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 FY 2024 Agency Quarterly Diversity, Equity, Inclusion and EEO Report

Part I:  Narrative Summary



	
Agency Name: __CAMPAIGN FINANCE BOARD__________________________                                                                                                                             

	 ☐  1st Quarter (July -September), due November 17, 2023		 ☐  2nd Quarter (October – December), due January 30, 2024
	 ☐  3rd Quarter (January -March), due April 30, 2024			 ☒  4th Quarter (April -June), due July 30, 2024

Prepared by:
     
Kirann Nesbit           Chief EEO/DEI Officer              KNesbit@nyccfb.info                        (212) 409-1847                                                                                    _                              ________                                                                                           _____                                                                                                 _____
Name                                                                            Title	                                          E-mail Address                                              Telephone No.               

Date Submitted: September 19, 2024

	
FOR DCAS USE ONLY:				Date Received:








Instructions for Filling out Quarterly Reports FY 2024

[NOTE:  These forms are cumulative and designed to retain and preserve information for the entire FY 2024.
For Q1 please copy the goals, programs, and initiatives from your draft of the FY 2024 DEI-EEO plan.  Insert these statements in the corresponding sections of the Quarterly Report below, particularly sections IV, V, and VI.
For Q2, Q3 and Q4, use previous quarter’s submission to update their status, retaining all information for the prior quarters.  You should also add programs and initiatives begun in these quarters even if they were not mentioned in the Annual Plan]

1. Please save this file as “XXXX Quarter X FY 2024 DEI-EEO Quarterly Report.Part I”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Word format. Please do not convert it to PDF.

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

Core EEO Training: Copy the information from the Training Completion Report you receive quarterly from DCAS Learning & Development onto grey-shaded cells in rows 26, 30, 34, and 38. Include any of these trainings that were administrated by your agency in the rows immediately below (27, 35, 39).
Other Diversity, Equity, Inclusion and  EEO Related Training: Beginning with row 45, include training classes co-organized or co-sponsored by your agency EEO and/or HR that are related to the development of the agency staff in the areas of equal employment, diversity, inclusion, civil rights, workplace culture and behavior, interpersonal relations, and community relations.

3. Mark progress in check boxes in the column for the current quarter. [Note: Delayed = behind schedule; Deferred = put off until later when better resources become available.]

4. Please save the Excel file as “XXXX Quarter X FY 2024 DEI-EEO Report.Part II Training Summary”, where ‘XXXX’ is the commonly used acronym of your agency. You must submit this file in MS Excel format. Please do not convert it to PDF.




I. Commitment and Accountability Statement by the Agency Head

[bookmark: _Hlk530066932]Distributed to all agency employees?	☐ Yes, On (Date): ________________	☒ No This statement has been drafted and included 												             in the annual plan draft which was submitted 													to DCAS.  awaiting approval from DCAS. Upon 
plan approval, the statement will be disseminated to all staff via email. 
						☐ By e-mail	
						☐ Posted on agency intranet and/or website
						☐ Other _________________
II. Recognition and Accomplishments

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

☐ Diversity, equity, inclusion and EEO Awards
☐ Diversity, equity, inclusion and EEO Appreciation Events
☒ Public Notices
☒ Positive Comments in Performance Appraisals
☐ Other (please specify): ___________________________________________

	* Please describe DEI & EEO Awards and/or Appreciation Events below:

	N/A
III.  Workforce Review and Analysis

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

Q1 (9/30/2023):  142   Q2 (12/31/2023): 146  Q3 (3/31/2024): 156  Q4 (6/30/2024 ):  159

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

☐ Yes	 On (Date): 	☐ Yes	  again on (Date): ________________	☒ No	Will do during Q1 of new FY. 
☒ NYCAPS Employee Self Service (by email; strongly recommended every year)
☐ Agency’s intranet site
☒ On-boarding of new employees
☐ Newsletters and internal Agency Publications

III. The agency conducted a review of the quarterly CEEDS reports and the dashboard sent by DCAS to the EEO Officer with demographic data and trends, including workforce composition by job title, job group, race/ethnicity and gender; new hires, promotions and separation data; and utilization analysis. Review will commence in FY 2025. 

☒ Yes - on (Dates):  Q1 Review Date: 2/28/24 Q2: Review Date:  2/28/2024        Q3 Review date:  __ Q4 Review date:  ________
The review was conducted with:

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


IV. EEO, Diversity, Inclusion and Equity Initiatives for FY 2024

Please describe your progress this quarter in implementing the primary goals in Section IV of your Agency Diversity, Equity, Inclusion and EEO Plan for FY 2024.

A. Workforce:
	
[bookmark: _Hlk530066305]Please list the Workforce Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2023, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).

Goal 1: Increase access to professional development opportunities for staff at all levels.



Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

In Q4 of FY 2024, People Operations continued to draft a “Learning Program” policy to standardize training requests throughout the agency ensuring that all staff are allocated the same amount of money to pursue professional development opportunities. This policy should be finalized and disseminated once completed. 

