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

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

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

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

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

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

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

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

I.  Commitment and Accountability Statement by the Agency Head
Distributed to all agency employees?
☒ Yes, on: 09/23/25
☐ No
☒ By e-mail	
☐ Posted on agency intranet and/or website
☒ Other: POSTED ON AGENCY BULLETIN BOARDS

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


		Please describe Awards and/or Appreciation Events below: The agency held its second Annual Employee Appreciation Day event in March 2025, led by the EEO Officer, with a renewed emphasis on recognizing staff contributions to DEI efforts and an appreciation for their hard work.

III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 148                 Q2 (12/30/2026): Enter number 
Q3 (03/30/2026): Enter number  Q4 (6/30/2026): Enter number

Agency reminded employees to update self-ID information regarding race/ethnicity, gender, and veteran status (as aligned with objectives of Local Law 14 of 2019)
☒ Yes on (Date): 12/30/24
☐ Yes (again) on (Date): (MM/DD/YY)
☐ No
☒ NYCAPS Employee Self Service (by email; strongly recommended every year)
☐ Agency’s intranet site
☒ On-boarding of new employees
☐ Newsletters and internal Agency Publications



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

	Q1 Review Date: 10/14/25
	Q2 Review Date: (MM/DD/YY)
	Q3 Review date: (MM/DD/YY)
	Q4 Review date: (MM/DD/YY)

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


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

A.   Workforce:
[bookmark: _Hlk530066305]Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workforce included in Section IV: Initiatives for FY 2026, which you set/declared in your FY 2026 Diversity, Equity, Inclusion and EEO Plan (e.g., underutilization, workforce planning, succession planning and diverse applicant pool, among others).

1. [Copy the planned Workforce Goal/Program/Action from FY 2026 EEO plan]

         The agency ensures that there will be a diverse applicant pool for the anticipated vacancies.  
         where job postings are posted on multiple platforms and encourages employees to take 
         promotional civil service examinations.

[bookmark: _Hlk210994211]Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

Job postings are posted on multiple platforms such as Smart Recruiters, Indeed, and Jobs NYC. Some positions are posted on LinkedIn. DCAS’ civil service lists are also used to fill vacancies within the agency. Email blasts of scheduled open examinations available for filing are sent monthly to employees. 

The agency initiates pick-up and transfers using DP-72’s for employees who receive a notice of hiring pool. There are currently 3 DP-72’s being worked on to pick up current staff members in permanent titles.  

Targeted emails are sent to employees permanently serving in underlying titles to apply for promotional civil service examinations. Targeted emails are sent to provisional employees and those serving in non-competitive titles to apply for civil service examinations. 

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

2.  [Copy the planned Workforce Goal/Program/Action from FY 2026 EEO plan]
         
          	The EEO Officer serves as the Career Counselor for the agency and provides personal and 
          professional development of employees by meeting one-on-one with employees who express 
          interest in furthering their career with City government

Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?
 	      
          Effective 9/8/2024, under Local Law 75, agencies are mandated to provide career counseling  
          to any employee with at least one year of City service. We have announced the launch of our 
          revamped Career Counseling program to all staff on 2/13/2025. We have facilitated 8 career 
          counseling sessions in FY 2025 and facilitated 1 additional session in FY 2026, Quarter 1.

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

3.  [Copy the planned Workforce Goal/Program/Action from FY 2026 EEO plan]

Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?
          
Workforce Goal/Initiative #3 Update:
Q1 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

4. [Copy the planned Workforce Goal/Program/Action from FY 2026 EEO plan]

Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?


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

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

The agency analyzes and interprets the workforce reports on a quarterly basis to guide recruitment efforts based on the results of those reports. The CEEDS report is analyzed quarterly to identify any job groups where underutilization exists: For FY 26, Q1, Managers have been identified as a job group where the Black demographic ethnic group is not being utilized enough. Technicians have also been identified as a job group where the White demographic ethnic group is not being utilized enough. 

The agency primarily uses civil service lists to fill its vacancies. Because our candidate pool is limited when using a civil service list, the fact that we rarely experience any underutilization of minority groups is a major endeavor and speaks to the effectiveness of our recruitment process. We will continue to monitor the underutilization in the next quarter. 



