it means to become a pemanent civil servant; and provide technical
assistance for future civil sewice exams.

The Career Counselor also hosted career development focus groups during FY 2022 and plans to
continue this engagement strate gy ntrY 2023.

For example, the Legal Assistarits Focus Groups explored the training needs for the agency's
Paralegals and Claim Specialists. Based on valuable feedback obtained from these inclusive sessions,
the Career Counselor arranged with the Ltbrary to include Support Professionals in the monthly
IrxisNexis courses. The Career Counselor also informed divisions of their ability to work with the
library to create customized LexisNexis truinings for employees to meet individual division needs.
Such customization, ftaining, and opportunity will allow for Support Professionals to be more engaged
in substantive legal matters.

These focus groups are title specific and will gene{ate ideas for riew opportunities to suppofr the
growth and development of staff.

The Career Counselor's next goal is to explore a focus Soup for the agency's Clerical Associates,
which is a widely used title throughout the agency. The Career Counselor is excited to explore the
possibility for cross training and creating opportunities for Clerical Associates.
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The Career Counselor looks forward to coliaborating with interagency partners to further promote
employer participation in the various City programs that provide training and education opportunities:

r DCAS Citywide Training Center
r Management Academy Program
r NYC Leadership Institute
I Mayor's Graddate Scholarship Program 04GSP) for City Employees

o Ongoing Focus groups

o New course Content

o Launching of Training Credentials Database

o Cross-training Program for Clerical Associates

o Training Sessions on Cover-letter and Resume writing the Interview process, Presentation,

and Public-speaking Skills, Networking, and the Importance of Mentorship

o Enhancing Recruitment and Outreach Activities

Career Counseling fot Legal Professionals

The Offices of Recruitment and Professional & Otgantzational Development provide a range of
career counseling services for the Law Department's legal staff.

The Legal Recruitment Office also administers the agency's legal transfer period which allows

attorneys to apply for transfers to other divisions. This is a wonderful opportunity for attorneys to
gain new skills and develop in new practice areas without changing employers. This year approximately
70 attoneys were granted transfers.

The Legal Recruitment Office sends notices to all staff announcing promotion opportunities. The
Legal Recruitment and Professional & Organtzation Development offices have staff available to
support attomeys through ayarTety of services that include but are not limited to:

o One-on-One Consults

o Career Coaching

o ComprehensiveOrientationProgramming
o Exit Interviews and Recornmendations

o Notice ofJob Postings (new and promotional)

o Professionai Development Training and Resources

o Maintenance of CLE Records

o Mentorship Programs

Goals and initiatives for frf 2023 include
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B. New Hires and Promotions

The Diversity * EEO Office has several planned actions to review and assess the current new hire
and promotional procedures for selection. Actions include but are not limited to:

o The Diversity & EEO Officer will be working with recruitment staff to provide structured
interviewing and implicit bias training to all staff that conduct interviews for the agency.

o The Diversity & EEO Office conducts post-seiection reviews of candidates that self-identiSr
or cafl be reasonably observed to be diverse who are rejected after 3'd round interviews for
entry-level positions and summer honors internships. This Office is expanding the scope of
candidate reviews to include post-selection reviews of all laterals.

o The Diversity & EEO Office is initiating a review process for all promotional candidates

o The Diversity & EEO Office will continue to review the agency's recruitment and outreach
efforts to determine if candidate pools are diverse and reflective of available candidates in
the market or workforce,

o At least annually, the Diversity & EEO Office plans to conduct a full assessment of hiring and
promotion which may include, but not be limited to, a review of division policies and
procedures, employee personnel actions; and interviews with managers responsible for
promotional decisions and affected applicants. These individual meetings will allow the Office
to provide helpful guidance and best practices to support the agency in meeting their equal
employment opportunity obligations.