Employees were again encouraged via email to speak with our Director of Learning and Development and the CFB’s career counselor to understand what opportunities are available to them.

Our Director of Learning and Development also sent regular emails to all-staff apprising them of available programming. The criteria for joining these professional development opportunities were made transparent and staff feedback was welcomed at the conclusion of the programming to ensure cultural competency.

The CFB announced internally all vacancies and promotional opportunities. This initiative ensures access to promotional opportunities are well known and interested internal candidates are provided with adequate time to prepare.

Staff of all levels were provided with an opportunity to attend a career-related conference (COGEL). 

The CFB will use enrollment numbers as well as qualitative feedback to evaluate the effectiveness of this action.

Workforce Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

Goal 2: Understand how DEI practices impact our employee retention rate and what, if any, issues exist. 

•	The CFB will revisit our exit survey to add questions that gauge, what, if any DEI issues existed or contributed to an employee’s decision to depart from the agency. 
•	The CFB will add DEI questions to our employee experience survey which is administered biannually and assess the results to inform our practices. 
•	Use pay parity software to ensure pay parity and prevent compensation related discrimination claims
•	Weave accessibility into our programs, practices and policies by holding regular discussions during strategic planning meetings and with internal stakeholders.

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

In Q4, the CFB’s EEO/DEI Office determined that a late fall/winter DEI survey will be issued in FY 2024. The CFB also posted a vacancy for an accessibility specialist, whose sole focus will be to implement the accessibility plan and work on making CFB’s services, programs and products accessible. 

The CFB will use the assessment of the survey in addition to the accessibility audit to evaluate the effectiveness of the above-noted actions. 

Workforce Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


Goal 3: Tailor our recruitment strategies to attract talent and address our areas of underutilization.

· The CFB People Operations Specialist- Talent Acquisition started at the beginning of FY2024. This specialist will be undergoing DEI training to ensure diverse recruitment practices to better support building a diverse and inclusive workforce and using the DCAS provided CEEDS report to inform recruitment practices.

· Expanding our internship programs to include non-traditional participants (veterans, senior citizens, persons with disabilities)  

· Creating a diverse candidate pipeline 

· Encouraging employees to consult with our agency career counselor to consider lateral career pathways for skills development. 

· Create a recruitment strategy with the input of Chief People Officer, Deputy Chief People Officer, Chief EEO/DEI Officer, Talent Acquisition Specialist, and relevant agency leadership. 

· Survey our interested job applicants to better understand recruitment sourcing.

Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served.  How do you evaluate the effectiveness of these actions?

During Q4, the CFB onboarded a College Aide focused on recruitment and continued to attend diverse recruitment events and hiring halls. Additionally, we started to build out our recruitment strategy for FY 2025. We continue to evaluate recruitment data connected to these items to evaluate the effectiveness of these actions. 

Workforce Goal #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☒ Deferred 	☐ Completed	


Efforts to reduce Workforce underutilization:
Please describe steps that were taken or planned to address underutilization identified through quarterly workforce reports. Please list Job Groups where underutilization exists in the current quarter.

The EEO Officer reviewed DCAS’s quarterly workforce report and dashboard for FY 2024 Q4 to identify specific job groups where underutilization exists. The DCAS reporting identified underutilization under the Management Specialists category, which consists of the Analyst I/II/III and Associate Staff Analyst titles and the Managers category, which consists of the Deputy Executive Director, Director of Public Relations, Systems Administrator, and Executive Agency Counsel titles (-3, Black employees). 

Expanding the Managers category as identified by DCAS to include all CFB employees who are part of the agency’s executive team, rather than only some, more accurately captures the racial and gender composition of the full executive team: Three out of the nine of the agency’s executive team are women and three out of the three women are women of color (1 Asian woman, 1 Black woman and 1 Latina woman).  Of the six men on the executive team, two are men of color (1 Asian man, 1 Latino man).

Additionally, rather than only looking at the demographics of the small number of titles captured by the Management Specialists title for potential underutilization, the CFB reviewed the data of all managers, which is defined as any CFB employee who is the supervisor of at least one employee. Looking at these numbers shows that there is an approximate split based on gender (30 women and 23 men) and race (21 White employees, 24 BIPOC, specifically 9 Asian, 11 Black, and 4 as 2 or more races. 8 also listed as Race Undeclared).

B. Workplace:

Please list the Workplace Goal(s) included in Section IV: Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
 Goal 1: Create an environment of psychological safety for our workforce. 
· Offer a mental health first aid course to our supervisors, managers, unit heads, and agency leaders into a mental health first aid course so that they understand what actions to take in the event an employee undergoes a mental health crisis while on duty.
· Offer upstander training to the workforce so they understand how to safely intervene in situations that are harmful to the agency’s culture of diversity, equity, and inclusion. 
· Engage OATH’s Center for Creative Conflict Resolution to administer trainings on conflict resolution, communication skills, and conflict dynamics. 
· Increase opportunities for employees to have a voice in their workplace. This will include administering surveys, creating focus groups and soliciting individual feedback. 
	 
Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent. How do you evaluate the effectiveness of these actions?

During Q4, the CFB contracted with NAMI to present a training on Mental Health First Aid during Q1 of FY 2025. 

Upstander training and conflict resolution training will be administered during FY 2025. 

During Q4, employees were provided with various opportunities to voice their opinion in the workplace with items such as listening circles, DEI events and emails to staff apprising them of their ability to speak with the EEO/DEI team. 


Workplace Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☒ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☒ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

	Goal 2: Model inclusive and accessible language practices in the workplace

· Explain the use of pronouns and encourage senior leadership to use pronouns (when safe and appropriate) 
· Create original intersectional material for dissemination throughout the agency so that staff understands best language practices as it relates to DEI. 
· Ensure agency specific guides and glossaries are included when policies, practices and programs are released to the workforce so that staff that are new or have learned English as their secondary or tertiary language have the same ability to engage in our high-context environment as veteran employees and employees in leadership.
· Research opportunities for staff to take language classes at little to no cost to them in an effort to increase their communication capabilities. 
Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

Agency leadership understands and take seriously the etiquette and function of introducing themselves with pronouns at all introductory meetings and full staff meetings. This was ongoing during Q4.

An inclusive language training session around mental health was held in Q4.

A CFB glossary already exists, but it needs to be updated. This will be delayed to FY 2025 when more resources become available. 

We will continue to use metrics such as surveys and qualitative feedback to evaluate the efficacy of our actions. 

Workplace Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☒ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

	
Goal 3: Create and/or administer trainings that foster a culture of inclusivity, diversity, and equity in the workplace. 

· Mandate the entire workforce to take DCAS Disability Etiquette training. 
· Research external trainings on neurodiversity in the workplace for managers.
· Ask the Mayor’s Office to End Domestic and Gender-Based Violence to administer an awareness campaign/training event in the workplace. 
· Solicit feedback from staff to gauge what interest they have in trending DEI areas such as height and weight discrimination in the workplace.


Please describe the steps that your agency has taken to meet this goal. Include actions taken to create equitable work environment which values differences and maintain focus on retaining talent.  How do you evaluate the effectiveness of these actions?

In Q4, the agency mandated that the workforce take disability etiquette training. When new employees are onboarded, this training is also presented as part of the suite of mandated trainings they must receive. 

We have temporarily delayed researching trainings on neurodiversity and gender-based violence in the workplace. This is because other projects rooted in workplace equity such as creating our salary banding system have taken priority. We will resume work on this during FY2025.  

Workplace Goal #3 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☒ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

4. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, cultural programs promoting diversity, newsletters/articles, etc.) and describe them, including the dates when the activities occurred.
Newsletters: 
April DEI Download Newsletter
May DEI Download Newsletter
June DEI Download Newsletter

Event: 
Eid Bazaar + Potluck on April 16
Bring Your Person to Work Day April 25
Lunch 'n' Learn : Inclusive Language Through a Mental Health Lens May 21
YOGA: Exploring Its True Origins Event May 29
Brooklyn Pride March June 8
Origin Film Screen June 28

Postings:
World Autism Awareness Day April 2
Tartan Day April 5
Eid April 9 
Passover April 22
Lesbian Visibility Week April 23
Beltane April 30
Cinco de Mayo May 3
Orthodox Easter May 6
Global Accessibility Awareness Day May 16
International Day Against Homophobia, Transphobia, and Biphobia May 17
Pentecost May 19
World Day for Cultural Diversity for Dialogue and Development May 21
Shavuot June 11
Loving Day June 12
Eid Al-Adha June 27
Juneteenth June 19
World Refugee Day June 20
Litha/Midsummer June 20
International LGBTQIA+ Pride Day June 28

Meetings: 
		Caste Book Club Meeting #2 April 15
		Caste Book Club Meeting #3 May 6
		Caste Book Club Meeting #4 May 20
		
















C. Community:

Please list the Community Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys).
	

Goal 1: The CFB will continue to encourage civic engagement in underserved communities which include but are not limited to 1) Justice-involved individuals (specifically those with felony convictions) 2) Voters with disabilities 3) Immigrant voters 4) Young voters. The CFB’s commitment to promoting civic engagement in NYC’s underserved communities remains firmly in place for FY2024 as a key component of the agency’s work. A central goal for the Campaign Finance Board is to make all aspects of city elections accessible to every voter. This goal includes the community of people with disabilities in New York City.

