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[bookmark: _Toc116664334]Instructions for Filling out Quarterly Reports FY 2023

[Note:  These forms are cumulative and intended to retain information for the entire FY 2023.
For Q2, Q3 and Q4, use previous quarter’s submission to update, retaining all information for the prior quarters]

1. Please save this file as “XXXX Quarter X FY 2023 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 2023 DEI-EEO 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.

[bookmark: _Toc116664335]
Part I:  Narrative Summary


I. [bookmark: _Toc116664336]Commitment and Accountability Statement by the Agency Head

[bookmark: _Hlk530066932]Distributed to all agency employees?	☒ Yes, On (Date): ___10/21/2022___	☐ No
						☒ By e-mail	
						☒ Posted on agency intranet
						☒ Other _posted on bulletin boards in all Mayor’s Office locations_


II. [bookmark: _Toc116664337]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:


	
III. [bookmark: _Toc116664338] Workforce Review and Analysis

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

Q1 (9/30/2022):  __436__ Q2 (12/31/2022):  ___467___ Q3 (3/31/2023):  __460__ Q4 (6/30/2023):  __________

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

	☒ Yes	 On (Date): __10/28/2022____	☒ Yes	 again on (Date): __11/15/2022_ 	☐ No		

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

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

☒ Yes	 On (Dates):

		 Q1 Review Date:   __10/18/2022__   Q2 Review Date:  01/13/2023_   Q3 Review date:  _04/12/2023_   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 Chief EEO Officer/EEO Unit       ☒ Other Chief EEO Officer/EEO Unit     ☒ Other Chief EEO Officer/EEO Unit    	☐ Other __________
		☐ Not conducted		      ☐ Not conducted		          ☐ Not conducted 		☐ Not conducted



IV. [bookmark: _Toc116664339]EEO, Diversity, Inclusion and Equity Initiatives for FY 2023

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 2023.

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 2023 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).


1. The Human Resources (HR) team post’s positions using a diverse set of external sources, such as veteran’s affairs, AARP, Politico, and other    community boards (CBO’s).



· 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. What steps were taken to evaluate effectiveness of these actions?

The agency HR team continually posts positions on external recruitment websites and at community boards in an effort to achieve and promote diversity, equity, and inclusion from a more diverse applicant pool. This strategy is evaluated and measured for effectiveness based on the selection of diverse applicants that are received from these external sources which helps the agency to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and to address underutilization in third quarter job groups.

	
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. The HR team plans to attend career and recruitment fairs at Private and Public institutions and seek out CBO events.




· 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. What steps were taken to evaluate effectiveness of these actions?


The agency HR team plans to attend career and recruitment fairs at private and public institutions and seek out community events in the future in an effort to select applicants from a more diverse applicant pool in order to achieve and promote diversity, equity, and inclusion. This strategy will be evaluated and measured for effectiveness based on the quantity and experience of diverse applicants that are received from these external events which will further the agency’s diversity, equity, and inclusion initiative, fill vacancies, and address underutilization in current and future job groups.

	
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	



3. The HR team review’s promotional opportunities to ensure equitable access, including development opportunities.



· 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. What steps were taken to evaluate effectiveness of these actions?

The HR team continuously review’s promotional opportunities to ensure equitable access, including development opportunities for staff members as a part of the agency’s diversity, equity, and inclusion initiatives. This strategy is addressed by posting job positions internally as well as externally and providing resources for educational and skills development for staff members. In Quarter 3 of fiscal year 2023, the Administrative Services unit in collaboration with the agency management team, the MIS department, and the HR team have collaborated to create an annual performance evaluation program that gives all staff members a chance to perform a self-assessment, to meet with supervisors for discussion, and to incorporate goals in their annual performance evaluations with timelines that lends to future promotional and development opportunities. The effectiveness of these initiatives and programs are measured by improvements in agency morale, culture, and the number of internal applicants that apply for positions in-house and who are promoted in-house; it’s also measured in the development programs and opportunities provided to staff. 

	
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.   Mayor Adams has intentionally set up his administration with the goal of representing diversity, inclusion, and equity in the Mayor’s Office workforce. He thought intentionally about “emotional intelligence” and demographic representation with is postings to key positions. As of July 11, 2022, he has already appointed a woman to lead the New York City Police Department and he did, setting up Keechant Sewell to be the first female commissioner to lead the country’s largest police force. Mayor Adams has also appointed five of his six deputy mayors will be women – and five of them people of color. And the leader of the city Department of Correction will be a Latino man, Louis Molina, overseeing a majority Black and Latino workforce overseeing jails where the majority of people incarcerated are also people of color. The Mayor continues to pursue diversity, inclusion, and equity in his future hires to the city’s’ workforce. 



· 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. What steps were taken to evaluate effectiveness of these actions?

The Mayor’s Office has utilized the diverse applicant pool from the communities of New York City to fill positions in his administration. The Mayor’s Office works to not only fill vacancies but to address areas of underutilization and inequality by hiring a diverse list of minority applicants to foster diversity, equity, and inclusion. The hiring of the first female commissioner of the NYPD and other note worthy positions shows the effectiveness of the actions and goals of the Mayor to build a diverse, inclusive, and equitable team to run NYC. The Mayor continues to pursue diversity, equity, and inclusion in all his future hires. 
	
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	



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

· The Deputy Chief Administrative Officer (representing Human Resources) is provided with a report of the job groups of underutilizations monthly along with resources like the DCAS Inclusive Recruitment Guide for City Agencies to assist with resources for recruitment to address areas of underutilization. The EEO, Employee Relations, Diversity & Inclusion Office assists the Human Resources department as needed with understanding of the CEEDS report, areas of underutilization, and any type of assistance that is needed for recruitment and to promote a diverse, equitable, and inclusive workforce and workplace. The past area of underutilization for quarter one of fiscal year 2023 is in the clericals job group for Black women. The past area of underutilization for quarter 2 of fiscal year 2023 is in the clericals job group for Black women and in the paraprofessional occupations job group for Black women. The current area of underutilization for quarter three of fiscal year 2023 is in the clericals job group for Black women.




· 

B. Workplace:

Please list the Workplace Goal(s) included in Section IV: Diversity, Equity, Inclusion and EEO Initiatives for FY 2023, which you set/declared in your FY 2023 Diversity, Equity, Inclusion and EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).

	

1.   The HR team will continue to revamp and reenergize the Mayor Office Jobs Newsletter to promote positions periodically to contacts at colleges, community-based organizations, community boards, NYC agencies, and the in-house leadership team. HR continues to promote positions throughout a wide range of sources. We intend to partner with CBO’s in the near future. This is an ongoing goal.

	



 
· 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. What steps were taken to evaluate effectiveness of these actions?


The agency HR team revamps and reenergizes the Mayor’s Office Jobs Newsletter to promote positions periodically to contacts at colleges, community-based organizations, community board, NYC agencies, and the in-house leadership team and continues to promote positions through a wide range of sources by partnering with other Mayoral agencies as well as external agencies in an effort to achieve and promote diversity, equity, and inclusion from a more diverse applicant pool. This strategy is evaluated and measured for effectiveness based on the number of diverse applicants that are received from these external sources which helps the agency to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and helps to address areas of underutilization in third quarter job groups.


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.   The HR team continues to garner the support of the Mayor’s Office of Appointments in the effort to promote diversity and leadership through their vast pool of candidates, in various ways through our units, via Mayoral Appointments, and by way of city agencies.

	




· 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. What steps were taken to evaluate effectiveness of these actions?


The agency HR team partners with the Mayor’s Office of Appointments in an effort to achieve and promote diversity, equity, and inclusion from a more diverse applicant pool. This strategy is evaluated and measured for effectiveness based on the number of diverse applicants that are received based on this partnership which helps the Mayor’s Office to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and addresses areas of underutilization in third quarter job groups.

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	




[bookmark: _Hlk118097782]3.   The Mayor’s EEO, Employee Relations, Diversity & Inclusion team provides annual Employee Relations and EEO flyers via the agency intranet, postings on bulletin boards in each agency location, and via emails to all staff members with contact information for the EEO, Employee Relations, Diversity & Inclusion Office and EEO Hotline. This provides agency personnel with the opportunity to contact the EEO, Employee Relations, Diversity & Inclusion Office at any time for complaints, training assistance or other.






· 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. What steps were taken to evaluate effectiveness of these actions?

The Mayor’s EEO, Employee Relations, Diversity & Inclusion team has met this goal by making Employee Relations, RA, and EEO flyers, policies, and procedures with contact information for the EEO, Employee Relations, Diversity & Inclusion Office and the EEO Hotline available via the agency intranet; bulletin boards at each agency location; and via emails to all staff members. This provides agency personnel with the opportunity to contact the EEO, Employee Relations, Diversity & Inclusion Office at any time for complaints, training assistance or which lends towards creating an equitable work environment in which staff are knowledgeable of their rights and understand that discrimination, harassment, and retaliation are prohibited. The effectiveness of these actions is measured by the increased volume of staff that have contacted the EEO hotline and mailbox for a variety of EEO and RA matters as they become more aware of the EEO Office and the Chief EEO Officer.
	
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.   The Mayor’s Office, Strategic Initiatives Team will continue promoting in fiscal year 2023 City Hall Games – a program of events and competitions focused on equity, diversity, and inclusion for all Mayor’s Office staff. This program has been successful and continues with monthly events and programs to promote inclusion, workplace culture, and positive employee activities to maintain a positive morale.



· 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. What steps were taken to evaluate effectiveness of these actions?

Team leaders promote these recreational activities for staff to foster an inclusive and cohesive environment. The City Hall Games gives all staff an opportunity for inclusion and promotes equity and diversity which increases work morale, workplace culture, motivates staff, and helps to retain talent. The effectiveness of these recreational programs is measured in the great turnout and participation at all programmed events.

	
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	




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

· [bookmark: _Hlk135205837]On October 10, 2022, the New York City Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) in collaboration with community advocates started a citywide campaign to recognize October as National Domestic Violence Awareness Month (DVAM), and promoted NYC Go Purple Day on Thursday, October 20th, 2022. Emails with resources on domestic violence (DV), DV events, and NYC Go Purple Day were sent out to Mayor’s Office staff with a DVAM toolkit to spread the word.

· The Mayor’s EEO Office circulated its first quarterly agency wide EEO Newsletter via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process on October 13, 2022.

· The Mayor’s EEO Office shared information via email on October 18, 2022 with all Mayor’s Office staff regarding the LGBTQ+ Latinx Equity City Talk Panel presented by the Mayor’s Office Unity Project in partnership with the Department of Citywide Administrative Services to educate and strengthen our diverse and inclusive workforce on October 21, 2022. 

· [bookmark: _Hlk135206100]Mayor Eric Adams and Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022. 

· [bookmark: _Hlk135205989]The Mayor’s EEO Office emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on October 21, 2022.

· On October 28, 2022, the Human Resources department circulated emails to all Mayor’s office staff to respond to an Ethnic Groups questionnaire and to self-identify in ESS.