C. EEO Role in Hiring and Selection Process

The Diversity & EEO Office is involved pre- and post-selection stages of the hitirg and selection
process and has made great strides with enhancing transparcncy around the agency's processes for
hiti.g and selection including promotional and advancemerit opportunities. The Oifices actions
include, but are not limited to, working with hiring personnel on selection of diverse panels;
reinforcing the tequirement that hiti.g personnel have written justifications included in a[ hiring
packages and documented in candidate evaluation forms; and reviewing hiringpractices and outcomei
for trends and to assess for training needs.
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ln FY 2A23, the agency EEO Officer will do the following:

X Ensure that all vacancy announcements include the revised NYC EEO I Anti-Discrimination
Statement.

X Review vacancy postings to ensure elimination of language that has the potential for gender
and age stereotyping and other unlawful discrimination. (lt is recommended to use gender-
neutralterms and pronouns and language that is age-inclusive).

X Actively monitor agency job postings and ensure recruitment strategy aligns with the diversity
goals of the agency.

n Provide consultation regarding creation/review of objective criteria for evaluating candidates
for hire or promotion and applying those criteria consistently to all candidates.

tr ln collaboration with the Director of Human Resources, review interview questions to ensure
that they are EEO-compliant, job-related, and required by business necessity.

X Assist the hiring manager if a reasonable accommodation is requested during the interview

X Observe interviews, when necessary, especially for underutilized job titles and/or mid- and
high-level discretionary positions.

! Advise Human Resources to use candidate evaluation form for uniform assessment and
equity.

X Periodically review candidate evaluation forms and conduct a job applicant analysis via the

NYCAPS eHire Applicant lnterview Log reports to advise Human Resources of any
demographic trends and/or EEO concerns based on available self-lD data.

X Review hiring package to evaluate that the selection process was conducted in accordance

with EEO best practices.

! Other:
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D. Layoffs

X The agency will use the DCAS Layoff Procedure as guidance, should there be any layoffs,
terminations, and demotions due to legitimate business/operational reasons in FY 2023.

X The agency will analyze the impact of layoffs or terminations on racial, gender, age groups,
and people with disabilities.

tr 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.

tr The Agency Personnel Officer, EEO Officer and General Counsel will be involved in making
layoff or termination decisions. lt should be noted that layoffs must be conducted by seniority in
compliance with civil service law (for competitive titles) and union contract (for non-competiiive
and labor class titles).
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Vll. Training

Training Topic Type of Audience
(e.9., All Staff, Front-line
Employees, Managers,

Supervisors, etc.)

Goal
Number of

Participants

Projected
Dates

1. Everybody Matters: EEO and
Diversity & lnclusion Training for
NYC Employees (e-learning)

All employees - Biennially
(Cycle 1 must be
completed by March 31,
2023.\

1564 11/30/2022

2. Everybody Matters: EEO and
Diversity & lnclusion Training for
NYC Employees
(classroom/live webinar)

All employees - Biennially
(Cycle 1 must be
completed by March 31,
2023.J

N/A

3. Sexual Harassment Prevention
(e-learning)

All employees - Annually
(Cycle 5 runs between
September 1, 2022
Auqust 31. 2023)

1564 313012023

4. Sexual Harassment Prevention
(classroom/live webinar)

All employees - Annually
(Cycle 5 runs between
September 1, 2022
Auoust 31. 2023)

N/A

5. lgbTq - Power of lnclusion (e-

learning)
Managers, Supervisors,
and Front-line employees

All other emolovees

1 s94 3/28/2022

6. lgbTq - Power of lnclusion
(classroom/live webinar)

Managers, Supervisors,
and Front-line employees

All other employees

N/A

7. Disability Awareness and
Etiquette

EEO Officer & Designees 4 613012023

L Structured lnterviewing and
Unconscious Bias (classroom/live
webinar)

New Supervisors TBD 613012023

9. Other (specify)
Building an Inclusive Culture:
Undetstanding Unconscious Bias

EEO Officer & Designees
EEO Counselors

10 613012023

10. Other (specify)
Ftom Microaggressions to Micto
afftmations

EEO Officer & Designees
Director of Professional
and Organizational
Development or desiqnee