· Improve accessibility to its programs and services by targeting ways to improve its written and recorded materials, as well as for live events.
· The agency will continue to conduct voter registration drives.
· Draft, edit and administer voting rights trainings to justice-impacted individuals by working with Department of Corrections and service providers. 
· Coordinate youth-centered events.
· Holding events for voters with all types of disabilities such as those with low-vision and cognitive disabilities. 
· Target messaging toward youth subgroups (including NYC-native voters, students attending college in NYC, and post-college voters who move to NYC for their first job).
· Hire two youth program coordinators to support our youth program manager and our youth ambassador programs.
· Host more in-language events with community partners. 
· More strategic partnerships to ensure that diverse communities are empowered with access to voting resources. 





Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served  How do you evaluate the effectiveness of these actions?


From April to June of 2024, the Partnership and Outreach conducted outreach and educational efforts to promote voter education and participation in the June 2024 NY Primary Election for Federal and State Offices. P&O had over 50 meetings with different community partners, discussing and planning outreach to limited English and Immigrant communities, young voters, voters with disabilities, and formerly incarcerated voters. Our unit held 114 in-person and virtual events, including youth-focused and multi-lingual civic engagement workshops, presentations on voting rights, phonebanks, text banks and door canvassing, and community canvassing and tabling. We registered 2,070 new voters and collected 1,318 pledges from voters who were already registered to vote. In addition, our Get Out The Vote efforts included over 600,000 text messages to voters, over 5,000 calls to voters, and over 800 doors knocked to mobilize voters for the June Primary. CFB uses data collected in connection with voter registration and community events to evaluate the effectiveness of these actions.

Community Goal #1 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☒ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	

 Goal 2: Expand language services for the public and our constituents. 

· Translate additional materials into target languages, created more culturally relevant materials.
· Translate compliance materials for campaigns and candidates participating in the matching funds program.
· Continue to expand our language access team by hiring a language access generalist.
· Create more multi-lingual social media content to reach a wider audience.
· Hold frequent discussions to strategize how to gather community feedback on the quality of the CFB’s translations. 
· Create more accessible versions of our physical reading materials such as continuing to print items in large print and creating materials in Braille.


Please describe the steps that your agency has taken to meet this goal. Include actions taken to establish your agency as a leading service provider to the citizens of New York City focused on diversity, equity, and inclusion, while reflecting the variety of communities that are served  How do you evaluate the effectiveness of these actions?

During Q4 of FY 2024, the CFB continued to comply with our expanded language access mandate by translating additional materials into target languages and creating more culturally relevant materials. 

We will continue to analyze relevant data such as community event attendance records and voter data to understand the efficacy of our actions.

Community Goal #2 Updates:
Q1 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	


D. Equity, Inclusion and Race Relations Initiatives:

Please list the Equity, Inclusion and Race Relations initiatives included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2024, which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan.

Please describe the steps that your agency has taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. Please specify Equity and Race Relations initiatives embarked on, or continued from previous year(s), e.g., meetings, educational and cultural programs, presentations, discussions, books/articles, other suggested readings, etc., and describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?


 Goal: Create a space for open dialogue and education in the workplace that welcomes a diversity of perspectives. 
· Roll out a discussion series entitled “Complicated Conversations” wherein staff will have an opportunity to participate in conversations around identity in the workplace. The theme will be changed monthly. Through this discussion series, the CFB will also engage outside speakers and trainers to facilitate dialogue and trainings.
· Partner with the Director of Learning and Development to create and administer a training on the multi-generational workplace. 
· Use an all-staff meeting to discuss height and weight discrimination in the workplace.
· Research private sector microaggression training options to be administered to staff. The microaggression training will address microaggressions across different identities, such as race, gender, disability, religion, physical appearance, and age.  This training may be a part of the above-mentioned “Complicated Conversations” series.
· Hold cultural and heritage month celebrations in accordance with DEI awareness calendars. The CFB typically requires a substantive educational and dialogue component to these celebrations so that employees are engaged in and aware of matters that are impacting the referenced groups in real time. These events also include material on how to be an ally to various groups. 
· Update and disseminate DEI calendar and materials. 
· Use the Diversity, Equity and Inclusion committee to surface issues related to DEI in the workplace from the workforce to avoid echo chambers. 


Please describe the activities, including the dates when the activities occurred. How do you evaluate the impact of these initiatives?

In Q4 of FY 2024, we continued to send out email acknowledgments for various holidays and diversity dates as well as heritage months. Other initiatives were temporarily delayed as the EEO Office collected data to implement results of our pay equity study. The DEI Committee continued to meet during Q4 to discuss DEI matters and best practices. 