· The Mayor’s EEO Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer November 7, 2022.

· Email sent from the Mayor’s EEO Office to all Mayor’s Office staff to salute veterans on Veterans day with link to the history of veteran’s day and provided tips on how to celebrate National Veterans and Military Families Month November 7, 2022.

· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer on September 26, 2022, November 4, 2022, and November 7, 2022.

· Updated EEO, D&I flyer posted on bulletin boards at all Mayor’s Office locations on September 26, 2022, November 4, 2022, and November 7, 2022.

· On November 15, 2022, the Human Resources department circulated emails to all Mayor’s office staff to update their professional skills profile in ESS by updating licenses and certifications, language skills, and education credentials; and to also self-identify in ESS.

· The Mayor’s EEO Office started meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members November 16, 2022.

· [bookmark: _Hlk135206206]On November 21, 2022, the Human Resources department circulated emails to all Mayor’s office staff regarding the NYC Hayes Innovation Prize contest for innovative and outstanding city government employees.

· The NYC Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) circulates a newsletter to all Mayor’s Office staff with current ENDGBV related news, laws, policies, and resources for victims of domestic and gender-based violence and toolkits to help spread awareness. The newsletter also discusses current ENDGBV campaigns and provides resources and contact information to report domestic violence and gender-based violence. The most recent newsletter was sent on November 23, 2022.

· On December 1, 2022, the Human Resources department sent emails to all Mayor’s Office staff to promote the Citywide Disability-Inclusive Recruitment and Retention training on Tuesday, December 13th, 10:00am – 12:00pm, held by The Mayor’s Office for People with Disabilities and co-hosted by DCAS.

· On December 1, 2022, the Human Resources department and Mayor Adams sent separate emails to all Mayor’s Office staff members reflecting on the history of World Aids Day and raising awareness for testing.

· Mandated EEO trainings are deployed and monitored by the EEO, Employee Relations, Diversity & Inclusion Office in collaboration with DCAS and email reminders are sent to team members who have not completed the trainings on October 5, 2022, November 4, 2022, and December 9, 2022.
· Re-deployments and follow ups are conducted until the trainings are completed in accordance with mandates on November 4, 2022 and December 9, 2022.

· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations as of December 23, 2022.
· The Mayor’s office intranet was updated on December 23, 2022 with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.

· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows (ongoing – 2 weeks after the start date of each type of new hire).

· The Human Resources department circulates ongoing monthly newsletters and weekly emails regarding a variety of topics including HR matters, benefits, trainings, health matters, self-care, wellness calendar and resources, volunteer opportunities, upcoming office events and health clinics, raising awareness, some major upcoming holidays, office events and campaigns, and monthly diversity and inclusion topics to all agency staff (ongoing).

· Mayor Eric Adams circulates weekly emails to all city staff members informing them of the work that he and the Mayor’s Office Team have completed for all City personnel and for the City of New York in the past week (ongoing).

· The Mayor’s Office Chief of Staff circulates an ongoing monthly email to all Mayor’s Office team members with an inspirational message and a recommended reading selection along with a list of past recommended readings from January to December of 2022. 

· The Mayor’s Office will leverage information from internal and citywide employee engagement surveys on an ongoing basis. Specifically, the Mayor’s Office will use employee feedback and survey data to create, update, and implement action plans to improve organizational culture; encourage leadership approaches that support employee engagement and belonging; and address specific employee concerns (ongoing).

· The Mayor’s Office, HR team continues to enhance our talents’ analytical capabilities and human capital data developments within the agency to utilize internal reporting to identify areas of strengths and weaknesses to develop workplace improvements. (ongoing)

· The Mayor’s Office, HR team periodically runs reports to audit and review salaries to ensure pay parity when reviewing employee compensation; and evaluate any noticeable disparities amongst employees performing the same or substantially similar jobs. (ongoing)

· The Mayor’s Office, HR team is working on developing & implementing pay transparency policies, which will include the continued use of salary scales. (ongoing)

· The Mayor’s Office HR team strives to have diverse representation in wage and leadership by adhering to the Pay Equity Law and posting to a diverse selection of posting sites to garner the most diverse candidates. The HR team plans to work closely with our units and Senior Leadership within our workplace to garner diverse applicants for an inclusive selection process. (ongoing)

· A workplace, Women’s City Network Event is held within the Mayor’s Office (ongoing) – which features various guest speakers that explain their career experiences, growth, and how to navigate city government while staying focused on self-care and career expansion.

· The EEO, Employee Relations, Diversity & Inclusion Office will continue to promote the visibility and contact information for the Chief EEO Officer, EEO, Employee Relations, Diversity & Inclusion Office, and EEO resources available for all team members periodically on an ongoing basis. (ongoing)

· The EEO, Employee Relations, Diversity & Inclusion Office continues to routinely educate team members on the citywide EEO policy as well as discrimination and harassment in the workplace. (ongoing)

· On January 4, 2023, the Mayor’s EEO Office circulated Volume #2 of its quarterly agencywide EEO Newsletter via email to over a thousand staff members with a spotlight on the Mayor’s Commission on Gender Equity (CGE) unit. The newsletter contained EEO and EAP mental health resources. It also introduced the Office of Labor Relations WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) which focuses on eliminating inequity and injustices in access and education to health resources. fun fitness resources, and self-care tips and resources. The newsletter provided monthly Diversity and Inclusion(D&I) events, holidays, and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, and EEO office contacts information.

· On January 4, 2023, the Mayor’s EEO Office held a meeting with Mayor’s Office of People with Disabilities staff to discuss making publications more accessible for all Mayor’s Office staff.

· On January 4, 2023, the EEO Office attended the Mayor’s Office of Criminal Justice (MOCJ) Senior Staff Meeting on EEO matters to provide guidance pertaining to EEO/RA resources, the RA process, return to work expectations, how to file an extension of an RA, and RA requests for workplace equipment.

· On January 5, 2023, the Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) and the Mayor’s Fund to Advance New York City announced that they have teamed up with T-Mobile and its Assurance Wireless program again to help survivors of domestic and gender-based violence with their immediate safety needs. Building upon a previous initiative that ENDGBV launched with T-Mobile in June 2021 to provide free phones at the City’s Family Justice Centers, and discounted mobile plans to survivors of domestic and gender-based violence through their local T-Mobile stores, the Assurance Wireless program will enable survivors to apply for a free phone and mobile service from the safety and comfort of the City’s five borough-based Family Justice Centers. The Assurance Wireless program combines federal Lifeline Assistance and Affordable Connectivity Program (ACP)* benefits to offer free unlimited data, talk, and text as well as free 10GB mobile hotspot data every month, plus a free smartphone to eligible recipients. Survivors will be able to apply for Assurance Wireless services from the Family Justice Centers making it easier to access the technology they need to be connected to their support systems and service providers.

· On January 10, 2023, the HR unit in collaboration with the Mayor’s Office to End Domestic and Gender-Based Violence sent out a newsletter to bring awareness of the National Human Trafficking Prevention month to all Mayor’s Office staff with accessible links for learning, toolkits, and additional resources.

· On January 20, 2023, the Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) Office circulated a newsletter highlighting 2022 accomplishments and highlighting 2023 initiatives including the following:
· January - National Human Trafficking Prevention Month and National Stalking Awareness Month.
· ENDGBV collaborated with city partners and program providers to raise awareness, and support survivors of human trafficking including sex trafficking, or commercial sexual exploitation, and labor trafficking by providing a series of trainings, including workshops. 
· ENDGBV participated in the Administration for Children's Services (ACS) NYC Child Trafficking Prevention Conference which educates providers who may function as critical access points for victims of child trafficking. 
· ENDGBV provided a Virtual Training Presentation: “Understanding Human Trafficking: What It Is and How to Address It,” on Friday, January 27, 2023; 11:00 am to 12:00 pm. This 1-hour presentation with Q & A explored and defined: Labor and Sex Trafficking; Factors that put people at risk; Identify ways to help support survivors in your community; Common misconceptions about the trafficking industry and survivors; Available resources in the NYC community.
· February 2023 - Teen Dating Violence Awareness Month and Black History Month.
· February 6 - International Day of Zero Tolerance for Female Genital Mutilation.

· On February 7, 2023, the HR unit circulated a newsletter to all staff members celebrating Black History Month with accessible links for learning about the Black History, books to read, and additional resources. 

· On February 13, 2023, the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.

· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu as they enter the first screen of our agency intranet page.

· The Mayor’s Office LGBTQ-ERG and Affinity groups meets monthly to discuss LGBTQ matters, initiatives, celebrate and provide support for LBGTQ staff members and to discuss upcoming LGBTQ events. 

· On March 8, 2023, the HR unit circulated a newsletter to all staff members celebrating International Women’s Day with accessible links for health tips and Endometriosis Month, a focus on ovarian cancer, and additional resources. 

· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members with a goal of achieving compliance:
· Re-deployments to pending list of staff members and new hires was conducted on January 10, 2023, and March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 

· The Mayor’s EEO Office in collaboration with DCAS deployed the Disability Awareness & Etiquette e-training to all staff members on January 10, 2023.

· 

C. Community:

Please list the Community Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2023, which you set/declared in your FY 2023 Diversity, Equity, Inclusion and EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys).


1.   On January 1, 2022, New York City Mayor Eric Adams named Keechant Sewell as Commissioner of the New York City Police Department, the first woman and only the third Black person to lead the department in its 176-year history. The selection of Keechant Sewell embodies diversity, equity, and inclusion in the New York City Police Department. This appointment directly affects all communities in the city of New York.




· 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. What steps were taken to evaluate effectiveness of these actions? 

N/A

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. The Mayor’s Office will reform its partnership with DCAS’ Office of Citywide Recruitment to facilitate community outreach events and work   closely with colleges and universities on job/career fairs. We aim to attend career fairs in the near future. 




· 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. What steps were taken to evaluate effectiveness of these actions? 

The effectiveness of this goal will be measured when steps are taken to start this goal.


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	



3. The Mayor’s Office of Equity (MOE) continues to build on the successful work of the Taskforce on Racial Inclusion and Equity. MOE strives to   dismantle structural racism and inequities in city government and in city programs that serve New Yorkers; Activate real-time and impactful programs, policies and initiatives that reach New Yorkers and communities experiencing long-standing disparities; Empower leaders across City government to advance equity within agencies and across city systems --breaking silos to establish commons goals and shared outcomes; Engage and partner with communities to develop solutions and ensure accountability; and Address structural barriers to equity through sound public policy at all levels of the government.




· 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. What steps were taken to evaluate effectiveness of these actions


The Mayor’s Office of Equity (MOE) has taken steps to eliminate disparities through a variety of policies, initiatives, and campaigns in the City of New York. In the 3rd quarter of fiscal year 2023, MOE has partnered with “NYC KidsRise Help Black Children Save for College” in an effort to create more equity and inclusion in higher education for Black children and as a result will increase diversity in the workforce when these kids graduate from college. MOE evaluates the effectiveness of actions by the number of individuals that the office is able to serve by implementing these new initiatives. 

