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I. [bookmark: _Toc108404763][bookmark: _Toc299303644]Annual Commitment, Accountability, and EEO Statement (EEO Policy Statement). 

The Department of City Planning is committed to fostering a culture of equity, diversity, and inclusion. As an agency, we believe that embracing a wide range of perspectives, backgrounds, and experiences is essential to driving innovation, creativity, and success. Our goal is to create an environment where all individuals, regardless of their race, ethnicity, gender, sexual orientation, age, religion, disability, or any other characteristic, feel valued, respected, and included. We recognize that diversity goes beyond visible differences and encompasses a broad spectrum of identities and experiences.  
 
On behalf of the Department of City Planning, I hereby declare my commitment as the Agency Head to support and enforce the rights and protections afforded by the New York City EEO Policy, the City and State Human Rights Law, and all other relevant laws, for all employees, applicants for employment, external contractors, consultants, and agency partners, and members of the public served by our Agency. 
 
In our commitment to equity, we aim to provide equal opportunities for all individuals to thrive and succeed. As an agency, we will actively work to identify and eliminate any barriers or biases that may hinder the advancement and growth of underrepresented groups. We will strive to promote fair and inclusive practices in recruitment, hiring, promotion, and decision-making processes. We will continue to encourage open dialogue, collaboration, and the sharing of diverse perspectives. As an agency, we endeavor to create a safe and supportive space where everyone feels empowered to contribute their unique talents and ideas. 
 
We remain dedicated to continuously learning, evolving, and improving our equity, diversity, and inclusion efforts within DCP. We will invest in education and training programs to raise awareness, challenge biases, and foster a culture of inclusivity. We will continue to regularly assess our policies, practices, and initiatives to ensure they align with our commitment to equity, diversity, and inclusion.  
 
I will hold the top leadership of our agency, as well as the EEO Officer David Machado, who can be reached at EEO_DL@planning.nyc.gov or 212-720-3104, human resources professionals, legal professionals, managers, and supervisors accountable for ensuring that DCP creates a safe, equitable, and inclusive work environment for all our employees, and for delivering equitable, fair, and effective services to the public we serve. By embracing diversity, promoting equity, and fostering inclusion, we aim to create a workplace within DCP that reflects the rich diversity of New York City.  By valuing and respecting each individual, we can unlock the full potential of our agency and make a positive impact on the communities we serve and work with across the city. 

☒ This statement is the same as last year.

NOTE: If this statement has been in use for more than two years the Agency Head should issue a revised statement.

☒ This statement will be disseminated to all employees in the agency.

II. [bookmark: _Toc108400724][bookmark: _Toc1347263147]Recognition and Accomplishments

[Describe below key initiatives and accomplishments that your agency undertook last fiscal year (2024) to advance DEI and EEO goals, for example, recognizing employee contributions to DEI goals through awards and employee appraisal, introducing new equity programs, training all staff on mandatory training, or launching employee resource groups. If some of the accomplishments listed below are a continuation of what was included in previous Annual plans, you will need to provide a statement on how it has changed and/or developed in the past year.  Add additional lines as needed.]

In the past year, our agency accomplished the following as part of our commitment to DEI and EEO:

1. In Q1 FY 24, DCP for Racial Equity (DCPRE) Reading group, hosted a virtual discussion on gentrification and displacement with the author of “Gentrifier” John Joe Schlichtman. “Gentrifier” takes a close look at the socioeconomic factors and individual decisions behind gentrification and their implications for the displacement of low-income residents.  
 
2. In Q1 FY 24, the agency spotlighted two employees for Hispanic Heritage Month. These employee spotlights are intended to promote inclusion and bring awareness to the very talented and diverse employees at DCP.    
 
3. In Q1 FY 24, DCP for Racial Equity (DCPRE) continued its “DCPRE Speaker Series.” In August, Eleanor Sharpe (Executive Director of the Philadelphia City Planning Commission) spoke to staff about how the City of Philadelphia plans and manages its newfound growth and more importantly, how they apply a racial equity framework throughout the city’s operations and specifically planning.   
 