Equity, Inclusion and Race Relations Initiative #1 Updates:
Q1 Update: 	☐ Planned       ☒ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☒ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
I. [bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340][bookmark: _Toc147425797][bookmark: _Toc147425881][bookmark: _Toc147426195][bookmark: _Toc147426227]
II. [bookmark: _Toc116503097][bookmark: _Toc116503133][bookmark: _Toc116573391][bookmark: _Toc116662131][bookmark: _Toc116662227][bookmark: _Toc116662260][bookmark: _Toc116664280][bookmark: _Toc116664341][bookmark: _Toc147425798][bookmark: _Toc147425882][bookmark: _Toc147426196][bookmark: _Toc147426228]
III. [bookmark: _Toc116503098][bookmark: _Toc116503134][bookmark: _Toc116573392][bookmark: _Toc116662132][bookmark: _Toc116662228][bookmark: _Toc116662261][bookmark: _Toc116664281][bookmark: _Toc116664342][bookmark: _Toc147425799][bookmark: _Toc147425883][bookmark: _Toc147426197][bookmark: _Toc147426229]
IV. [bookmark: _Toc116503099][bookmark: _Toc116503135][bookmark: _Toc116573393][bookmark: _Toc116662133][bookmark: _Toc116662229][bookmark: _Toc116662262][bookmark: _Toc116664282][bookmark: _Toc116664343][bookmark: _Toc147425800][bookmark: _Toc147425884][bookmark: _Toc147426198][bookmark: _Toc147426230]
V. Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., targeted outreach and outreach, diversity recruitment, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 

1. The CFB will develop and administer an updated unconscious bias and structured interviewing training to all hiring managers at the agency to include added protected classes and best practices.

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?

The CFB has an unconscious bias and structured interviewing training and plans to administer the training agencywide during Q4 of FY 2024. We plan to evaluate the effectiveness of these actions by assessing the demographic information of our selected candidates.

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

2. This fiscal year, our recently hired Talent Acquisition specialist will be, in conjunction with the Chief EEO Officer and Chief People Officer shaping their recruitment strategy to be informed by the use of the DCAS provided underutilization reports. The same Talent Acquisition specialist will be sent to professional development courses to strengthen their competencies in DEI recruitment practices.

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	

The agency has plans to fill this position or a reworked version of this position during FY 2025. 

Recruitment Initiatives/Strategies #2 Updates:	
Q1 Update: 	☐ Planned       ☒ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q2 Update: 	☐ Planned       ☒ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q3 Update: 	☐ Planned       ☒ Not started	 ☐ Ongoing 	☐ Delayed 	☐ Deferred 	☐ Completed	
Q4 Update: 	☐ Planned       ☐ Not started	 ☐ Ongoing 	☐ Delayed 	☒ Deferred 	☐ Completed	


The CFB will initiate a pilot resume redaction program (starting with one position) to gauge the effectiveness of resume redaction to combat unconscious bias hiring practices. 

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies.  How do you evaluate the effectiveness of these actions?	

Recently released research indicates that resume redaction, in some instances, may increase opportunities for workplace discrimination. Plans to roll out this program are on hold until further discussion is held amongst relevant stakeholders. 


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

B. Recruitment Efforts for Civil Service Exams
List all recruitment events that were held by the agency to promote open-competitive civil service examinations.

N/A
		
	Quarter #
	Event Date
	Event Name
	Borough

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


		




List actual expenditures related to recruiting candidates for open-competitive and promotion civil service exams.

	Borough
	Approximate Dollar
Amount ($) in Q1
	Approximate Dollar
Amount ($) in Q2
	Approximate Dollar
Amount ($) in Q3
	Approximate Dollar
Amount ($) in Q4

	Bronx
	
	
	
	

	Brooklyn
	
	
	
	

	Manhattan
	
	
	
	

	Queens
	
	
	
	

	Staten Island
	
	
	
	




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

Q4: 
1. Indeed
2. Handshake
3. Diversity.com
4. LinkedIn
5. Veterans Services

D. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2024. [Note:  Please update this information every quarter.]

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

1. Urban Fellows Total:

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White 1 Two or more Races___

Gender* [#s]:  M ___ F ___ N-B 1 O ___ U ___

2. Public Service Corps Total:

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

Gender* [#s]: M ___ F ___ N-B ___ O ___ U ___

3. Summer College Interns Total:

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White___ Two or more Races___

Gender* [#s]: M ___ F ___ N-B ___ O ___ U ___

4. Summer Graduate Interns Total:

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander___ Native American___ White 2 Two or more Races___

Gender* [#s]: M ___ F 2 N-B ___ O ___ U ___

5. Other (specify) Total: NYC Votes Youth Ambassadors: 19 

Race/Ethnicity* [#s]: Black 7 Hispanic  4 Asian/Pacific Islander 4  Native American___ White___ Two or more Races 1

Gender* [#s]: M 2 F 17 N-B ___ O ___ U ___

Additional comments: 








E. 55-A Program

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

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

Q1 (9/30/2023):  __________  Q2 (12/31/2023):  __________  Q3 (3/31/2024):  __________  Q4 (6/30/2024):  __________

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

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

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

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

The 55-a Coordinator has achieved the following goals:

1. Disseminated 55-a information –   N/A
    by e-mail:    ☐ Yes   ☒ No
	     in training sessions:    ☐ Yes   ☒ No
on the agency website:    ☐ Yes   ☒ No
through an agency newsletter:    ☐ Yes   ☒ No
Other:_________________________________
2.  ___________________________________________________________________________________
3.  ___________________________________________________________________________________


VI. Selection (Hiring and Promotion)

Please review Section VI of your  FY 2024 Diversity, Equity, Inclusion and EEO Plan and describe your activities for this quarter below:

Please list additional Selection Strategies and Initiatives which you set/declared in your FY 2024 Diversity, Equity, Inclusion and EEO Plan (e.g., use of structured interview, EEO or APO representatives observing interviews, review of placements, review of e-hire applicant data).
Please describe the steps that your agency has taken to meet these objectives.
1.  Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer  opportunities.