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.    Mayor Eric Adams, the Mayor’s Office of Equity’s Unity Project, and the New York City Department of Youth & Community Development (DYCD) announced an investment of nearly $6.7 million to provide new and expanded services for the LGBTQ+ community.



· 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. What steps were taken to evaluate effectiveness of these actions? 

[bookmark: _Hlk135206586]      This goal is ongoing and is essential to providing diversity, equity, and inclusion to the LGTBQ+ community in New York City. The effectiveness of this goal will be measured in the future based on the programs and services implemented for the community and the number of individuals served.

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	


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


· On October 3, 2022, Mayor Adams and Majority Leader Chuck Schumer announced the first-in-nation street deliveristas hubs to serve NYC’s food delivery workers. $1 million in federal funds was secured to turn vacant newsstands and other empty spaces into street hubs for its more than 65,000 food-delivery workers. The hubs will provide shelter, resources for bicycle repairs and battery-charging stations for food-delivery workers. The program is the first in the US to create hubs for app-based food delivery workers. They will be designed in high-traffic neighborhoods with input from both delivery workers and local communities.

· On October 3, 2022, Mayor Eric Adams and the city’s parks commissioner Sue Donoghue announced $7.1 million investment in
expanded hours for 9 recreation centers in all five boroughs to provide positive programming and a safe space to grow, learn, and build community. The city says the additional hours will give New Yorkers access to sports and fitness programming. The selected recreation centers will also offer Saturday Night Lights, a program offered by the NYPD and other city agencies that provides young people in underserved neighborhoods with safe activities during evening hours. The young people that take part in the program will receive a free membership, giving them access to all the recreation centers citywide.

· During the week of October 10, 2022, Mayor Adams welcomed the heroic Ukrainian National Baseball Team to New York City to play in
some exhibition games with our very own NYPD and FDNY teams; stood with the Italian, Indian, and Hispanic communities; and designated Times Square as a "Sensitive Location" and gun-free zone to providing free naloxone kits of Narcan to local nightlife establishments to protect patrons from overdoses. The Mayor also thanked New Yorkers, City agencies, and volunteers for assisting with Asylum seekers that arrived in New York City seeking aid. 

· On October 10, 2022, the New York City Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) in collaboration with community advocates started a citywide campaign to recognize October as National Domestic Violence Awareness Month (DVAM), and promoted NYC Go Purple Day on Thursday, October 20, 2022. Emails with resources on domestic violence and NYC Go Purple Day were sent out to Mayor’s Office staff with a DVAM toolkit to spread the word. On October 20, 2022 ENDGBV raised awareness about Domestic Violence and marked the day as NYC Go Purple Day by sharing the resources and services available to survivors throughout New York City, and by lighting local buildings and landmarks in purple, including: City Hall, the David Dinkins Municipal Building, 1 World Trade Center, the Bank of America Tower, 4 Times Square, Gracie Mansion, the Parachute Jump (Coney Island), the Arsenal in Central Park, the Bronx County Courthouse, Queens Borough Hall and Staten Island Borough Hall.

· Mayor Eric Adams announced on October 12, 2022, that his administration is reopening the city’s subsidized childcare program to applications from low-income residents across all five boroughs after clearing a hefty backlog of 36,000 priority cases. Requests for vouchers have been processed for subsidized childcare vouchers in 17 “high-need” neighborhoods with the city’s worst poverty and unemployment rates.

· On October 12, 2022, The NYC Council sought to pass a legislative package of 5 bills for universal childcare called, The Universal Child Care Act which will establish an advisory board tasked with introducing a five-year plan to implement universal programs that addresses childcare issues in low-income neighborhoods, especially for Black and Hispanic families in the Bronx. The proposed advisory board includes reps for the mayor’s office, City Council and Department of Education, the Administration for Children’s Services, and the health department.

· Mayor Eric Adams announced on October 13, 2022, that both City Hall and the David N. Dinkins Manhattan Municipal Building will be lit pink in recognition of Breast Cancer Awareness Month in honor of survivors, those currently fighting, those we’ve lost to breast cancer, and all the friends and family members who have sadly witnessed the pain this disease inflicts on millions. The Mayor encouraged regular screenings for breast cancer to save lives because the disease affects hundreds of thousands of people each year, and Black women have the highest rates of mortality.

· During the week of October 17, 2022, Mayor Adams welcomed a new class of NYPD officers, created green jobs for those seeking a second chance, opened new affordable housing, and announced a new plan for sanitation to address rat issues.

· On October 20, 2022, Mayor Eric Adams announced a bill proposed with Queens Assemblymember Jenifer Rajkumar’s to add Diwali to the
school calendar and remove Brooklyn-Queens Day as a holiday. Mayor Adams stated legislation will make Diwali a school holiday as soon as next year. Diwali, also called the festival of lights, typically includes a five-day celebration at home and with large events. It involves the preparation and distribution of sweets, time celebrating with family, and the burning of lamps and sparklers to represent light driving out darkness. Diwali’s date changes every year, and its observance can be in either October or November depending on the Indian calendar. This year, it falls on October 24 and is celebrated by Hindus, Jains, Sikhs, and Buddhists.

· On October 26, 2022, Mayor Eric Adams announced FDNY acting commissioner Laura Kavanagh to become permanent head of department. Laura Kavanagh will become the first female commissioner in the department’s 157-year history to lead the largest fire department in this country; in charge of 17,000 FDNY employees across NYC. Mayor Eric Adams swore Kavanagh in during an October 27 ceremony that included First Deputy Mayor Lorraine Grillo, Deputy Mayors Meera Joshi, Maria Torres-Springer, Anne Williams-Isom and Sheena Wright and Police Commissioner Keechant Sewell.

· On October 27, 2022, it was announced that NYC voters will see three racial equity proposals on their voting ballots in November 2022 created as an answer to the city’s police brutality protests. The three proposals are based on a $5 million grant from Mayor Eric Adams for the purpose of voter outreach and education.

· On October 31, 2022, Mayor Eric Adams is urging small businesses in Central Brooklyn, specifically Flatbush, East Flatbush, and Canarsie neighborhoods, having large and growing Afro-Caribbean communities, to certify as Minority and Women Business Enterprises (MWBEs), so they can obtain city contracts, opportunities, and become more accessible. In early October, Adams said his administration launched the small business advisory commission that builds on how the city establishes partnerships with the business community to slash regulatory barriers to give small businesses access to $25 million contract awarded to MWBEs in September.

· On October 31, 2022, it was announced that New York will require employers as of Nov. 1 to disclose a salary range for every job, promotion, and transfer opportunity advertised in an effort to promote salary transparency and combat pay disparities.

· On November 3, 2022, New York City Mayor Eric Adams today announced that both City Hall and the David N. Dinkins Manhattan Municipal Building will be lit teal tonight as part of the Alzheimer’s Foundation of America’s ‘Light the World in Teal’ initiative to raise awareness for 6 million Americans suffering with the disease and to show our support for their families and friends who care for their loved ones. Mayor Adams stated that “The growing rates of this devastating disease have disproportionately affected Black Americans, who are twice as likely to be diagnosed with Alzheimer’s yet are excluded from the majority of medical studies. As we continue to work to find a cure, tonight we not only reflect on the millions of people affected by this devastating disease but recommit ourselves to doing all we can to support them and their families.”

· Mayor Eric Adams launched a new initiative to connect patients experiencing homelessness to affordable homes with support services Thursday, November 3, at the T-Building in Jamaica, the morning after it was recognized as the downstate project of the year by the New York State Association for Affordable Housing (NYSAFAH). Built in 1937, the former tuberculosis ward of Queens Hospital was converted by SLCE Architecture Group into 200 apartments, 75 of which are supportive housing for patients in the NYC Health + Hospitals system who experienced homelessness. The mayor’s “Housing for Health” program will connect patients to permanent housing or medical respite beds and will leverage Health + Hospitals and create 650 units of affordable housing over the next five years. Chief Housing Officer Jessica Katz worked on the T-Building conversion when she worked at Housing Preservation & Development.

· On November 22, 2022, City Council Member Tiffany Caban and Mayor Eric Adams signed a bill for legislation aimed at supporting survivors of domestic violence. The program – established through Intro. 153-A – directs the Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) to establish a program that offers micro-grants to survivors of domestic violence that can be put towards paying for housing, medical and legal expenses.

· On November 22, 2022, New York City Mayor Eric Adams today signed two bills to provide support for survivors of domestic and gender-based violence in New York City. Intro. 153-A amends New York City’s administrative code by establishing a housing stability program for survivors of domestic and gender-based violence. Intro. 154-A amends New York City’s administrative code by requiring the Mayor’s Office to End Domestic and Gender-Based Violence (ENDGBV) to create an online services portal and guide.

· On December 29, 2022, Mayor Adams, DCWP, and the Office of Administrative Trials and Hearings (OATH) announced the launch of a new Domestic Worker Mediation Program to help the city's approximately 18,000 domestic workers and their employers resolve workplace issues in a respectful, confidential, and free way without going to court. Mediation — which benefits both workers and employers — is voluntary and available to resolve workplace issues related to unpaid wages and overtime, paid safe and sick leave violations, and retaliation.

· On January 9, 2023, Mayor Eric Adams announced the expansion of the city’s Cloudburst Program — which constructs clustered stormwater management projects in flood-prone communities — to four new neighborhoods, a major milestone in the city’s continued resiliency efforts to better prepare for intense rainfall events, like Hurricane Ida in the past. Supported with nearly $400 million in capital funds, these specially designed, built, and engineered infrastructure projects will protect residents and property in Corona and Kissena Park, Queens, Parkchester, Bronx, and East New York, Brooklyn from future extreme weather brought about by climate change.

· On January 12, 2023, NYC Kids RISE, the NYC Department of Education, the NYC Mayor's Office of Equity, City officials, and partners announced that more than 70,000 new students across the city have been enrolled in the Save for College Program, and their families can now activate and view their new NYC Scholarship Accounts at nyckidsrise.org/activate expanding more inclusiveness.

· On February 9, 2023, it was announced that New York City will open two new specialized programs in Brooklyn for students with dyslexia or who are otherwise struggling to read. The new sites, P.S. 107 in Park Slope and P.S. 295 in Sunset Park, are part of a promise made by Mayor Eric Adams, whose own dyslexia went undiagnosed until college, to bring at least one such program to each of the city’s five boroughs. The administration previously announced similar programs in Manhattan and the Bronx.

· On February 10, 2023, Mayor Eric Adams announced the creation of a new office to oversee childcare and early childhood education. The new office, at City Hall, will be charged with overseeing strategy and planning with city agencies that teach early childhood education, including the education department and the Administration for Children’s Services.

· On February 11, 2023, the Mayor's Office of Equity, Cannabis NYC, and Small Business Services partnered to kick off The Lift Off! #CannabisNYC Listening and Learning Tour at the Melrose Community Center in the Bronx, promoting small businesses in underserved communities.