B.  Workplace:
Please list the Goals, Planned Programs, Initiatives, and Actions aimed at Workplace included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., job satisfaction/engagement surveys, exit interviews/surveys, and onboarding surveys).
	
1.  [Copy Workplace Goal/Program/Action from FY 2026 EEO plan]

           The agency implements several surveys including the new WISE-E Exit survey for employees   
           voluntarily resigning and the revamped Citywide Onboarding surveys (2-day, 30-day, 90-day).

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

One employee resigned within Quarter 1, FY 26 and was sent the WISE-E Exit survey, which was completed. The Citywide Onboarding surveys were revamped on 08/07/25 and have been sent to all new hires since. Three employees have been sent the onboarding surveys in total. 

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


2.  [Copy Workplace Goal/Program/Action from FY 2026 EEO plan]

The NYCPPF sends agency wide emails to recognize key months/dates that relate to promoting
diversity. In addition, the agency embarks on the Equity and Race Relations Initiatives from 
DCAS and the Mayor’s Office such as CityTalk Panel Discussions, which are disseminated to 
all staff as part of our special initiatives to enhance equity in the workplace.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

· Disseminated information about DCAS’ CityTalk Panels: Hispanic Heritage Month – Voices of Progress: Honoring Roots, Building Careers on 10/03/25.
· The City of New York disseminated information about: Domestic Violence Awareness Month on 10/02/25 and promoted NYCGoPurple Day on 10/16/25; World Mental Health Day on 10/10/25.

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

	
3.  [Copy Workplace Goal/Program/Action from FY 2026 EEO plan]

           All mandatory training courses are disseminated to all staff based on their yearly cycle.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

The agency continues to maintain strong compliance with all mandatory training courses adhering to the citywide cycle. The following trainings are planned in FY 2026: 
· Sexual Harassment Prevention e-training - January 2026 (Quarter 3)
· Everybody Matters: EEO & D&I training – April 2026 (Quarter 4)

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


4.  [Copy Workplace Goal/Program/Action from FY 2026 EEO plan]

            The agency encourages staff to update their self-identifying information regarding  
            race/ethnicity, gender, and preferred name within ESS, and update their highest level of 
            education including any licenses/certifications on a yearly basis.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to create and sustain an equitable work environment which values everyone’s differences and maintains focus on retaining talent. What are your metrics or indicators for evaluating the success of these programs and initiatives?

            The agency will remind employees to update self-identification and professional skills in 
            NYCAPS Employee Self-Service (ESS) in the next quarter.

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


5. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, programs accessible to all and that support equitable engagement across cultural identities newsletters/articles, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these activities?
[bookmark: _Hlk206673306]
            The agency plans to host another Employee Appreciation Day event in FY 26, Q3 to 
            reward the staff for their dedication and hard work.

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


Please list the Planned Programs, Initiatives, Actions aimed at Community, Equity, Inclusion and Anti-Racism included in Section IV:  Initiatives for FY 2026, which you set/declared in your FY 2026 EEO Plan (e.g., community outreach and engagement, M/WBE participation and customer satisfaction surveys). What are your metrics or indicators for evaluating the success of these programs and initiatives?

1.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]
[bookmark: _Hlk206673271]          
           Throughout the year, the agency hosts several educational programs to promote its 
           services.   
	
Please describe the steps your agency has taken to meet this goal/initiative. Include initiatives related to recruitment, retention, promotion, and professional development that support fair access to opportunity for all and strengthen a respectful, high-performing workplace. Be sure to address efforts that consider age range, individuals from non-traditional backgrounds, and the engagement of long-serving and older employees. A well-balanced, integrated workforce should help establish your agency as a leading service provider to the inhabitants of New York City, reflecting the full spectrum of communities served. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

The educational conferences hosted by the agency in FY 2026, Quarter 1 include the following:
· On 8/5/2025, there was a Pension Intelligence Seminar held.
· On 8/13/2025, there was a Pension Aviation Seminar held.
· On 8/21/2025, there was a new Police Officer’s Hire held.
· On 9/10/2025, there was a Pension Headquarters Meeting held.

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

2.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]

           The agency currently uses five continuous M/WBE vendors with multi-year contracts.
 
Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the inhabitants of New York City, committed to cultivating a fair, respectful workplace that reflects the variety of communities served. What are your metrics or indicators for evaluating the success of these programs and initiatives?

            No new contracts were awarded in this quarter. Procurement staff did not attend any 
            conferences, forums, or trainings in this quarter.

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

3.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]

          The agency submitted its first progress report on the 5-Year Accessibility Plan in accordance 
          with Local Law 12 of 2023.

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the inhabitants of New York City, committed to cultivating a fair, respectful workplace that reflects the variety of communities served. What are your metrics or indicators for evaluating the success of these programs and initiatives?

The first annual progress report for the Accessibility Plan was posted on 4/18/2025, which included improved workplace accessibility tools implemented at the agency and is an ongoing process. The agency plans to: 
· Work with building management in install push button door access pads.
· Ensure that emergency evacuation information is posted in large print and in various formats.
· Meet updated Web Content Accessibility Guidelines, as applicable.
· Provide educational and training resources in an accessible format that considers inclusivity.
· Continuously review internal policies and integrate updates regarding accessibility to relevant laws, rules, and regulations into the Employee Handbook.

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


4.  [Copy Community/Equity/Inclusion Goal/Program/Action from FY 2026 EEO plan]

Please describe the steps that your agency has taken to meet this goal/initiative. Include actions taken to establish your agency as a leading service provider to the inhabitants of New York City, committed to cultivating a fair, respectful workplace that reflects the variety of communities served. What are your metrics or indicators for evaluating the success of these programs and initiatives?

Community/Equity/Inclusion Goal/Initiative #4 Update:
Q1 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed


5. Other Community programs and activities:
[bookmark: _Toc116503096][bookmark: _Toc116503132][bookmark: _Toc116573390][bookmark: _Toc116662130][bookmark: _Toc116662226][bookmark: _Toc116662259][bookmark: _Toc116664279][bookmark: _Toc116664340][bookmark: _Toc147425797][bookmark: _Toc147425881][bookmark: _Toc147426195][bookmark: _Toc147426227]Please describe any other Community-directed programs and activities (e.g., meetings, educational and cultural programs, promotion of agency services, community fairs, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these programs and activities?

V.  Recruitment
A. Recruitment Efforts
Please list Recruitment Initiatives and Strategies which you set/declared in your FY 2026 Plan (e.g.,  strategic wide outreach/recruitment to cultivate broadly talented applicant pools, social media presence, where jobs are posted, EEO and APO collaboration, evaluation of best recruitment sources, structured interview training and unconscious bias training). 

1.  [Copy Recruitment Initiatives/Strategies from FY 2026 EEO plan]

       All job postings include an up-to-date diversity, inclusion and equal opportunity employer 
       messaging tagline.

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

       The agency ensures that all vacancy announcements include the revised NYC EEO Anti-
       Discrimination Statement.

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

2.   [Copy Recruitment Initiatives/Strategies from FY 2026 EEO plan]

       All hiring managers and recruiters have taken Structured Interviewing and Unconscious Bias 
       training and Everybody Matters: EEO and Diversity & Inclusion Training.    

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?	

       The next cycle for these trainings are as follows:
· Everybody Matters: April 2026 (FY 26, Quarter 4)
· Structured Interviewing & Unconscious Bias: August 2026 (FY 27, Quarter 1)

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


3. [Copy Recruitment Initiatives/Strategies from FY 2026 DEI-EEO plan]

       Recruitment efforts are assessed by reviewing the CEEDS underutilization report on a quarterly 
       basis to determine whether such efforts adversely impact any particular group.

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?

       The agency analyzes and interprets the workforce reports on a quarterly basis to guide
       recruitment efforts based on the results of those reports. For FY 26, Q1, Managers have been 
       identified as a job group where the Black demographic ethnic group is not being utilized enough. 
       Technicians have also been identified as a job group where the White demographic ethnic group 
       is not being utilized enough. 

       The agency primarily uses civil service lists to fill its vacancies. Because our candidate pool is 
       limited when using a civil service list, the fact that we rarely experience any underutilization of 
       minority groups is a major endeavor and speaks to the effectiveness of our recruitment process. 
       We will continue to monitor the underutilization in the next quarter. 