5 613012023

11. Other (specify)

Managing the Multi-Generational
lTotkfotce: Leveraging the Talents of 5
Generations

EEO Officer & Designees
DEI Committee Co-Chairs
Director of Professional
and Organizational
Develooment or desiqnee

7 613012023
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Vlll. Reasonable Accommodation

The Law Department strictly adheres to the City's Reasonable Accommodation Procedure. The
Diversity & EEO Office makes considerable effort to ensure that the process of reviewing reasonable
accommodation requests is compliant with EEO Policy as weli as the apptcable federal, state, and
local laws.

o The EEO Policy, Guidance publications, and "Reasonable Acconmodation at a Glance Datasheeh" are
posted and distributed to staff no less than bi-annually. These resorrrces also remain available on
the Office's intranet site.

o Law Department employees receive information and training describing the process to request
reasonable accommodations. Training on the reasonable accommodation process begins during
onboarding and is part of the agency's orientation process.

o The Diversity & EEO Office also provides agency wide training that covers the reasonable

accommodation process via information sessions hosted by the Executive team and Division &
Deputy Chiefs.

o Supervisors and Managers receive additional training that reinforces their obligation to report to
the Diversity & EEO Office any reasonable accommodation requests and needs thatatereceived,
leamed about, or suspected as soon as possible but no more than 3 days.

o The Diverslty & EEO Office strives respond to every reasonable accommodation request within
i0 days after submission or as soon as possible.

o The Diversity & EEO Office issues a determination to every reasonable accommodation request
within 30 days after the dialogue or as soon as possible.

o The Diversity & EEO Offices has revamped a few administrative aspects to streamline the process
such as a dedicated reasonable accommodation electronic mailbox and a more efficient scheduling
process for appointments to engage in the necessary interactive dialogue.

o During trY 2023, the Diversity & EEO Office will fruther increase the frequency and methods of
communication to staff concerningreasonable accommodations and the EEO Complaintprocess.
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Describe your agency's practices for analyzing statistics with regard to volume, trends, and speed
of disposition of EEO complaints and reasonable accommodation requests and appeals:

As the Diversity & EEO Offices continues to manage the volume of EEO complaints and reasonable

accornrnodation requests, the agency will review statistics about trends, volume, and speed of
disposition of EEO complaints and reasonable accommodation requests.and appeals on an ongoing
basis to devise strategies for processing and evaluating resources.

Applicants for a reasonable accommodation may appeal the decision within 30 days of receipt of the

decision. The appeal is submitted to the Colporation Counsel for a finaldecision, which is transmitted
within 15 business days.

X Managers, supervisors, human resources personnel and discipline personnel are required to
repon to the EEO Office any reasonable accommodation requests and needs that are
received, observed, learned about, or suspected, so that the EEO Office may facilitate
discussions, research appropriate accommodations, and assist with the resolution of the
matter.

X Absent of any undue hardship, the agency provides reasonable accommodation for disability,
religion, victims of domestic violence, sex offense and stalking, pregnancy, childbirth, or a
related medical condition.

X The agency follows the City's Reasonable Accommodation Procedure.

X The agency grants or denies request 30 days after submission or as soon as possible

X The Agency Head or designee must review and grant or deny an appeal fifteen (15) days after
submission of appeal.

tr lf the review and decision on appeal is not done by the Agency Head
Provide the name and title of the designeel :

! The designee reports directly to the Agency Head

X The agency will input the Reasonable Accommodation activity on the DCAS Citywide
Complaint and Reasonable Accommodation (CAD) Database and update the information as
needed.