· On February 21, 2023, Mayor Eric Adams announced the appointment of Muhammad U. Faridi as the independent civilian representative to the New York City Police Department's (NYPD) Handschu Committee. The Handschu Guidelines – set forth under a 1985 consent decree – regulate the NYPD's policies and practices regarding investigations of political activity and terrorism. The committee plays a critical oversight role in ensuring compliance with the terms of the agreement, including when the NYPD opens or extends investigations into political activity. If the civilian representative believes an investigation does not meet the required legal threshold under the Handschu Guidelines, they are empowered to report any abuses to the NYPD commissioner and the federal judge assigned to the Handschu case. The independent civilian representative serves a five-year term.

· On February 21, 2023, Mayor Eric Adams signed eight bills into law aimed at fixing pay disparities in the city’s municipal workforce and supporting New Yorker’s with disabilities, living in shelters and affordable housing. The pay equity bills would require city agencies to analyze compensation data and efforts to bridge pay disparities annually, the Department of Citywide Administrative Services (DCAS) to set up a three-year review of several city worker positions and DCAS to assess its own work to hire a diverse pool of applicants. Plus, they would amend the city’s Pay Equity Law by mandating DCAS provide more data to the City Council, so it can more effectively tackle pay disparities across the city’s vast bureaucracy. The bills signed by the Mayor aim to make buildings, shelters, and affordable housing more accessible for New Yorkers with disabilities.

· On February 28, 2023, Commissioner Sideya Sherman, NYC Mayor's Office of Equity, spoke about the racial wealth gap on the Reimagining Public Health for New York City panel hosted by the Federal Reserve Bank of New York and the New York City Department of Health and Mental Hygiene. During the discussion, panelists explored the connection between health and wealth, how to better measure outcomes, and how policy could help to address racial wealth gaps.

· On March 2, 2023, NYC Mayor Eric Adams and New York City Department of Health and Mental Hygiene (DOHMH) Commissioner Dr. Ashwin Vasan announced “Care, Community, Action: A Mental Health Plan for New York City,” a sweeping mental health agenda — with over $20 million in new commitments — that will invest in child and family mental health, addressing the overdose crisis, and supporting New Yorkers living with serious mental illness (SMI). Over the coming months, the city will roll out a pioneering telehealth program for New York City high school-aged teens that will both provide ongoing support and serve as an entry point to higher levels of care. The city will also launch suicide prevention pilots aimed at youth in crisis. With overdose deaths continuing to climb nationwide and in New York City, Mayor Adams also announced the city’s goal to reduce overdose deaths by 15 percent by 2025. Finally, building on efforts to support New Yorkers living with SMI, Mayor Adams announced plans to expand clubhouse capacity, double the number of New Yorkers living with SMI that get connected to community care, and expand the Behavioral Health Emergency Assistance Response Division (B-HEARD) program citywide. This agenda builds on $370 million in other investments by the Adams administration in New York City’s care continuum and crisis response.

· On March 3, 2023, Mayor Adams announced the Brooklyn Navy Yard will be home to a $20 million center for sustainability-focused
Biotechnology. Mayor Adams stated, this is a way to create the jobs of the future by supporting companies which may solve some of the most pressing challenges of our time, like climate change and carbon emissions.

· On March 17, 2023, the NYC Department of Small Business Services and Mayor’s Office of Equity announced the launch of the Merchant Organizing Strategic Impact Grant, which funds local nonprofit organizations to form new merchant associations or fortify existing merchant associations. This major $2.4M investment will support diverse communities – many hit hard by the pandemic – in building vibrant neighborhood business communities and commercial corridors. In partnership with the NYC Mayor’s Office of Equity, grant funding will go to projects that engage merchants to develop relationships, foster partnerships, and build local capacity to guide ongoing commercial revitalization efforts. Fourteen nonprofit organizations will receive grants totaling nearly $2.4M to work in approximately twenty neighborhoods and commercial corridors, including to expand the reach of SBS’s Neighborhood 360° projects into neighborhoods supported by SBS grants for the first-time. 







D. Equity, Inclusion and Race Relations Initiatives:

Please list the Equity, Inclusion and Race Relations Goal(s) included in Section IV:  Diversity, Equity, Inclusion and EEO Initiatives for FY 2023, which you set/declared in your FY 2023 Diversity, Equity, Inclusion and EEO Plan.	


1.   Mayor Adams appointed Sideya Sherman as commissioner to the newly created Mayor’s Office of Equity in May of Fiscal year 2022. “Mayor’s Office of Equity builds on the successful work of the Taskforce on Racial Inclusion and Equity, which broke down silos across city agencies to drive resources and prioritize the communities hardest hit by the pandemic. The office will bring city agencies together around a shared vision of equity and build lasting change through the following domains: Structural reforms, programs and initiatives, culture and practice, external engagement, and public policy. The Office of Equity has an intersectional focus and is comprised of the Commission on Gender Equity, Young Men’s Initiative, Unity Project, Racial Justice Commission, Taskforce on Racial Inclusion & Equity and Pay Equity Cabinet.




· Please describe the steps that your agency has taken to meet this goal. Include steps taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. What steps were taken to evaluate effectiveness of these actions?

[bookmark: _Hlk135206869]This hiring goal was completed with the focus on establishing the Mayor’s Office as a leader in creating an equitable and inclusive workplace environment which enhances cultural competency. Sideya Sherman will work diligently for the people of NYC to create more equitable policies and initiatives that promote diversity and inclusion. The effectiveness of this hire will be measured in the programs and initiatives that are created by the various pillars under the Mayor’s Office of Equity and the volume of people that are served by MOE and its five pillars of intersectional focus.

	
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.   Mayor Adams signed legislation on May 12th, 2022, requiring that a salary range is listed on all vacancy notices for New York City jobs to help to address gender and racial pay gaps which goes into effect in November of 2022.





· Please describe the steps that your agency has taken to meet this goal. Include steps taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. What steps were taken to evaluate effectiveness of these actions?

[bookmark: _Hlk135206909]This goal is ongoing as it will take time to be fully implemented. This goal will establish the Mayor’s Office as a leader in creating an equitable and inclusive workplace environment which enhances cultural competency by addressing racial disparities and inequities in salaries provided to all employees in New York City. This goal aims to bring equity in the workplace. The effectiveness of this goal will be measured by the agencies/offices that will monitor employer compliance based on when this legislation goes into full effect and by the volume of individuals that will benefit from fair pay.

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




3.   The Mayor’s Office promotes equity, inclusion, and race relations by holding a Women’s City Network Event within the Mayor’s Office on an ongoing basis – which features various guest speakers that explain their career experiences, growth, and how to navigate city government while staying focused on self-care and career expansion.



· Please describe the steps that your agency has taken to meet this goal. Include steps taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. What steps were taken to evaluate effectiveness of these actions?

[bookmark: _Hlk135206944]This goal is ongoing and establishes the Mayor’s Office as a leader in creating an equitable and inclusive workplace environment which enhances cultural competency by giving women the opportunity to discuss their career experiences, provides advice on self-care, career growth, and how to navigate city government. This goal aims to bring equity and inclusion in the workplace and brings together a diverse set of women to speak at these events. The effectiveness of this goal will be measured by the large attendance that is received at every Women’s City Network Event with women pouring out into the hallways. The effectiveness is also measured by the notable women in major leadership positions who speak at these events and the valuable wisdom shared with the women in attendance.

	
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.   The Mayor’s Office promotes potluck lunches and a series of weekly and monthly games at City Hall for the Mayor’s Office team to promote equity, diversity, inclusion, and race relations. 




· Please describe the steps that your agency has taken to meet this goal. Include steps taken to establish your agency as a leader in creating equitable and inclusive workplace environment and enhancing cultural competency. What steps were taken to evaluate effectiveness of these actions?


[bookmark: _Hlk135207001]Team leaders promote these activities and provide notification of upcoming events. The City Hall potluck lunches and games establishes the Mayor’s Office as a leader in creating an equitable and inclusive workplace environment which enhances cultural competency by giving all staff an opportunity for inclusion and promotes equity and diversity which increases work morale, workplace culture, motivates staff, and helps to retain talent. The effectiveness of these recreational programs is measured in the large number of participants attending these events.
	

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	




· 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.


· The Mayor’s Office Commission on Gender Equity (CGE) relaunched the New York City Gender Equity Inter-Agency Partnership (GEIP) collaboration program on October 4, 2022. The GEIP is comprised of senior-level agency representatives from City agencies, to develop an integrated and sustainable approach to achieving gender equity in New York City. The vision of GEIP is for New York City agencies, staff, and leadership together, to embody and create a culture of responsibility for elevating and advancing gender equity for all New Yorkers, including City employees. The mission of GEIP is to dismantle institutional and societal barriers to gender equity in City agencies and New York City as a whole.

· The ERG group named NYC Mayor’s Office LGBTQ+ Network and Affinity Group holds regular ongoing monthly meetings starting October 11, 2022, at City Hall in support of LGBTQ+ colleagues.

· On November 02, 2022, three racial equity ballot proposals were promoted by the NYC Racial NYC Racial Justice Commission (RJC), a Charter Revision Commission with a two-year mandate to identify and develop proposals to root out structural racism within City government delivered three racial equity-focused proposals to amend the City Charter to the City Clerk in December 2021. These three proposals will appear on New York City voters’ ballots in the upcoming November 2022 General Election. The RJC’s three racial equity proposals would, if approved: Add a statement of values to guide City government; Establish a Racial Equity Office, Plan and Commission; and Measure the true cost of living. The RJC’s website provided detailed information about the proposals, including translations of the ballot questions and abstracts in 14 different languages. In the lead-up to the election, the RJC has launched a citywide, non-partisan voter education campaign with the help of funding from Mayor Adams, which includes multimedia and multilingual outreach, canvassing, and hosting forums and special events with volunteers and community partners, among other strategies to inform and educate NYC voters about the three unprecedented racial justice proposals. The goal was to ensure that all 5.5 million registered voters in NYC make their voices heard by turning the ballot over and making an informed decision.

· On November 9, 2022, New York City Mayor Eric Adams announced a landslide approval by New York City voters showing overwhelming support of three ballot proposals to advance racial justice and equity for all. The Mayor stated “Equity and justice go hand in hand and are key to building a prosperous city that serves all New Yorkers. By using their voices and their votes for all three racial justice ballot proposals, New Yorkers have placed racial equity at the heart of our city’s government. Our administration is fully committed to advancing equity, and I am proud of New Yorkers’ decision to create the first-ever Racial Equity Office. New Yorkers from all walks of life have made history to dismantle structural racism in our city and ensure equity is a core government function, setting a precedent that cities around the nation can follow.”

· On November 14, 2022, New York City Mayor Eric Adams announced that City Hall and Gracie Mansion will be lit orange to commemorate six months since the racist mass shooting at Tops Friendly Markets in which thirteen people were shot, ten fatally in Buffalo, New York.