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


4. [Copy Recruitment Initiatives/Strategies from FY 2026 EEO plan]

      The NYCPPF is an eHire agency, and therefore, all vacancies are posted on Jobs NYC, Smart 
      Recruiters, and Indeed. Some harder-to-fill titles are posted on LinkedIn when looking for 
      candidates with a specific skillset.

Please describe the steps that your agency has taken to implement and achieve these initiatives/strategies. What are your metrics or indicators for evaluating the success of these initiatives or strategies?	

       A job posting was advertised on LinkedIn in FY 2026, Quarter 1 to reach a broader applicant pool 
       with a specialized skillset to fill a vacancy at our agency. 

Recruitment Initiatives/Strategies #4 Update:	
Q1 Update: 	☐ Not started ☒ Ongoing 	☐ Delayed 	☐ Completed
Q2 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed	
Q3 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed 	☐ Completed
Q4 Update: 	☐ Not started ☐ Ongoing 	☐ Delayed	☐ Completed

5. Please describe any recruitment efforts designed to increase the effectiveness of wide outreach to cultivate broad applicant pools in order to fill vacancies at your agency during the quarter and describe the activities, including the dates when the activities occurred.

       A job posting was advertised on LinkedIn in FY 2026, Quarter 1 to reach a broader applicant pool 
       with a specialized skillset to fill a vacancy at our agency. The posting was up for 30 days 
       beginning on 09/29/2025.
B. Recruitment Efforts for Civil Service Exams
Pursuant to Local Law 28 (of 2023), list all recruitment events that were held by the agency to promote open-competitive civil service examinations.
	Quarter #
	Event Date
	Event Name
	Borough

	1
	N/A
	N/A
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]





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

	Bronx
	0
	
	
	

	Brooklyn
	0
	
	
	

	Manhattan
	0
	
	
	

	Queens
	0
	
	
	

	Staten Island
	0
	
	
	



C. Recruitment Sources
List recruitment sources used to fill vacancies in the current Quarter (include Q#)
1. Smart Recruiters (Q1)
2. Jobs NYC (Q1)
3. Indeed (Q1)
4. LinkedIn (Q1)
5. Civil Service Lists (Q1)


D. Internships/Fellowships

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

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

Additional comments: 
Click or tap here to enter text.



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

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

Currently, the agency employs the following number of 55-a participants:
Q1 (09/30/2025): 1     Q2 (12/30/2026):  (#) 
Q3 (03/30/2026): (#)   Q4 (06/30/2026):  (#)

During the 1st Quarter, a total of 0 new applications for the program were received.
During the 1st Quarter 0 participants left the program due to N/A.

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

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

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

The 55-a Coordinator has achieved the following goals:

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

	in training sessions:
	☐ Yes   
	☐ No

	on the agency website:
	☒ Yes   
	☐ No

	in agency newsletter:
	☐ Yes   
	☐ No

	Other: New Hire Orientation



Other Goals (if applicable):


VI. Hiring and Promotion

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

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

	
	# of Vacancies
	# of New Hires
	# of New Promotions

	Q1
	4
	4
	2

	Q2
	(#)
	(#)
	(#)

	Q3
	(#)
	(#)
	(#)

	Q4
	(#)	
	(#)
	(#)




Please describe the steps that your agency has taken to meet these objectives.
1. Career Counseling: Advising employees of opportunities for promotion and career development; Notification of promotion/transfer opportunities.

On 2/13/2025, the agency announced the expansion of the Career Counseling program in accordance with Local Law 75 of 2024 to all staff. The agency’s Career Counselor promotes advancement by posting all job opportunities for promotion/transfer internally in NYCAPS, sends agency wide notifications of the DCAS monthly civil service exam schedule, and explains the civil service process to new hires and what it means to become a permanent civil servant.

The agency will conduct outreach to all employees annually about the program which includes information about civil service exams and paths, available training provided by the city and their represented union, and continuing education information. In addition, follow-up meetings will be scheduled as needed.

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

Most vacancies are posted on eHire. The agency also makes succession placements for mid- and high-level discretionary positions and confirms the agency’s continued investment in employees’ professional growth and contribution to agency objectives. This model also falls in line with citywide best practices of promoting from within.