Our agency Career Counselor regularly disseminates to all staff information regarding Civil Service 101 information sessions, civil service exam notifications. Our agency Career Counselor also sends out notifications to all-staff via email whenever there is an opportunity for advancement or transfer within the agency. All staff are encouraged to apply to positions. 
Our agency has also sent emails to staff notifying them of their ability to make an appointment with our agency Career Counselor should they seek more information about growth or advancement within the agency. Employees seeking learning, coaching or training opportunities are encouraged to reach out to our Director of Learning and Development.

2. Reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions.
The CFB consistently reviews the methods by which candidates are selected for appointment, promotion and the filling of vacancies. No decision is left to one individual, rather decisions must go through multiple levels of review and the requestor must be able to demonstrate, in writing, why the employment action they are seeking to enact is justified. The CFB continues to review required documentation such as compensation rubrics, selection criteria, interview questions in the pursuit of a fair and equitable workplace. 
Whenever there is a promotion or new hire at the CFB, we have already integrated into our hiring policies, that hiring managers must submit a hiring package outlining ahead of time, the preferred qualities in a candidate, a compensation rubric and require that the hiring manager(s) must submit a written statement explaining why their selected candidate was objectively the most qualified candidate for the position. This hiring package is sent to the Chief People Officer, Chief EEO Officer and agency head. This provides an opportunity for dialogue if others in the selection process would like to add feedback, disagree, or have an opportunity to explore additional candidates. 

The CFB’s Chief EEO Officer has created a best practice guide as part of a hiring toolkit for hiring managers that reviews areas for potential bias in hiring decisions and candidate interviews. 

All vacancy posting protocols must be reviewed by the agency head, Chief People Officer and Chief EEO Officer or their designees to be approved for posting. 

Chief People Officer and Chief EEO Officer consults with hiring managers whenever they encounter an issue with creating selection criteria or making selection decisions.

The use of structured interviewing is required at the CFB. 

All hiring managers are trained on structured interviewing and unconscious bias. All interview questions are reviewed by the agency head, Chief People Officer and Chief EEO Officer or their designees before hiring managers are authorized to fill a vacancy.

The CFB has continued to participate in job fairs, offer reasonable accommodations to all job applicants and internal candidates, ensure our facilities are ADA accessible, and provide opportunities for our external and internal candidates to provide feedback on any perceived or actual structural barriers to employment. The CFB emphasizes a skills-based hiring protocol that considers relevant experience and/or acquired skills in lieu of a formal education (when possible) in an effort to reduce barriers to employment. 



3. Describe the role of agency EEO Officer and other EEO staff in the selection of candidates for appointment or promotion (pre- and post-appointment).

As noted earlier, the Agency Chief EEO Officer reviews all promotion and hiring requests and discusses each request with the Chief People Officer and agency head. If any issues arise, if the hiring manager has not provided sufficient evidence that a candidate is qualified for a position, or if the salary being offered threatens pay parity, these issues will be flagged and discussed during the meetings. Hiring managers are expected to either provide an explanation to justify their decision or implement any changes suggested by the Chief EEO/DEI Officer, Chief People Officer or the agency head. 


4. Analyzing the impact of layoffs or terminations on racial, gender and age groups.

The CFB will use data provided by our HRIS to analyze the impact of layoffs or terminations on racial, gender and age groups. The CFB will adhere to DCAS layoff procedures.



During this Quarter the Agency activities included:	# of Vacancies		# of New Hires	# of New Promotions
Q1	   # 64			    # 4			   # 3
Q2	   # 56		 	   # 8	                             # 0
Q3	   # 51			    # 11			   # 8
Q4	   # 25	 		    # 8			   # 1

I. [bookmark: _Toc116503101][bookmark: _Toc116503137][bookmark: _Toc116573395][bookmark: _Toc116662135][bookmark: _Toc116662231][bookmark: _Toc116662264][bookmark: _Toc116664284][bookmark: _Toc116664345][bookmark: _Toc147425802][bookmark: _Toc147425886][bookmark: _Toc147426200][bookmark: _Toc147426232]
II. [bookmark: _Toc147425803][bookmark: _Toc147425887][bookmark: _Toc147426201][bookmark: _Toc147426233]
III. [bookmark: _Toc147425804][bookmark: _Toc147425888][bookmark: _Toc147426202][bookmark: _Toc147426234]
IV. [bookmark: _Toc147425805][bookmark: _Toc147425889][bookmark: _Toc147426203][bookmark: _Toc147426235]
V. [bookmark: _Toc147425806][bookmark: _Toc147425890][bookmark: _Toc147426204][bookmark: _Toc147426236]
VI. [bookmark: _Toc147425807][bookmark: _Toc147425891][bookmark: _Toc147426205][bookmark: _Toc147426237]
VII. Training

[bookmark: _Hlk530067472]Please provide your training information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).