· During the week of November 14, 2022, Mayor Adams met with a few of our trans, non-binary, and gender non-conforming public servants as they reflect on Trans Awareness Week. Mayor Adams stated, “I was so moved to hear in their own words why serving New York City is so important to them and their thoughts on the work we have to do to make sure New York City remains that beacon to our LGBTQ+ community.”

· On November 20, 2022, York City Mayor Eric Adams announced that City Hall and other municipal buildings will be lit blue, pink, and white in recognition of Transgender Day of Remembrance — a worldwide observance that honors the memory of transgender people whose lives were lost in acts of anti-transgender violence. Mayor Adams stated that my administration is proud to stand with our transgender community against hateful bigotry and to build a more inclusive city where everyone can be seen and heard. Mayor Adams also released a video to highlight Transgender Day of Remembrance and life in the transgender community.

· On November 22, 2022, Mayor Adams appoints nine new commissioners, reappoints 15 commissioners to Commission on Gender Equity. Mayor Adams appoints nine new commissioners, reappoints 15 commissioners to Commission On Gender Equity. The commissioners will advise CGE on dismantling institutional and societal discrimination and inequities for girls, women, intersex, transgender, and gender non-conforming and non-binary persons regardless of age, ability, ethnicity/race, faith, gender expression, immigration status, sexual orientation, or socioeconomic status.

· The Mayor’s Office to End Domestic and Gender‐Based Violence (ENDGBV) in coordination with the Mayor’s Office Commission on Gender Equity (CGE), and the Mayor’s Office of Equity (MOE) promoted the campaign 16 Days of Activism Against Gender‐Based Violence, a global rallying cry for the prevention and elimination of gender‐based violence (GBV) with an invitation to join a virtual event on “Reproductive Justice and Gender‐Based Violence in NYC after Roe” on Monday, November 28, 2022 from 3:00PM – 4:00PM. The panel discussion was hosted and moderated by CGE and discussed how restrictions on reproductive and gender‐affirming healthcare are a form of gender‐based violence, how NYC is responding after Roe's reversal, and what can be done to protect and advance reproductive justice. A Toolkit, which contains information on gender‐based violence, what it looks like, who it impacts, and how you can take action to prevent it in New York City was also provided. The campaign begins on November 25, International Day for the Elimination of Violence Against Women, and ends on December 10, Human Rights Day.

· On November 28, 2022, New York City Mayor Eric Adams today signed a package of five bills to improve diversity within the Fire Department of the City of New York (FDNY). The bills aim to address recruitment and retention of underrepresented groups within the department, as well as requiring the implementation of diversity, inclusion, anti-discrimination, and antiharassment training. The laws — all of which went into effect immediately after being signed — require that the FDNY implement a plan to hire more women and non-white firefighters, upgrade firehouses to accommodate women’s privacy and submit an annual report focused on the demographic composition of firehouses around the city. The new laws also include a requirement that the FDNY provide ongoing diversity training and that it submits an annual report on complaints filed with its Equal Employment Opportunity division. The fire department’s struggles with race and inclusion have been going on for decades — and have taken on many forms. In 2014, the city agreed to pay $98 million in back pay and benefits to aspiring minority firefighters in a court settlement with the Vulcan Society, which represents Black firefighters, and which accused the city of discrimination in a 2007 lawsuit. More recently, a Black firefighter charged in a federal lawsuit last year that he was suspended for opposing an order to turn fire hoses on George Floyd protesters, a heavy-handed tactic used decades ago by white police against civil rights protestors in the South.

· On January 17, 2023, New York City Mayor Eric Adams outlined his vision for a ‘New York City Women’s Health Agenda’ aimed at dismantling decades of systemic inequity that have negatively impacted the health of women across the five boroughs. Joined by several health care leaders of his administration, Mayor Adams acknowledged the long-standing, persistent problems that plague women's health care in a live address, and shared plans and ideas to close the gaps caused by long-standing structural inequities, including lack of access to care, lack of inclusion, and lack of innovation.

· On January 27, 2023, New York City Mayor Eric Adams announced that City Hall and other municipal buildings will be lit yellow in honor of International Holocaust Remembrance Day. He stated that “Pure hate led to the death of more than six million Jewish people during the Holocaust. We will never forget all those lost, but, on this International Holocaust Remembrance Day, we also recommit ourselves to stamping out antisemitism and all forms of hate across our city.” “Whether you are part of the 1.6 million Jewish people who call New York City home, or a member of one of the many other faiths here in our city, hate has no place here, and we will do everything in our power to defeat the pipeline leading to it. As part of this commitment, we are going to organize 1,000 meals and conversations across the city as part of our ‘Breaking Bread, Building Bonds’ initiative, bringing everyday New Yorkers from different backgrounds together to listen and learn from each other.” First designated by the United Nations General Assembly in 2005, International Holocaust Remembrance Day commemorates the liberation of Auschwitz-Birkenau in 1945. Mayor Adams acknowledged the solemnity of the day and the importance of Holocaust education.

· On February 1, 2023, Commissioner Keechant Sewell, was celebrated during Black History Month as the first woman at the helm of the NYPD. Last December, the Patrolmen’s Benevolent Association named Sewell the police union’s Person of the Year — the first time a current police commissioner has received the honor. And in November 2022, the NYPD Policewomen’s Endowment Association recognized Sewell, who spoke at its 101st Annual Awards and Scholarship Dinner Dance. She addressed the gathering with an inspiring speech in the form of an advisory letter to the next woman at the helm of the NYPD. 

· The Racial Equity Reports were announced on February 2, 2023. They are a new and valuable resource for developing affordable Housing. With the adoption of Local Law 78 of 2021, as of June 1, 2022, the New York City Council requires the preparation of Racial Equity Reports for select public and private land use applications coming before the New York City Department of City Planning. The need to prepare a Racial Equity Report was triggered by thresholds pertaining to certain zoning and land use actions.

· On February 3, 2023, the Mayor’s Office announced that this “Era of Inequality must End”. The Mayor stated that the city has added more than 200,000 new jobs over the past year and boasted employment rates that outpace the state and the nation. However, he noted that the unemployment rate for Black New Yorkers is three times as high as it is for white New Yorkers. The city will invest in apprenticeships, community hiring, and job training to promote equity. Adams said. “We are going to make sure that all New Yorkers finally have access to good jobs. We are reimagining our city’s workforce development system from the bottom up, improving education, expanding job training, and creating employment on ramps at every stage of the process so that New Yorkers from all walks of life can benefit from this economic recovery.”

· On February 8, 2023, New York City officials announced they are launching a new effort to curb discrimination against the city’s oldest residents — by educating some of its youngest. A pilot curriculum jointly operated by the city’s Department for the Aging and Department of Education will introduce the concept of “ageism” to students at 13 Brooklyn high schools, with the goal of eventually expanding citywide.

· February 16, 2023, New York City Mayor Eric Adams reaffirmed his commitment to the Minority- and Women-Owned Business Enterprise community by appointing Michael Garner as chief business diversity officer of the Mayor’s Office of Minority and Women-Owned Business Enterprises (M/WBE). In this role, Garner will support and elevate New York City’s M/WBEs by making the city a more equitable and inclusive business environment — a top priority of the Adams administration. Additionally, Mayor Adams today signed Executive Order 26, to help address the “disparity within the disparity” in the award of city procurement dollars to M/WBEs. Executive Order 26 focuses on increasing participation by Black American, Hispanic American, and Native-American M/WBEs and Asian-American WBEs — all groups that have been persistently and negatively impacted by procurement inequities.

· On February 17, 2023, the NYC Unity Project and NYC Mayor’s Office of Equity announced the NYC Unity Grants, the City's first-ever capacity building grant program investing in the Transgender, Gender Non-Conforming, Non-Binary (TGNCNB) serving organizations. In partnership with the NYC Office for the Prevention of Hate Crimes and Destination Tomorrow, this critical funding will further the ability of TGNCNB organizations with a strong record of leadership and service to continue supporting their communities, now and in the future.














I. [bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340]
II. [bookmark: _Toc116503097][bookmark: _Toc116503133][bookmark: _Toc116573391][bookmark: _Toc116662131][bookmark: _Toc116662227][bookmark: _Toc116662260][bookmark: _Toc116664280][bookmark: _Toc116664341]
III. [bookmark: _Toc116503098][bookmark: _Toc116503134][bookmark: _Toc116573392][bookmark: _Toc116662132][bookmark: _Toc116662228][bookmark: _Toc116662261][bookmark: _Toc116664281][bookmark: _Toc116664342]
IV. [bookmark: _Toc116503099][bookmark: _Toc116503135][bookmark: _Toc116573393][bookmark: _Toc116662133][bookmark: _Toc116662229][bookmark: _Toc116662262][bookmark: _Toc116664282][bookmark: _Toc116664343]
V. [bookmark: _Toc116664344]Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2023 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 Mayor’s Office, HR team will continue developing and exploring recruitment strategies to build and maintain relationships with NYC schools, colleges, programs, and cohorts to target a diverse workforce drawn from all segments of society within NYC communities.


· Please describe the steps that your agency has taken to meet these initiatives/strategies. What steps were taken to evaluate effectiveness of these actions?

[bookmark: _Hlk135207123]The Mayor’s Office HR team continuously develops and explores recruitment strategies by using valuable resources like the DCAS Recruitment Guide provided by the EEO Office and the use of the IRM recruitment system as well as other sources to build and maintain relationships with NYC schools, colleges, programs, and cohorts to target a diverse workforce drawn from all segments of society within NYC communities. This strategy helps the Mayor’s Office to promote diversity, equity, and inclusion from a more diverse applicant pool. This strategy is evaluated for effectiveness based on an increased selection of diverse applicants that are received from these various resources which helps the agency to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and address underutilization in third quarter job groups.
	

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.   The Mayor’s Office, HR team will continue to engage in strategic outreach and broad recruitment, utilizing a variety of sources including diverse professional organizations, to maximize the agency’s ability to attract a diverse pool of applicants for employment and internship opportunities.



· Please describe the steps that your agency has taken to meet these initiatives/strategies. What steps were taken to evaluate effectiveness of these actions?
	

[bookmark: _Hlk135207175]The Mayor’s Office HR team continuously engages in strategic outreach and broad recruitment, utilizing a variety of sources including diverse professional organizations, to maximize the agency’s ability to attract a diverse pool of applicants for employment and internship opportunities. This strategy helps the Mayor’s Office to promote diversity, equity, and inclusion from a more diverse applicant pool. This strategy is evaluated for effectiveness based on an increased selection of diverse applicants that are received from these various outreach and recruitment strategies which helps the agency to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and address underutilization in third quarter job groups.


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	





3. The Mayor’s Office, HR team will resume conducting outreach and recruitment at job fairs and other events hosted by schools and various organizations supportive of diverse communities, including disability advocacy groups and veterans.




· Please describe the steps that your agency has taken to meet these initiatives/strategies. What steps were taken to evaluate effectiveness of these actions?
	