4. In Q1 FY 24, August, DCP hosted an “All Agency on Governors Island” event. During this event, DCP recognized multiple staff members for the work that they have done and their commitment to the agency. During the event, DCP recognized Stephane Pierre with the Chair’s Diversity & Inclusion Award for his efforts and commitment to Racial Equity. 
 
5. In Q1 FY 24, September/ October, during Hispanic Heritage Month, the office of EEO shared the EEO Spotlight, highlighting the good work being performed by employees of Hispanic heritage.   
 
6. In Q1 FY 24, September/ October, the Office of EEO hosted a guided tour of the Hispanic Heritage Museum located at 613 w155th St. 
 
7. In Q1 FY 24, DCP for Racial Equity (DCPRE) continued its “DCPRE Speaker Series.” In July, Nina Idemudia (Chicago Department of Planning and Development – Director – Chicago Recover Plan) and Munira Mithaiwala (Senior Program Manager - Department of Planning and Development - Chicago Recovery Plan) discussed how the Chicago Planning Department ARP program uses different strategies to build a pipeline of community and economic development projects of all shapes and sizes.  Participates were able to learn how to mitigate barriers for grant applicants, use technology and subject matter experts to select the strongest and best projects, and leverage data collected over the course of the program to ensure goals are met.  
 
8. In Q2 FY 24, The EEO Office collaborated with our employee groups, DCP for Racial Equity (DCPRE) and Boosters to host a diversity potluck for Thanksgiving.   
 
9. In Q2 FY 24, DCP for Racial Equity (DCPRE) continued its “DCPRE Speaker Series.” In October, Peggy Shepard co-founder and executive director of WE ACT for Environmental Justice was invited to speak on the topic of environmental justice and climate change. 
10. In Q2 FY 24, DCP’s Community Boosters hosted its second annual “no bake, bake off” competition where staff participated in a holiday theme baking competition among each other.   
11. In Q3 FY 24, the EEO Office prepared a Lunar Message for the Executive Team to share with staff to help bring awareness to the celebration and highlight events occurring in NYC to celebrate the new year.   
 
12. In Q3 FY 24, the EEO Office celebrated Black History Month by hosting a tour for staff of the African Burial Ground and museum.   
 
13. In Q3 FY 24, the EEO Office spotlighted two staff members in recognition of Black History Month. 
  
14. In Q3 FY 24 DCPRE hosted an all-agency “Art Extravaganza” for Black History Month to help highlight black artists. 
 
15. In Q3 FY 24, the EEO office prepared an e-mail flyer highlighting the Irish American and Greek American Heritage months and the ways staff could celebrate across NYC.    
 
16. In Q3 FY 24, the EEO Office hosted a guided tour of the “Women’s Work” exhibit at the New York Historical Society in celebration of Women’s History Month.   
 
17. In Q3 FY 24, the EEO Office spotlighted two staff members in recognition of Women’s History Month.   
 
18. In Q3 FY 24, Women’s Employee Resource Coalition (WERC) at DCP hosted a collage and connect event to celebrate Women’s History Month.   
 
19. In Q3 FY 24, WERC hosted a month-long “lunch series” where issues around women’s rights in the workplace were discussed.   
 
20. In Q4 FY 24, EEO Office released a Heritage Month newsletter, celebrating Arab and Scottish American Heritage Month in April.   
 
21. In Q4 FY 24, EEO Office released a Heritage Month newsletter, celebrating Jewish, Haitian, Asian American, and Pacific Islander Heritage Month in May.   
 
22. In Q4 FY 24, the EEO Office spotlighted two staff members in recognition of Asian American, and Pacific Islander Heritage Month in May.   
 
23. In Q4 FY 24, DCP for Racial Equity (DCPRE), organized an AAPI leadership in Planning Panel that discussed topics in Planning addressing past harms.  
 
24. In Q4, EEO Office created an internal DEI Heritage Calander highlighting the various DEI holidays for 2024. The calendar is accessible to all staff via the intranet.  
 
25. In Q4 FY 24, the EEO Office released a Heritage Month newsletter, celebrating Pride Month, Caribbean Heritage Month, and Juneteenth in June.    
 