1 EfO Officer and General Counsel should NOT be appointed as agency head designee for review of
appeals to reasonable accommodation decisions. Refer to the revised guidelines below. Note the
conflict of interesq in the event of an external challenge to the denial of a reasonable

accommodation, the agency's General Counsel would be tasked with defending the agency against

a decision in which that office was a decision maker on appeal,
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lX. Compliance and lmplementation of Requirements Under
Executive Orders and Local Laws

A. Local Law 92 (2018): Annual sexual Harassment Prevention training

X The agency plans to train gl! new employees on Sexual Harassment Prevention within 30 days
of staft date.

X The agency will train all current employees on Sexual Harassment Prevention (Cycle 5 -
September 1, 2022 - August 31, 2023) as indicated in the Section Vll Training above.

B. Local Law 97 (2018)r Annual Sexual Harassment and Gomplaint Reporting

X The agency will ensure that sexual harassment complaints, and all other EEO complaints, are
investigated and closed within 90 days.

X The agency will input sexual harassment complaint data, as well as all other types of
complaints, on the DCAS Citywide Complaint and Reasonable Accommodation (CAD)
Database, contemporaneously update the information, and affirm the data in a timely manner
when requested by DCAS.

C. Local Law 121 (2020)t Age Discrimination Training

X The agency plans to train gl!new employees on Everybody Matters: EEO and Diversity &
lnclusion Training for NYC Employees within 30 days of start date,

X The agency. will train g[ current employees on Everybody Matters: EEO and Diversity &
lnclusion Training for NYC Employees (Cycle 1: April 1,2021- March 31,2029) as indicated in
the Section Vll Training above.

D. Executive order 16: Training on Transgender Diversity and lnclusion

Under Executive Order No. 16 ol 2016, the agency must provide supervisory and front-line staff
training approved by DCAS on transgender diversity and inclusion. Pursuant to Executive
Order No. 16, this training must be provided to all newly hired supervisory and managerial
employees and line staff whose work tasks involve contact with the public.

x rhe agency plans to train all new employees within 30 days of start date.

X All managers, supervisors, and front-line employees will be re-trained every two years, no
later than the third quarter of the Fiscal Year, as indicated in Section Vll Training above.

X ln addition, all other employees will be trained or re-trained every two years, as indicated in
Section Vll Training above.
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X The agency will ensure that the Transgender Restroom Access notice/poster is posted where

required, e,g., on bulletin boards, near restrooms and, in digitalform, where other EEO notices

and announcements can be found.

E. Local Law 101 (2018): Glimate Survey

The agency, in collaboration with DCAS, has conducted a climate survey in 2020 and:

tr Analyzed the 2020 Climate Survey data'provided by DCAS.

tr Will review or has reviewed the results of the survey with agency head and senior leadership

tr Developed an action plan in consultation with agency head and senior leadership outlining
the initiatives and actions that will be adopted by the agency in response to the 2020 Workplace
Climate Survey data.
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X. Audits and Corrective Measures

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

tr The agency is currently being audited or preparing responses to an audit conducted by
the EEPC or specific to our EEO practices. Upon forwarding our responses to the
recommendations issued by the EEPC, the agency will submit to OCEI an amendment
letter, which shallamend the agency plan for FY 2O23to include and implement EEPC
recommendations that will be implemented during the fiscal year.

tr The agency is subject to any other oversight or review by a federal, state or city civil
rights agency.

tr Within the last two years the agency was involved in an audit conducted by the EEPC
or specific to our EEO practices.

n The agency will continue/be required to implement corrective actions during the year
that this plan is in effect.

tr The agency received a certificate of compliance from the auditing agency.
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Xl. Agency Head Signature

s- R ftorx
P Name of Agency Head

lt\r,., ()0 d{^, ^ 
gO

ure ot Agenc! nbao

IoJ-L
Date

"sigfat
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Appendix A: Contact lnformation for Agency EEo Personnel

(718) 724-s435
(71,8) s58-226e

Q12) 3s6-32e7
(718) 410-2730

Q12) 3s6-3222
(718) 780-2530

aaikens (d.la'w. nvc. sov

-

dboccio@law.nvc.sov
meamobel@law.nvc.sov
dmeminge@law.nl'c. gov
rpeyton@law.nyc.gov
crott@law.nvc.Eov

Adene Aikens
Danielle Boccio
Marilyn Campbell
Diane Meminger
Rosemarie Peyton
Charles Rott

EEO Counselor(s)12.