[bookmark: _Hlk135207213]The Mayor’s Office HR team will resume conducting outreach and recruitment at job fairs and other events hosted by schools and various organizations supportive of diverse communities, including disability advocacy groups and veterans. This strategy helps the Mayor’s Office to promote diversity, equity, and inclusion from more diverse applicant pools. This strategy is evaluated for effectiveness based on an increased selection of diverse applicants that are received from these various outreach and recruitment events and organizations which helps the agency to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and address underutilization in third quarter job groups.

	
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. The Mayor’s Office, HR team continues to partner with DCAS in their local outreach and recruitment activities.





· Please describe the steps that your agency has taken to meet these initiatives/strategies. What steps were taken to evaluate effectiveness of these actions?
	

[bookmark: _Hlk135207243]The Mayor’s Office HR team continues to partner with DCAS in their local outreach and recruitment activities. This strategy helps the Mayor’s Office to promote diversity, equity, and inclusion from more diverse applicant pools. This strategy will be evaluated for effectiveness based on an increased selection of diverse applicants that are received from these various outreach and recruitment activities which helps the agency to fulfil its diversity, equity, and inclusion initiative, fill vacancies, and address areas of underutilization in third quarter job groups.
	
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	



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


· On an ongoing basis the Mayor’s Office Human Resources Department will enhance our talent, analytical capabilities, and human capital data developments within the agency to utilize internal reporting to identify areas of strengths and weaknesses.

· On an ongoing basis the Mayor’s Office recruits from the following list of resources for diverse staff members:

1. Diversity.com, caters to “all people of color, abilities, sex orientation, age, gender, religion and immigration status.” The site features job postings for professionals in all types of industries and organizations, with emphasis on the science, technology, education, and medical fields.
2. BlackJobs.com, recruits for African American applicants. Its goal is to “promote well-paying job opportunities. The site provides links for users to apply for professional jobs available around the country, in a broad range of industries. 
3. Black Career Women’s Network 
4. Hispanic Latino Professional Association, publishes career information and opportunities from quality socially conscious organizations who support the Hispanic / Latino Community.
5. HBCU Connect, is a network of students and alumni from Historically Black Colleges & Universities (HBCUs). 
6. Professional Diversity Network, The network includes several culturally distinct job boards, such as BlackCareerNetwork.com and ihispano.com, which is focused on the Latinx community. The sites list a broad selection of jobs, ranging from seasonal work to senior-level corporate positions from around the country. The network also hosts local, national, and virtual career fairs.
7. Diversity Job Board, lists opportunities from employers who are targeting “minorities, women and persons with disabilities.” 
8. United Latinos Job Bank, Its goal is to “increase diversity in corporate America and federal government,” the site says. The job board posts openings for interns all the way up to senior-level employees from employers around the country. 


B. Internships/Fellowships

The agency is providing the following internship opportunities in FY 2023. [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. [bookmark: _Hlk133947171]Urban Fellows Total: 8

Race/Ethnicity* [#s]: Black___ Hispanic___ Asian/Pacific Islander_1 _ Native American___ White_1 _ Two or more Races_1 _

Gender* [#s]:  M _ _ F _3 _ N-B ___ O ___ U _5__

2. Unpaid Fellow Total: 8

Race/Ethnicity* [#s]: Black_1 _ Hispanic_ _ Asian/Pacific Islander_1 _ Native American___ White_4 _ Two or more Races___

Gender* [#s]: M ___ F _6 _ N-B ___ O ___ U _2__

3. Summer Youth Employment Program (SYEP): 0

Race/Ethnicity* [#s]: Black__ Hispanic___ Asian/Pacific Islander__ Native American___ White___ Two or more Races__

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

4. Paid Intern: 16

Race/Ethnicity* [#s]: Black_1_ Hispanic_1_ Asian/Pacific Islander_1__ Native American__ White_1_ Two or more Races__

Gender* [#s]: M _1_ F _2_ N-B ___ O ___ U _13__

5. Paid Fellow: 27

Race/Ethnicity* [#s]: Black_2_ Hispanic_6_ Asian/Pacific Islander_4_ Native American_1__ White_9_ Two or more Races_3_

Gender* [#s]: M _8_ F _16_ N-B ___ O ___ U _3__

6. NYC Vista Member: 1

Race/Ethnicity* [#s]: Black___ Hispanic__ Asian/Pacific Islander__ Native American___ White_1_ Two or more Races__

Gender* [#s]: M __ F _1_ N-B ___ O ___ U ___

7. NYC City Service Corps Member: 11

Race/Ethnicity* [#s]: Black_1_ Hispanic_4_ Asian/Pacific Islander_2_ Native American___ White_2_ Two or more Races_1_

Gender* [#s]: M _1_ F _7_ N-B _1__ O ___ U _2__

8. Ladders for Leaders: 0

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

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

9. Academic Fellow: 13

Race/Ethnicity* [#s]: Black_2_ Hispanic_1_ Asian/Pacific Islander_4_ Native American___ White_3_ Two or more Races__

Gender* [#s]: M _3_ F _5_ N-B ___ O _1__ U _4__

10. Gracie Mansion Conservancy (paid): 3

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

	Gender* [#s]: M __ F __ N-B ___ O ___ U _3__






Additional comments: 

· [bookmark: _Hlk117074303]The Mayor’s Office plans to continue to recruit and hire interns/fellows from colleges, universities, and organizations who maintain internship programs. Our agency provides opportunities for interns to advance into entry-level positions. All interns and fellows have the option to apply for open positions within the agency. The Mayor’s Office has a long history of hiring individuals from the internship/fellowship programs. 
· 

C.	55-A Program

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

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

Q1 (9/30/2022):  __________ Q2 (12/31/2022):  __________ Q3 (3/31/2023):  __________ Q4 (6/30/2023):  __________

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 –
    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.  ___________________________________________________________________________________
The Mayor has directed Mayoral agencies to hire candidates under the 55-A-Program, even though the Mayor’s Office is exempt from the requirement.

V. Selection (Hiring and Promotion)

Please review Section VI of your FY 2023 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 2023 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).	

1.  Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities.


· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?

· The Career Counselor reviews, revises and/or develops protocols for employee advancement and growth, publicly posts announcements for all positions, including senior level positions, provide guidance on civil service examinations, and provides resources to help employees grow and develop current and future careers. Our Deputy Chief Administrative Officer currently serves as our agency career counselor bringing a vast and extensive Human Resources background to the role. The effectiveness of this goal has been measured and evaluated by the increased response received by the HR department from Mayor’s Office team members regarding career counseling, promotional and career development opportunities as well as notification of promotion and transfer opportunities.


2. [bookmark: _Hlk118971419]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.



· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?

· Our agency continues to enforce the mandatory “Structured Interview and Unconscious Bias” training requirement for all Senior Managers to ensure equity and fairness in the appointment and promotion selection process.

· Our agency continues to work with management to ensure that a diverse team is selected and assembled for interview panels and presented to Deputy Mayors, the Mayor’s Chief Advisor, and the Chief of Staff.

· Our agency continues to encourage all Senior Leadership to complete: 1. Structured Interviewing: Utilizing Follow-Up and 2. Probing Questions and Building an Inclusive Culture: Understanding Unconscious Bias to ensure equity and fairness in the appointment and promotion selection process.

· Our agency continues to require all job positions to include mid and senior level roles, are posted, and at minimum 3 candidates are interviewed and presented to the final approver for review. 

· Our agency continues to monitor the diversity amongst candidates, where possible, and new hires.


· On an ongoing basis the Mayor’s Office, HR team will evaluate the effectiveness of these goals by employing analytical capabilities, and human capital data developments within the agency to utilize internal reporting to identify areas of strengths and weaknesses in recruitment and the selection process of candidates for appointment, promotion, or to fill vacancies (new hires), including mid- and high-level discretionary positions.






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).

· The role of the agency Chief EEO Officer and other EEO staff is to ensure that all vacancy announcements include the revised NYC EEO I Anti-Discrimination Statement.

· Review vacancy postings to ensure elimination of language that has the potential for gender and age stereotyping and other unlawful discrimination including reviewing the use of gender-neutral terms and pronouns and language that is age-inclusive.

· Actively monitor agency job postings and ensure recruitment strategies align with the diversity goals of the agency.

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

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



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

· 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.

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

· 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.

· The Agency Personnel Officer, EEO Officer and General Counsel will be involved in making layoff or termination decisions in compliance with civil service laws (as necessary) and union contracts for non-competitive and labor class titles (as necessary).



5.    Other: N/A



During this Quarter, the Agency activities included:	# of Vacancies		# of New Hires	# of New Promotions
 							Q1	   # _85__		    # _47 _		   # _38 _
Q2	   # _____		    # _28__		   # _45__
Q3	   # _64__		    # _76_		   # _23__
Q4	   # _____ 		    # _____ 		   # _____

I. [bookmark: _Toc116503101][bookmark: _Toc116503137][bookmark: _Toc116573395][bookmark: _Toc116662135][bookmark: _Toc116662231][bookmark: _Toc116662264][bookmark: _Toc116664284][bookmark: _Toc116664345]
II. [bookmark: _Toc116503102][bookmark: _Toc116503138][bookmark: _Toc116573396][bookmark: _Toc116662136][bookmark: _Toc116662232][bookmark: _Toc116662265][bookmark: _Toc116664285][bookmark: _Toc116664346]
III. [bookmark: _Toc116503103][bookmark: _Toc116503139][bookmark: _Toc116573397][bookmark: _Toc116662137][bookmark: _Toc116662233][bookmark: _Toc116662266][bookmark: _Toc116664286][bookmark: _Toc116664347]
IV. [bookmark: _Toc116503104][bookmark: _Toc116503140][bookmark: _Toc116573398][bookmark: _Toc116662138][bookmark: _Toc116662234][bookmark: _Toc116662267][bookmark: _Toc116664287][bookmark: _Toc116664348]
V. [bookmark: _Toc116503105][bookmark: _Toc116503141][bookmark: _Toc116573399][bookmark: _Toc116662139][bookmark: _Toc116662235][bookmark: _Toc116662268][bookmark: _Toc116664288][bookmark: _Toc116664349]
VI. [bookmark: _Toc116664350]Training

[bookmark: _Hlk530067472]Please provide your training information in Part II of the report “Diversity, Equity, Inclusion and EEO Training Summary” (in MS Excel).




IV. [bookmark: _Toc116503107][bookmark: _Toc116503143][bookmark: _Toc116573401][bookmark: _Toc116662141][bookmark: _Toc116662237][bookmark: _Toc116662270][bookmark: _Toc116664290][bookmark: _Toc116664351]
V. [bookmark: _Toc116503108][bookmark: _Toc116503144][bookmark: _Toc116573402][bookmark: _Toc116662142][bookmark: _Toc116662238][bookmark: _Toc116662271][bookmark: _Toc116664291][bookmark: _Toc116664352]
VII. [bookmark: _Toc116664353]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



VIII. [bookmark: _Toc116664354]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 “Diversity, Equity, Inclusion and 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-dcslnx01.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 “Diversity, Equity, Inclusion and EEO Training Summary” (in MS Excel).