3. Describe your agency’s procedures for selection, especially for mid- and high-level discretionary positions. vacancy posting protocols, training of hiring managers, procedures for interviewing applicants, the use of the NYCAPS Applicant Interview Log Report, and efforts to identify and eliminate structural barriers to employment.

All hiring managers are scheduled for Structured Interviewing and Unconscious Bias 
training on a biennial basis and all interviews are conducted following the principals 
of this training. The selection and appointment process is based solely on the 
responses to the structured interviewing questions which are EEO-compliant and job 
related. The EEO Officer compares the demographics of current employees 
to the placements, especially within specific job groups utilizing the CEEDS report.  

4. Analyzing the impact of layoffs or terminations on racial, gender and age groups. (This analysis is done pursuant to guidance from agency General Counsel and Law Department guidance.)

There have been no employees affected by layoffs. Terminated employees are not analyzed based on racial, gender, and age groups. 

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

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

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

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

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

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

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

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

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

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

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

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

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

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



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

	Personnel Changes this Quarter:
	Number of Additions: 0
	Number of Deletions: 0

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

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

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


	

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

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

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

	Start or Termination Date: 


	For New EEO Professionals:

	Name & Title
	1. 
	2. 
	3. 

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

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

	

	Name & Title
	4. 
	5. 
	6. 

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

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


Personnel Changes:		 ☐  Yes ☒  No

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

	Name & EEO Role
	1. Alana Bassit, EEO Officer
	2.	 Michael Ragone, ADA Coordinator
	3.	 Stephanie Gallop, EEO Counselor

	Completed EEO Trainings:

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

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

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

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

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

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

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

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

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

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

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

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



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

	Name & EEO Role:
	4. Sal LoCascio, Disability Rights Coordinator
	5. Sheanni Walker, Chief MWBE Officer
	6.

	Completed EEO Trainings:

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

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

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

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

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

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

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

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

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

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

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

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



EEO Personnel Contact Information (Please list all current EEO professionals)
Please provide the full mailing address of the principal Agency EEO Office:
MAILING ADDRESS: 233 Broadway, 25th Floor, New York, NY 10279
EEO and D&I Staffing as of 1st Quarter FY 2026
The City EEO Policy requires there be only one leader of the EEO Office serving in the “EEO Officer” capacity and that there be only one Deputy EEO Officer.

	Roles/Functions
	Name
	Civil Service (c.s.) Title
	Office E-mail Address
	Telephone #

	EEO Officer (may have a separate active c.s. title (e.g., AC, DC, Exec Agency Counsel, etc.)
	Alana Bassit
	Associate Staff Analyst
	ABassit@nycppf.org
	212-693-5126

	Deputy EEO Officer 
	
	
	
	

	Diversity & Inclusion Officer (or a similar business title)
	
	
	
	

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	Sheanni Walker
	Agency Chief Contracting Officer
	SWalker@nycppf.org
	212-693-5068

	ADA Coordinator
	Michael Ragone
	Administrative Staff Analyst
	MRagone@nycppf.org
	212-693-5127

	Disability Rights Coordinator
	Alana Bassit, Stephanie Gallop
	
	
	

	Disability Services Facilitator
	Sal LoCascio
	Administrative Manager
	SLoCascio@nycppf.org 
	212-693-5601

	55-a Coordinator
	Michael Ragone
	Administrative Staff Analyst
	MRagone@nycppf.org
	212-693-5127

	EEO Counselor
	Stephanie Gallop
	Procurement Analyst
	SGallop@nycppf.org
	212-693-5123

	EEO Investigator
	Alana Bassit
	Associate Staff Analyst
	ABassit@nycppf.org
	212-693-5126

	EEO Counselor/Investigator 
	Alana Bassit
	Associate Staff Analyst
	ABassit@nycppf.org
	212-693-5126

	Investigator/Trainer
	
	
	
	

	EEO Training Liaison
	Alana Bassit
	Associate Staff Analyst
	ABassit@nycppf.org
	212-693-5126

	Other (specify)
	
	
	
	

	Other (specify)
	
	
	
	


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

NYC POLICE PENSION FUND FY 2026 Quarterly Update Report                                                                                                                                                                                    Page 1
image1.emf