24. In Q4 FY 24, the EEO Office spotlighted staff in recognition of Pride Month in June.   
 
25. In Q4 FY 24, DCP staff collaborated with and joined the Parks Department in the 2024 Pride Parade.  
 
26. In Q4 FY 24, DCP released a staff survey to help understand the concerns and needs of current staff so as to help design programs and initiatives to help address needs and concerns.


III. [bookmark: _Toc108400725][bookmark: _Toc1980133304]Workforce Review and Analysis

Please provide the total agency headcount as of 6/30/2024

Total Headcount: 330

[This figure is available on the total line for your agency in the FY 2024 Q4 EBEPR210 CEEDS report]

[Pursuant to Local Law 27 (2023), provide an analysis of your agency’s compensation data and measures to address pay disparity and occupational segregation in FY 2024.
The term “occupational segregation” means a group’s under-representation or over-representation in certain jobs or fields of work, when such group is protected by the employment related provisions of the city’s human rights law and such group does not benefit from greater pay, responsibility, flexibility, stability, prestige, or other indicators of job desirability. 
1. [While DCAS will engage an external vendor to conduct a pay equity analysis of the city government workforce, agencies must conduct their own analysis of compensation practices and measures to address pay disparity and occupational segregation with regard to the various titles they use.
· Describe your agency’s analysis of compensation data, including conformity with collective bargaining agreements and Mayor’s Personnel Orders (MPO).
· Also describe possible indicators of occupational segregation such as significant over- or under-utilization of certain ethnic or gender categories in major Job Groups.
· If such analysis was conducted in previous years, describe actions undertaken to reduce occupational segregation.]

The pay equity review is conducted annually. it a collaboration with the EEO, HR, COO, and Executive offices to make sure that staff regardless of race/gender are paid equitably. If disparities are found, we take steps to address them. In Q4 FY 24, DCP conducted an assessment of roles and responsibilities within titles and salary ranges, reviewing salary bands and agency tenure to determine whether pay disparities exist within the agency for underrepresented groups such as BIPOC and women staff. This pay disparity analysis was conducted with the support of the Human Capital division, Fiscal division, Chief Operating Officer, the Executive Director, and the EEO Office. After reviewing the pay data across all salary bands, the data showed no major disparities relating to race, gender, or any protected class. However, disparities were found based on agency tenure. While it is normal for salaries to differ and correlate with the length of city service and collective bargaining raises, coupled with the standard practice of newer staff being hired at the minimum of negotiated salary ranges, we have identified outliers to this standard. These outliers reveal instances where longer-tenured employees are earning less than their newer counterparts, despite performing similar roles and responsibilities. As a result, in Q1 FY 25 DCP plans to present proposals to OBM to raise the base pay for those staff members where pay disparities were found. In FY 25, DCP will continue to perform pay disparity analysis to help identify and address issues of pay disparity and occupational segregation.  

2. [Describe steps taken to encourage all employees at your agency to update self-ID information regarding race/ethnicity, gender, and veteran status through either NYCAPS Employee Self Service (ESS) or other means.]
In FY 2025, the agency will remind and encourage its employees to update self-ID information regarding race/ethnicity, gender, and veteran status through any of the following means:
☒  NYCAPS Employee Self Service (by email; strongly recommended every year)
☐  Agency’s intranet site
☒  On-boarding of new employees
☐  Employees unable to complete the self-identification form using ESS will be provided an opportunity to submit paper form to the EEO Office.
☒  In FY 2025, the agency will inform and remind employees of the option to add preferred name in ESS.
Below please provide the number of employees in your agency whose demographic information is unknown (these numbers are available on the total line of CEEDS report EBEPR210).
Unknown Race/Ethnicity ____18_____	Unknown Gender_____0____	Unknown Both __0_____

[Note: If necessary, the agency can reach out to DCAS CEI for guidance on interpreting their underutilization reports. However, it is the agency’s responsibility to use that data to inform its recruitment plans and efforts to reduce/eliminate underutilization.]
☒ The agency conducts regular reviews of the CEEDS workforce reports, and the summary dashboard sent to the EEO Officer by DCAS’ Citywide Equity and Inclusion (CEI) to provide demographic data and trends.  The review includes an analysis of workforce composition by job title, job group, race/ethnicity, and gender for all employees; new hires, promotions, and separation data; and utilization analysis.