IV. [bookmark: _Toc116503107][bookmark: _Toc116503143][bookmark: _Toc116573401][bookmark: _Toc116662141][bookmark: _Toc116662237][bookmark: _Toc116662270][bookmark: _Toc116664290][bookmark: _Toc116664351][bookmark: _Toc147425809][bookmark: _Toc147425893][bookmark: _Toc147426207][bookmark: _Toc147426239]
V. [bookmark: _Toc116503108][bookmark: _Toc116503144][bookmark: _Toc116573402][bookmark: _Toc116662142][bookmark: _Toc116662238][bookmark: _Toc116662271][bookmark: _Toc116664291][bookmark: _Toc116664352][bookmark: _Toc147425810][bookmark: _Toc147425894][bookmark: _Toc147426208][bookmark: _Toc147426240]
VIII. Reasonable Accommodation

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

The agency did input full Reasonable Accommodation activity on the DCAS Citywide Complaint and Reasonable Accommodation (CAD) Database:

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


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


A. Local Law 92:  Annual Sexual Harassment Prevention training

Please provide Sexual Harassment Prevention Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).

B. Local Law 97:  Annual Sexual Harassment Reporting

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

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

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

Report all complaints and their disposition in the DCAS Citywide Complaint/Reasonable Accommodation Tracking System by logging into your CICS Account at:  https://mspwva-ctwapx02.csc.nycnet/Login.aspx


C. Executive Order 16:  Training on Transgender Diversity and Inclusion

Please provide E.O. 16 Training Information in Part II of the report “DEI-EEO Training Summary” (in MS Excel).



I. [bookmark: _Toc116503111][bookmark: _Toc116503147][bookmark: _Toc116573405][bookmark: _Toc116662145][bookmark: _Toc116662241][bookmark: _Toc116662274][bookmark: _Toc116664294][bookmark: _Toc116664355][bookmark: _Toc147425813][bookmark: _Toc147425897][bookmark: _Toc147426211][bookmark: _Toc147426243]
II. [bookmark: _Toc116503112][bookmark: _Toc116503148][bookmark: _Toc116573406][bookmark: _Toc116662146][bookmark: _Toc116662242][bookmark: _Toc116662275][bookmark: _Toc116664295][bookmark: _Toc116664356][bookmark: _Toc147425814][bookmark: _Toc147425898][bookmark: _Toc147426212][bookmark: _Toc147426244]
III. [bookmark: _Toc116503113][bookmark: _Toc116503149][bookmark: _Toc116573407][bookmark: _Toc116662147][bookmark: _Toc116662243][bookmark: _Toc116662276][bookmark: _Toc116664296][bookmark: _Toc116664357][bookmark: _Toc147425815][bookmark: _Toc147425899][bookmark: _Toc147426213][bookmark: _Toc147426245]
IV. [bookmark: _Toc116503114][bookmark: _Toc116503150][bookmark: _Toc116573408][bookmark: _Toc116662148][bookmark: _Toc116662244][bookmark: _Toc116662277][bookmark: _Toc116664297][bookmark: _Toc116664358][bookmark: _Toc147425816][bookmark: _Toc147425900][bookmark: _Toc147426214][bookmark: _Toc147426246]
V. [bookmark: _Toc116503115][bookmark: _Toc116503151][bookmark: _Toc116573409][bookmark: _Toc116662149][bookmark: _Toc116662245][bookmark: _Toc116662278][bookmark: _Toc116664298][bookmark: _Toc116664359][bookmark: _Toc147425817][bookmark: _Toc147425901][bookmark: _Toc147426215][bookmark: _Toc147426247]
VI. [bookmark: _Toc116503116][bookmark: _Toc116503152][bookmark: _Toc116573410][bookmark: _Toc116662150][bookmark: _Toc116662246][bookmark: _Toc116662279][bookmark: _Toc116664299][bookmark: _Toc116664360][bookmark: _Toc147425818][bookmark: _Toc147425902][bookmark: _Toc147426216][bookmark: _Toc147426248]
VII. [bookmark: _Toc116503117][bookmark: _Toc116503153][bookmark: _Toc116573411][bookmark: _Toc116662151][bookmark: _Toc116662247][bookmark: _Toc116662280][bookmark: _Toc116664300][bookmark: _Toc116664361][bookmark: _Toc147425819][bookmark: _Toc147425903][bookmark: _Toc147426217][bookmark: _Toc147426249]
VIII. [bookmark: _Toc116503118][bookmark: _Toc116503154][bookmark: _Toc116573412][bookmark: _Toc116662152][bookmark: _Toc116662248][bookmark: _Toc116662281][bookmark: _Toc116664301][bookmark: _Toc116664362][bookmark: _Toc147425820][bookmark: _Toc147425904][bookmark: _Toc147426218][bookmark: _Toc147426250]
IX.  Audits and Corrective Measures

Please choose the statement that applies to your agency. 