Q12) 356-s010

Q1,2) 3s6-32e0

kfequier@law.nyc.gov
ssoence@law.nvc.eov

-

IGdyne Fequiere
Shanel Spence

EEO Training
Liaison(s)

11.

Q12) 3s6-2446
(272) 356-2022

lievans(Dlaw.nvc.sov
tpatker@law.nyc.gov

Lillian Evans
Tiffany Parker

Career Counselor(s)10.

IGdyne Fequiere
Shanel SpenceEEO lnvestigator(s)9.

Q12) 3s6-2022
toarke{d.law.nvc.eov

-

Tiffany Parker55-a Goordinator8.

Leon Breeden
Disability Services
Facilitator

7

Leon Breeden
Shanel Spence

Disability Rights
Coordinator

6.

Kadyne F'equiere

Shanel Spence
ADA Coordinator5

Q12) 3s6-2200
noeoodetr@law. nvc. EovMuriel Goodc-Trufant

Chief Diversity
Officer/Chiel MWBE
Officer per E.O. 59

4

Karlyne Fequiere kfequier@law.nlrc.gov Q12) 356-5010

Agency (Chief)
Diversity & lnclusion
Officer

3

(212) 3s6-1.05s

Q1,2) 3s6-32e0

Q12) 3s6-3123

lbreeden(Elaw.nvc.sov
sspence@law.nl'c.gov
csheoat@law.nvc.sov

Leon Breeden
Shanel Spence

Cecillia Shepard
piversiry & EEO
Officet, Desiqnee)

Agency Deputy EEO
Officer

2.

(212) 356-s010kfequier@law.nyc.govKadyne Fequiere
Agency EEO Officer

1

TelephoneEmailNameTitle/Function
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Appendix B: 2020 Climate Survey Action Plan

1. Target area and objective: lncrease employees'familiarity with the EEO Policy.

o The Diversity & EtrO Office wiil circulate an agency wide email semi-annually which

includes the EEO Policy and links to resources.

o The Diversity & EEO Office will conduct periodic information sessions covering

the EEO policy with a Q&A component

o Training on the EEO policy will be included in all onboarding and orientation

programming.

o All staff, including, senior executives, managers, interns, and consultants.

o Executives

o Division & Deputy Chiefs

o The Diversiry & EEO Office
o The Professional & Otgatttzational Development Office

o Agency Career Counselors

o Division Coaches

2. Target area and objective: lmprove the EEO Office's visibility to the worHorce.

o The Diversity & EEO Office will host agency-wide virtual information sessions to

increase visibiJity and awareness of the Office's services and responsibilities.

o The Diversity & EEO Office will host division-specific meetings to increase visibility

and awareness of the Office's services and responsibilities.

o The Diversity & EEO will maintain an up-to-date website, with information and

resources such as the DCAS Guidance publications and information sheets.

o The Executives will include EEO informaion and links in the agency's periodic

newsletter "SideBay'',
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o All staff, including, senior executives, mariagers, interns, and consuitants.

o Executives

o Division & Deputy Chiefs

o The Diversity & EEO Office

3. Target area and obiective: lmprove employees' knowledge of the EEO complaint
process, including where and how to file a formal complaint, and what happens
after a complaint is filed.

o The Diversity * EEO Office will conduct peiiodic training to improve employees'
knowledge of the EEO complaint process, includingwhere and how to file aformal
complaint, and what happens after a complaint is filed.

o The Diversity & EEO Office will host information sessions covering the complaint
process offered to borough locations.