[Select the options that apply to your agency.]

Agency Head

☒ Quarterly  ☐ Semi-Annually ☐ Annually  ☐ Other ________

Human Resources

☒ Quarterly  ☐ Semi-Annually ☐ Annually  ☐ Other ________

General Counsel

☐ Quarterly  ☐ Semi-Annually ☐ Annually  ☐ Other ________

Other (COO)

☒ Quarterly  ☐ Semi-Annually ☐ Annually  ☐ Other ________


☒  The agency review entails a discussion concerning perceived workplace barriers for job groups that may surface in underutilization reports and for factors that may be creating these barriers (e.g., hiring patterns in specific job titles).


IV. [bookmark: _Toc108400726][bookmark: _Toc1959927709]EEO, Diversity, Inclusion, and Equity Initiatives for FY 2025
[State below the goals of your strategy for FY 2025 and programs focused on promoting equity, increasing diversity, assuring equal employment opportunity, and enhancing the value of inclusion at your agency. Categorize your goals according to the strategic area targeted.] 


A. WORKFORCE
State your Agency’s general goals and strategies to enhance DEI and EEO aimed to enhance your agency workforce.

[Workforce goals should be directed at the composition of your workforce, recruitment, retention, promotion, and professional development.]

· Mitigate implicit bias in the hiring and selection process by continuing to mandate a structured hiring framework across the agency with the goal of increasing diversity across job groups within the agency. This will continue to include but not be limited to mandatory structured interview training for all hiring managers, managerial/leadership training, structured interview process for all hiring and promotional decisions, panel interviews, and the review of hiring and promotional decisions by the EEO Office and hiring committee.  
 
· Leverage vacancies to address the underrepresentation of BIPOC staff and women in certain roles within the agency, including leadership positions. Support strategies include: (1) Continued drive to ensure a diverse internship program that attracts historically underrepresented groups in Planning and aggressive networking with CUNY, local, and HSBCU schools and (2) Qualitative assessment across industry stakeholders around strengths and gaps to attract a diverse candidate pool in comparison to competitors across other city agencies and the private sector.    
 
· Continue to identify, address, and close any racial, gender, gender identity, age, and disability gaps in salaries for DCP staff to ensure ongoing equity and fairness. By proactively monitoring salary equity and making it a continued priority, we can prevent issues from arising and address any small discrepancies before they grow into larger problems. Setting this goal aligns with our commitment to maintaining transparency and fostering a culture of inclusion and trust, where all employees feel confident that their contributions are valued equitably. 
 
· Provide professional development and career growth offerings for all staff, including BIPOC staff who are underrepresented in the Planning profession and leadership roles as a measure to help diversify and retain BIPOC staff within the agency.   
 
· Hold leadership accountable for promoting equity, diversity, and inclusion within the workplace and in the work we do. 

		
[In addition to the strategic goals above, please indicate here specific actions and initiatives planned with respect to Workforce.]

Planned Programs, Initiatives, Actions aimed at Workforce:

[Describe how your agency will address underutilization in FY 2025. Please mention here major job groups experiencing underutilization of women and minorities in your agency, and how your agency plans to address the underutilization. This should also include details of how the quarterly reports and dashboards will be used, partnership with the human resources office, initiatives around targeted recruitment, professional development for existing employees, and focus on civil service exams.]
[Also describe special initiatives to enhance equity, inclusion, and race relations in your agency programs and activities. Pay attention to age inclusivity, non-traditional minorities inclusion initiatives, engagement of traditional and older employees in inclusion efforts and discussion forums.] 	
Your actions listed below require internal agency collaboration and are not limited to the EEO Office.

[Note:  Please address the specific recruitment, selection and promotion strategies, sources, and procedures in Sections V and VI, below.]

· Structured interview and unconscious bias training for all hiring managers involved in the recruitment, hiring, and promotion process. Conduct refresher training for all hiring managers bi-annually. All hiring managers will be provided access to a standardized structured interview template and structured interview question bank to utilize during structured interviews.  
 
· Encouraged supervisors to discuss training needs as part of the annual performance review with administrative staff to help highlight new opportunities for such staff to support the Division’s needs. This will help create pathways for upward mobility and pathways into the planning profession in line with Civil Service advancement opportunities for administrative staff.  
 