☒ The agency is NOT involved in an audit conducted by NYC Equal Employment Practice Commission (EEPC) or another governmental   agency specific to our EEO practices.

☐ The agency is involved in an audit; please specify who is conducting the audit: ___________________________________.
	
	☐ Attach the audit recommendations by EEPC or the other auditing agency.

	☐ The agency has submitted or will submit to DCAS Citywide Equity and Inclusion an amendment letter, which shall amend the agency      plan for FY 2023.

☒ The agency received a Certificate of Compliance from the auditing agency in 2022 or 2023.

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


Appendix A: EEO Personnel Details

EEO  Personnel For 4th Quarter, FY 2024

Personnel Changes

	Personnel Changes this Quarter:	☒   No Changes
	Number of Additions: 
	Number of Deletions: 

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

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

	Date of Change in EEO Role
	Start Date or Termination Date: 12/ 4/ 2023
	Start Date or Termination Date: 
	Start Date or Termination Date: 

	

	Employee's Name & Title
	
	
	

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

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

	For New EEO Professionals:

	
Name & Title
	4. 
	5. 
	6. 

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

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

	

	Name & Title			
	
	
	

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

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



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

	Name & EEO Role			
	1. Kirann Nesbit, Chief EEO/DEI Officer
	2.	Ama Acquah (EEO Counselor)
	3. Sarah Jackson (EEO Inv./DEI Sp.)

	Completed EEO Trainings:
1. Everybody Matters-EEO and D&I
2. Sexual Harassment Prevention
3. lgbTq: The Power of Inclusion
4. Disability Awareness & Etiquette 
5. Unconscious Bias
6. Microaggressions
7. EEO Officer Essentials:
Complaint/Investigative Processes
8. EEO Officer Essentials:
 Reasonable Accommodation
9. Essential Overview Training
for New EEO Officers
10. Understanding CEEDS Reports
	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☒  Yes			☐  No
☒  Yes			☐  No
 ☒  Yes			☐  No
☒  Yes			☐  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes			☐  No







EEO Personnel Training Continued:

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

	Name & EEO Role
	4.
	5.
	6.

		Completed EEO Trainings:
1. Everybody Matters-EEO and D&I
2. Sexual Harassment Prevention
3. lgbTq: The Power of Inclusion
4. Disability Awareness & Etiquette 
5. Unconscious Bias
6. Microaggressions
7. EEO Officer Essentials:
      Complaint/Investigative Processes
8. EEO Officer Essentials:
       Reasonable Accommodation
9. Essential Overview Training
      for New EEO Officers
10. Understanding CEEDS Reports

	



	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☐  No
 ☒  Yes			☐  No
☒  Yes			☐  No
 ☒  Yes			☐  No
☒  Yes			☐  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No

	 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☒  Yes			☐  No
 ☐  Yes			☐  No
 ☐  Yes			☒  No
☐  Yes			☒  No
 ☐  Yes			☒  No
☐  Yes			☒  No








EEO Personnel Contact Information (Please list all current EEO professionals)

Please provide full mailing address of the principal Agency EEO Office:
	MAILING ADDRESS:	

Diversity and EEO Staffing as of 3rd Quarter FY 2024*


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

	EEO Officer/Director
	Kirann Nesbit, Chief EEO/DEI Officer
	CFB Analyst III
	100%
	KNesbit@nyccfb.info
	(212) 409-1847

	Deputy EEO Officer OR
Co-EEO Officer
	
	
	
	
	

	Chief Diversity & Inclusion Officer
	See above. 
	
	
	
	

	Diversity & Inclusion Officer
	
	
	
	
	

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	See above. 
	
	
	
	

	ADA Coordinator
	See above. 
	
	
	
	

	Disability Rights Coordinator
	See above. 
	
	
	
	

	Disability Services Facilitator
	See above. 
	
	
	
	

	55-a Coordinator
	
	
	
	
	

	Career Counselor
	Shanulda Decamp, Deputy Chief People Officer
	CFB Analyst III
	5-10%
	SDeCamp@nyccfb.info 
	

	EEO Counselor
	
	
	
	
	

	EEO Investigator
	
	
	
	
	

	EEO Counselor/Investigator 
	
	
	
	
	

	Investigator/Trainer
	
	
	
	
	

	EEO Training Liaison
	
	
	
	
	

	EEO Investigator/DEI Specialist
	Sarah Jackson
	CFB Analyst II
	100%
	SJackson@nyccfb.info
	

	Other (specify)
	
	
	
	
	


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