o The Diversity & EEO Office will maintain information on its intranet and internet
sites improve employees' knowledge of the EEO complaint process, including
where and how to file a formal complaint, and what happens after a complaint is
filed.

o The Diversity & EEO Office will send out periodic emails advising employees of
the EEO compiaint process, including where and how to file a formal compiaint,
and what happens after a complaint is filed.

o All staff, including senior executives, maflagers, interns, and consultants

o Executives

o Division & Deputy Chiefs

o The Diversity & EEO Officers
o EEO Counselors

o The Professional &Organtzational Development Office
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4, Target area and objective: lncrease employees' understanding of protected rights
and prohibition of discrimination, including sexual harassment, in the workplace.

o The Diversity & EEO Office will provide training to increase employees' understanding

of protected rights and prohibition of discrimination, including sexual harassment, in
a

the workplace.

o The Diversity & EEO Office will host information sessions to increase employees'

understanding of protected rights and prohibition of discrimination, including sexual

harassment, in the workplace,

o The Diversity & EEO Office wili post information on electronic and physical bulletin

boards to increase employees' understanding of protected rights and prohibition of
discrimination, including sexual harassment, in the workplace.

o All staff, including, senior executives, managers, interns, and consultants.

o Executives

o Division & Deputy Chiefs

o The Diversity & EEO Officers

o EEO Counselors

5. Target area and objective: lmprove manaqers'and ggpglyigi, awareness of
measures that an employee may take to report any violations under the EEO

Policy, including discrimination and sexual harassment.

o The Diversity & EEO Office will provide mandatory supervisory training to improve

managers' and supewisors' awareness of measures that an employee m y take to

report any violations under the EEO Policy, including discrimination and sexual

harassment.

o The Diversity & EEO C)ffice will provide consultation to divisions to improve

managers' and supervisors' awafeness of measures that an employee m y take to

report any violations under the EEO peljcy, including discrimination and sexual

harassment.

o Managers and supervisors will be assessed on their awarefless of measures that an

employee may take to report EEO violations during the annual performance

evaluation process.
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o All senior executives, managers and supervisors and staff in training capacities

Executives

Division & Deputy Chiefs

The Diversity & EEO Officers
EEO Counselors

The Professional & Organrzational Development Office

6. Target area and objective: lmprove manaEers'and gpryigglg'knowledge of
whom and where to direct employees who may want to discuss a complaint (s)
under the EEO Policy.

o The Diversity & EEO Offlce will provide mandatory supervisory training to improve
managers'and supervisors' knowledge of whom and where to direct employees who
may want to discuss a complaint (s) under the EEO Policy.

o The Diversity & EEO Office will provide consultation to Divisions to improve
managers' and supervisors' knowledge of whom and where to direct employees who
may warrt to discuss a complaint (s) under the EEO Policy.

o Managers and supervisors will be assessed on their knowledge of whom and where to
direct employees who may want to discuss a complaint (s) under the EEO Policy
during annual performance evaluation.

o All senior executives, managers and supervisors and staff in training capacities

o Executives

o Division & Deputy Chiefs

o The Diversity & EEO Officers
o EEO Counselors

o The Professional & Organtzational Development Office

o
o
o
o
o
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i nClS Retirement X'orecasting Tool
Reliable retirement projections ate an essential component fot developing and implementing successful workforce planning strategies'

Utilizing over 30 years of retirement data (1988-2021), this tool provides City agencies with five-year retirement proiections (i'e., fiscal

yearc 2022-2026) as a percent of total headcount by Citywide categories (Civil Service Title, Employee Type, andJob Category), as well

as by Agency categories (Agency, Agency-Civil Service Tide Combination, aod Agency -Job Category Combination)'

Projections are based on an algorithm that leatns from the historical data and chooses the best statistical model to provide the most

reliable forecast for each selection, To acaount for variability in retirements over time, the range of possible values are highlighted by a

yellow band. The chatts are interactive and include features such as hovering to see the data points,
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