D. Local Law 101:  Climate Survey

Please describe your progress this quarter in implementing the primary goals in Appendix B of your Agency Diversity, Equity, Inclusion and EEO Plan for FY 2023.


Please list the actions, initiatives, programs, or policies included in Appendix B:  2020 Climate Survey Action Plan, which you set/declared in your FY 2023 Diversity, Equity, Inclusion and EEO Plan.

1. Increase employees’ familiarity with the EEO Policy.



· Please describe the steps that your agency has taken to meet these goals. What steps were taken to evaluate effectiveness of these actions?

· [bookmark: _Hlk118967018][bookmark: _Hlk117069356]The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office (The Mayor’s EEO Office) emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows on October 21, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office circulated its first quarterly agency wide EEO Newsletter on October 13, 2022 via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows.
· The updated EEO, D&I flyer was posted on bulletin boards at all Mayor’s Office locations.
· The Mayor’s EEO Office started to meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members.
· Mayor Eric Adams and the Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022, and December 9, 2022. 
· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed on October 5, 2022, by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members who have not completed the trainings.
· Re-deployments to pending list of staff members and new hires were conducted on November 4, 2022, December 9, 2022, January 10, 2023, March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 
· The Mayor’s EEO Office in collaboration with DCAS deployed the Disability Awareness & Etiquette e-training to all staff members on January 10, 2023.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations.
· The Mayor’s office intranet was updated on December 23, 2022, with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.
· On February 13, 2023 the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff members vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.
· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu with the EEO policy, handbook, e-trainings, and all reasonable accommodation policies & procedures as they enter the first screen of the intranet page.

The effectiveness of these actions is apparent by the increase in the number of Mayor’s Office Team members that has contacted the EEO Team, EEO mailbox, and EEO Hotline regarding a variety of EEO matters and questions. We will take additional steps in the fourth quarter of Fiscal Year 2023 to increase familiarity with the EEO Policy. We will continue to evaluate the effectiveness of these actions. 



2. Improve the EEO Office’s visibility to the workforce.

· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?

· [bookmark: _Hlk117069698]The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office (The Mayor’s EEO Office) emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows on October 21, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office circulated its first quarterly agency wide EEO Newsletter on October 13, 2022 via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows.
· The updated EEO, D&I flyer was posted on bulletin boards at all Mayor’s Office locations.
· The Mayor’s EEO Office started to meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members.
· Mayor Eric Adams and the Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022, and December 9, 2022. 
· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed on October 5, 2022, by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members who have not completed the trainings.
· Re-deployments to pending list of staff members and new hires was conducted on November 4, 2022, December 9, 2022, January 10, 2023, and March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 
· The Mayor’s EEO Office deployed the Disability Awareness & Etiquette e-training to all staff members on January 10, 2023.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations.
· The Mayor’s office intranet was updated on December 23, 2022, with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.
· On January 4, 2023, the Mayor’s EEO Office circulated Volume #2 of its quarterly agencywide EEO Newsletter via email to over a thousand staff members with a spotlight on the Mayor’s Commission on Gender Equity (CGE) unit. The newsletter contained EEO and EAP mental health resources. It also introduced the Office of Labor Relations WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) which focuses on eliminating inequity and injustices in access and education to health resources. fun fitness resources, and self-care tips and resources. The newsletter provided monthly Diversity and Inclusion(D&I) events, holidays, and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, and EEO office contacts information.
· On January 4, 2023, the EEO Office attended the Mayor’s Office of Criminal Justice (MOCJ) Senior Staff Meeting on EEO matters to provide guidance pertaining to EEO/RA resources, the RA process, return to work expectations, how to file an extension of an RA, and RA requests for workplace equipment.
· On February 13, 2023, the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff members vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.
· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu with the EEO policy, handbook, e-trainings, and all reasonable accommodation policies & procedures as they enter the first screen of the intranet page.


The effectiveness of these actions is apparent by the increase in the number of Mayor’s Office Team members that has contacted the EEO Team, EEO mailbox, and EEO Hotline regarding a variety of EEO matters and questions. We have additional steps that will be completed in the fourth quarter of Fiscal Year 2023 to improve the EEO Office’s visibility to the workforce. We will continue to evaluate the effectiveness of these actions.



3. 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.



· Please describe the steps that your agency has taken to meet these initiatives/strategies. What steps were taken to evaluate effectiveness of these actions?

· [bookmark: _Hlk117070092]The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office (The Mayor’s EEO Office) emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows on October 21, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office circulated its first quarterly agency wide EEO Newsletter on October 13, 2022 via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows.
· The updated EEO, D&I flyer was posted on bulletin boards at all Mayor’s Office locations.
· The Mayor’s EEO Office started to meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members.
· Mayor Eric Adams and the Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022, and December 9, 2022. 
· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed on October 5, 2022, by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members who have not completed the trainings.
· Re-deployments to pending list of staff members and new hires was conducted on November 4, 2022, December 9, 2022, January 10, 2023, and March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations.
· The Mayor’s office intranet was updated on December 23, 2022, with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.
· On February 13, 2023, the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff members vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.
· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu with the EEO policy, handbook, e-trainings, and all reasonable accommodation policies & procedures as they enter the first screen of the intranet page.


The effectiveness of these actions is apparent by the increase in the number of Mayor’s Office Team members that has contacted the EEO Team, EEO mailbox, and EEO Hotline regarding a variety of EEO matters and questions. We have additional steps that will be completed in the fourth quarter of Fiscal Year 2023 to 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. We will continue to evaluate the effectiveness of these actions.



4. [bookmark: _Hlk117070116]Increase employees’ understanding of protected rights and prohibition of discrimination, including sexual harassment, in the workplace.



· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?

· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office (The Mayor’s EEO Office) emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows on October 21, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office circulated its first quarterly agency wide EEO Newsletter on October 13, 2022 via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows.
· The updated EEO, D&I flyer was posted on bulletin boards at all Mayor’s Office locations.
· The Mayor’s EEO Office started to meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members.
· Mayor Eric Adams and the Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022, and December 9, 2022. 
· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed on October 5, 2022, by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members who have not completed the trainings.
· Re-deployments to pending list of staff members and new hires was conducted on November 4, 2022, December 9, 2022, January 10, 2023, and March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 
· The Mayor’s EEO Office deployed the Disability Awareness & Etiquette e-training to all staff members on January 10, 2023.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations.
· The Mayor’s office intranet was updated on December 23, 2022, with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.
· On January 4, 2023, the Mayor’s EEO Office circulated Volume #2 of its quarterly agencywide EEO Newsletter via email to over a thousand staff members with a spotlight on the Mayor’s Commission on Gender Equity (CGE) unit. The newsletter contained EEO and EAP mental health resources. It also introduced the Office of Labor Relations WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) which focuses on eliminating inequity and injustices in access and education to health resources. fun fitness resources, and self-care tips and resources. The newsletter provided monthly Diversity and Inclusion(D&I) events, holidays, and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, and EEO office contacts information.
· On January 4, 2023, the EEO Office attended the Mayor’s Office of Criminal Justice (MOCJ) Senior Staff Meeting on EEO matters to provide guidance pertaining to EEO/RA resources, the RA process, return to work expectations, how to file an extension of an RA, and RA requests for workplace equipment.
· On February 13, 2023, the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff members vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.
· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu with the EEO policy, handbook, e-trainings, and all reasonable accommodation policies & procedures as they enter the first screen of the intranet page.


The effectiveness of these actions is apparent by the increase in the number of Mayor’s Office Team members that has contacted the EEO Team, EEO mailbox, and EEO Hotline regarding a variety of EEO matters and questions. We have additional steps that will be completed in the fourth quarter of Fiscal Year 2023 to increase employees’ understanding of protected rights and prohibition of discrimination, including sexual harassment, in the workplace. We will continue to evaluate the effectiveness of these actions.



5. [bookmark: _Hlk117070333]Improve managers’ and supervisors’ awareness of measures that an employee may take to report any violations under the EEO Policy, including discrimination and sexual harassment.



· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?

· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office (The Mayor’s EEO Office) emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows on October 21, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office circulated its first quarterly agency wide EEO Newsletter on October 13, 2022 via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows.
· The updated EEO, D&I flyer was posted on bulletin boards at all Mayor’s Office locations.
· The Mayor’s EEO Office started to meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members.
· Mayor Eric Adams and the Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022, and December 9, 2022. 
· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed on October 5, 2022, by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members who have not completed the trainings.
· Re-deployments to pending list of staff members and new hires was conducted on November 4, 2022, December 9, 2022, January 10, 2023, and March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 
· The Mayor’s EEO Office deployed the Disability Awareness & Etiquette e-training to all staff members on January 10, 2023.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations.
· The Mayor’s office intranet was updated on December 23, 2022, with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.
· On January 4, 2023, the Mayor’s EEO Office circulated Volume #2 of its quarterly agencywide EEO Newsletter via email to over a thousand staff members with a spotlight on the Mayor’s Commission on Gender Equity (CGE) unit. The newsletter contained EEO and EAP mental health resources. It also introduced the Office of Labor Relations WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) which focuses on eliminating inequity and injustices in access and education to health resources. fun fitness resources, and self-care tips and resources. The newsletter provided monthly Diversity and Inclusion(D&I) events, holidays, and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, and EEO office contacts information.
· On January 4, 2023, the EEO Office attended the Mayor’s Office of Criminal Justice (MOCJ) Senior Staff Meeting on EEO matters to provide guidance pertaining to EEO/RA resources, the RA process, return to work expectations, how to file an extension of an RA, and RA requests for workplace equipment.
· On February 13, 2023, the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff members vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.
· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu with the EEO policy, handbook, e-trainings, and all reasonable accommodation policies & procedures as they enter the first screen of the intranet page.


The effectiveness of these actions is apparent by the increase in the number of Mayor’s Office Team members that has contacted the EEO Team, EEO mailbox, and EEO Hotline regarding a variety of EEO matters and questions. We have additional steps that will be completed in the fourth quarter of Fiscal Year 2023 to improve managers’ and supervisors’ awareness of measures that an employee may take to report any violations under the EEO Policy, including discrimination and sexual harassment. We will continue to evaluate the effectiveness of these actions.



6. [bookmark: _Hlk117070458]Improve managers’ and supervisors’ knowledge of whom and where to direct employees who may want to discuss a complaint (s) under the EEO Policy. 



· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?

· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office (The Mayor’s EEO Office) emailed the Mayor’s Commitment and Accountability Statement, Mayor’s EEO Message, Citywide EEO Policy, Citywide Reasonable Accommodation Procedural Guide, and EEODI Contacts flyer with introduction to the EEO Officer and the EEO Office including all contact information, to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows on October 21, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office updated the Mayor’s Office intranet site with postings of the Mayor’s Commitment and Accountability Statement, Citywide Reasonable Accommodation Procedural Guide, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office circulated its first quarterly agency wide EEO Newsletter on October 13, 2022 via email with EEO resources, EAP mental health resources, introduction to OLR WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) focus on eliminating inequity and injustice in access and education to health resources, monthly diversity and Inclusion(D&I) events and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, EEO office contacts info, EEO protected categories, and the RA process.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posts and updates bulletin boards at all Mayor’s Office locations on an ongoing basis with the Mayor’s EEO Message, Mayor’s Commitment and Accountability Statement, Citywide EEO Policy, RA Procedural Guidelines, RA at a Glance, RA Brochure, and EEOC Know Your Rights: Workplace Discrimination is Illegal flyer.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emails Mayor’s EEO Message, EEO Policy, RA Procedural Guidelines, RA at a Glance, & RA Brochure to all New Hires including agency heads, deputy mayors, commissioners, directors, managers, supervisors, agency partners, on-assignment staff, consultants, interns, and fellows.
· The updated EEO, D&I flyer was posted on bulletin boards at all Mayor’s Office locations.
· The Mayor’s EEO Office started to meet and greet with units within the Mayor’s Office to inform them of the EEO, Diversity and Inclusion unit, EEO policy, EEO protected categories, EEO complaint process, RA request process, & the variety of resources available to all team members.
· Mayor Eric Adams and the Chief EEO Officer partnered with DCAS to provide Citywide Equity & Inclusion (CEI) Virtual Training Presentation on EEO policy, investigations, and procedures for which Deputy Mayors and Agency Heads are responsible, which was held on October 19, 2022, and December 9, 2022. 
· Mandated Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees was deployed on October 5, 2022, by DCAS in collaboration with the EEO, Employee Relations, Diversity & Inclusion Office. The EEO Office monitored training completions and email reminders were sent to team members who have not completed the trainings.
· Re-deployments to pending list of staff members and new hires was conducted on November 4, 2022, December 9, 2022, January 10, 2023, and March 29, 2023, and further follow ups are conducted until training is completed in accordance with mandates.
· Deployments to all staff by the Mayor’s EEO Office on February 17, 2023. 
· The Mayor’s EEO Office deployed the Disability Awareness & Etiquette e-training to all staff members on January 10, 2023.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office emailed the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO to all Mayor’s Office team members including agency heads, deputy mayors, commissioners, directors, managers, supervisors, consultants, interns, and fellows on December 23, 2022.
· The Mayor’s EEO, Employee Relations, Diversity & Inclusion Office with the assistance of agency liaisons posted the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO on bulletin boards at all Mayor’s Office locations.
· The Mayor’s office intranet was updated on December 23, 2022, with the newly released EEO Policy Handbook: What To Know About Equity, Inclusion, and EEO.
· On January 4, 2023, the Mayor’s EEO Office circulated Volume #2 of its quarterly agencywide EEO Newsletter via email to over a thousand staff members with a spotlight on the Mayor’s Commission on Gender Equity (CGE) unit. The newsletter contained EEO and EAP mental health resources. It also introduced the Office of Labor Relations WorkWell Wellness Project BUILD’s (Building Understanding, Inclusion, Learning, and Diversity) which focuses on eliminating inequity and injustices in access and education to health resources. fun fitness resources, and self-care tips and resources. The newsletter provided monthly Diversity and Inclusion(D&I) events, holidays, and religious calendar dates with descriptions, articles highlighting special D&I monthly celebrations/awareness, and EEO office contacts information.
· On January 4, 2023, the EEO Office attended the Mayor’s Office of Criminal Justice (MOCJ) Senior Staff Meeting on EEO matters to provide guidance pertaining to EEO/RA resources, the RA process, return to work expectations, how to file an extension of an RA, and RA requests for workplace equipment.
· On February 13, 2023, the Mayor’s EEO Office circulated an email to all staff prohibiting discrimination regarding a staff members vaccination status or contact with someone that may have Covid-19. Staff members were provided with contact information for the EEO Office in the event that they have witnessed or experienced this stigmatizing behavior/discrimination.
· The Mayor’s EEO Office worked with the IT department to enhance the visibility of the EEO Office, EEO policies, procedures, and training on the Mayor’s Office Intranet site from January to March of 2023. As a result, all Mayor’s Office staff can now see the EEO Office drop down menu with the EEO policy, handbook, e-trainings, and all reasonable accommodation policies & procedures as they enter the first screen of the intranet page.

The effectiveness of these actions is apparent by the increase in the number of Mayor’s Office Team members that has contacted the EEO Team, EEO mailbox, and EEO Hotline regarding a variety of EEO matters and questions. We have additional steps that will be completed in the fourth quarter of Fiscal Year 2023 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. We will continue to evaluate the effectiveness of these actions.



7. Other: N/A


· Please describe the steps that your agency has taken to meet this goal. What steps were taken to evaluate effectiveness of these actions?
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IX. [bookmark: _Toc116664363]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 2022.

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

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


[bookmark: _Toc116664364]Appendix A: EEO Personnel Details

EEO Personnel For _3rd_ Quarter, FY 2023

Personnel Changes

	Personnel Changes this Quarter:	☐   No Changes
	Number of Additions: 2
	Number of Deletions: 2

	
Employee's Name & Title
	1. Michael Garner/ Chief Business Diversity Officer/Chief Diversity Officer/Chief MWBE Officer
	2. Mir Bashar/ Chief Diversity Officer/Chief MWBE Officer
	3. Lakeshia Battle/ EEO Training Liaison

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

	Date of Change in EEO Role
	Start Date or Termination Date: 02/10/2023
	Start Date or Termination Date: N/A
	Start Date or Termination Date: N/A

	

	Employee's Name & Title
	Tanesha Honeygan/ EEO Counselor / EEO Investigator/ EEO Counselor & Investigator/ EEO Compliance Officer/EEO Training Liaison
	
	

	Nature of change
	☒  Addition	 (EEO Training Liaison)	☐  Deletion
	☐  Addition			☐  Deletion
	☐  Addition			☐  Deletion

	Date of Change in EEO Role
	Start Date or Termination Date: N/A
	Start Date or Termination Date: 
	Start Date or Termination Date: 

	For New EEO Professionals:

	
Name & Title
	4. Michael Garner/ Chief Business Diversity Officer/Chief Diversity Officer/ Chief MWBE Officer
	5. 	
	6. 

	EEO Function 
	☐  EEO Officer		☐  EEO Counselor
☐  EEO Trainer		☐  EEO Investigator
☐  55-a Coordinator	☒  Other: Chief MWBE Officer/Chief Diversity Officer
	☐  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. Melody Ruiz, EEO Officer/Director/ Chief Diversity & Inclusion Officer/ EEO Investigator/ ADA Coordinator/ Disability Rights Coordinator/ EEO Compliance Officer
	2. Tanesha Honeygan, EEO Counselor / EEO Investigator/ EEO Counselor & Investigator/ EEO Compliance Officer
	3. Mir Bashar, Chief Diversity Officer/Chief MWBE Officer

	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 02/24/2022	☐  No
 ☒  Yes 09/20/2021	☐  No
 ☒  Yes 02/01/2021	☐  No
 ☒  Yes 01/13/2023	☐  No
 ☒  Yes 11/05/2020	☐  No
 ☐  Yes			☒  No
 ☐  Yes			☒  No
☒  Yes 05/18/2022 	☐  No
 ☒  Yes 05/19/2022	☐  No
☐  Yes		             	☒  No

	 ☒  Yes 04/25/2022	☐  No
 ☒  Yes 01/12/2023	☐  No
 ☒  Yes 01/12/2023	☐  No
 ☒  Yes 01/12/2023	☐  No
 ☐  Yes                        	☒  No
 ☐  Yes			☒  No
 ☒  Yes 09/08/2022	☐  No
☒  Yes 05/18/2022	☐  No
 ☒  Yes 05/19/2022	☐  No
☒  Yes 07/13/2022 	☐  No

	 ☒  Yes 06/01/2022	☐  No
 ☒  Yes 06/01/2022	☐  No
 ☒  Yes 06/25/2021	☐  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. DeShanna Alexander, Career Counselor
	5. LaKeshia Battle, EEO Training Liaison
	

		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 01/11/2023	☐  No
 ☒  Yes 09/01/2022	☐  No
 ☒  Yes 12/24/2021	☐  No
 ☐  Yes			☐  No
 ☒  Yes 02/23/2022	☐  No
 ☐  Yes			☐  No
 ☐  Yes			☐  No
☐  Yes	           	 	☐  No
 ☐  Yes			☐  No
☐  Yes		            	☐  No

	 ☒  Yes 03/14/2022	☐  No
 ☒  Yes 08/30/2022	☐  No
 ☒  Yes 10/19/2022	☐  No
 ☐  Yes			☐  No
 ☒  Yes 03/09/2022	☐  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:


Diversity and EEO Staffing as of _3rd_Quarter FY 2023*


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

	EEO Officer/Director
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Deputy EEO Officer OR
Co-EEO Officer
	TBD
	
	
	
	

	Chief Diversity & Inclusion Officer
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Diversity & Inclusion Officer
	N/A
	
	
	
	

	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Michael Garner
	Chief Business Diversity Officer
	
	mgarner@cityhall.nyc.gov
	(212) 788-3110

	ADA Coordinator
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Disability Rights Coordinator
	Melody Ruiz
	Special Assistant (MA)-MGRL
	
	mruiz@cityhall.nyc.gov
	(718) 213 5993

	Disability Services Facilitator
	TBD
	
	
	
	

	55-a Coordinator
	N/A
	
	
	
	

	Career Counselor
	DeShanna Alexander
	Special Assistant (MA)-MGRL
	
	dalexander@cityhall.nyc.gov
	(212) 788-7534

	EEO Counselor
	Tanesha Honeygan
	Research Projects Coord (MA)-MGRL
	
	thoneygan@cityhall.nyc.gov
	(929) 492 1209

	EEO Investigator
	Melody Ruiz
Tanesha Honeygan
	Special Assistant (MA)-MGRL
Research Projects Coord (MA)-MGRL
	
	mruiz@cityhall.nyc.gov thoneygan@cityhall.nyc.gov

	(718) 213 5993 
(929) 492 1209


	EEO Counselor\ Investigator 
	Tanesha Honeygan
	Research Projects Coord (MA)-MGRL
	
	thoneygan@cityhall.nyc.gov
	(929) 492 1209

	Investigator/Trainer
	N/A
	
	
	
	

	EEO Training Liaison
	Tanesha Honeygan
	Research Projects Coord (MA)-MGRL
	
	thoneygan@cityhall.nyc.gov
	(929) 492 1209

	Other (specify) EEO Compliance Officer(s)
	Melody Ruiz 
Tanesha Honeygan

	Special Assistant (MA)-MGRL
Research Projects Coord (MA)-MGRL
	
	mruiz@cityhall.nyc.gov thoneygan@cityhall.nyc.gov

	(718) 213 5993 
(929) 492 1209


	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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