· On a weekly basis, the Executive Director, Chief Operating Officer, EEO Officer, Human Capital Director, and other senior leadership will review all hiring and promotional decisions to ensure that such decisions are made in compliance with proper hiring practices, D&I initiatives/goals, and to provide feedback to hiring managers regarding hiring and promotional selections. 
 
· Announce senior staff/leadership opportunities internally so that all staff are aware of advancement opportunities.

· Encourage leadership training for all senior and junior leaders within the agency to help enhance leadership skills, decision-making abilities, strategic thinking, and team communication. 
 
· Broaden our external posting sites, enhance our in-person recruitment efforts at college fairs and utilizing citywide civil service list to attract diverse staff and retain staff who are currently with the agency who took and passed the exam. 
 
· Encouraged supervisors to discuss training needs as part of the annual performance review with administrative staff to help highlight new opportunities for such staff to support the Division’s needs. This will help create pathways for upward mobility and pathways into the planning profession in line with Civil Service advancement opportunities for administrative staff.  
 
· DCP will explore the implementation of a professional development and training program for all managers and supervisors which will include both soft and hard skills necessary to be an effective team leader.  



B. WORKPLACE
State your Agency’s general goals and strategies to enhance DEI and EEO aimed to enhance your agency workplace and cultural environment.

[Workplace goals have to do with inclusion, workplace culture, and employee activities.]  


· Use the Professional Development & Training programs as a platform to reduce barriers between Divisions, foster interaction between public-facing and Central staff, share Agency knowledge and practices broadly, and provide opportunities for all staff to share their knowledge and hone their presentation skills.   
 
· Develop and codify agency-wide values that embed equity through an interactive all-agency feedback process. While the final identified values will be decided by the Executive Office, the process will be informed by employees towards an aspirational and inclusive culture designed to empower all. These agency-wide values will serve as a guiding principle for our workplace and how we approach our work to serve NYC neighborhoods.  
 
· Create a safe space for all employees to provide feedback, support staff-led efforts to address Racial Equity, foster employee resource groups to address work/life balance questions and give recommendations to improve workplace culture.  
 
· Foster a culture of community and belonging within the agency by supporting activities and events that allow employee engagement and participation. 
 
· Continue to build a culture of inclusion within the agency is a key priority, and we aim to achieve this by actively recognizing and celebrating the unique contributions of our talented and diverse workforce. Through initiatives such as staff spotlights, we will regularly showcase the achievements, backgrounds, and perspectives of our employees, giving them the platform to share their stories and insights. Recognition awards will also be implemented to highlight exceptional performance, innovation, and dedication to our mission, ensuring that employees at all levels feel valued and appreciated. By consistently bringing awareness to the strengths and diversity within our team, we will continue to foster a sense of belonging and encourage collaboration, ultimately creating a more inclusive and supportive work environment where everyone can thrive. 
 
· Encourage flexible work arraignment to accommodate diverse needs and promote work-life balance for all employees.  

		
[In addition to the strategic goals above, please indicate here specific actions and initiatives planned with respect to Workplace.]
	
Planned Programs, Initiatives, Actions aimed at Workplace:

[Describe specific actions designed to create inclusive workplace culture, enhance equity, and initiatives undertaken to address race relations in the agency. (e.g., modeling inclusive language such as preferred pronouns and age-inclusive language on job postings, celebrating heritage months, ensuring worksite and meetings are accessible, creating agency specific surveys or implementing initiatives based on previous agency specific surveys, etc.).]
[bookmark: _Hlk169001204][Also describe special initiatives to enhance equity, inclusion, and race relations in your agency programs and activities. Pay attention to age inclusivity, non-traditional minorities inclusion initiatives, engagement of traditional and older employees in inclusion efforts and discussion forums.] 	
	
· In FY 25, DCP for Racial Equity (DCPRE) will continue its monthly guest speaker series on the topic of racial equity in planning. This year-round series will feature a range of professionals, academics, and practitioners representing diverse expertise to speak to the agency about working towards promoting racial equity in planning. This series is intended to help DCP staff understand why it’s important to consider racial equity in all planning and policy work at DCP.   
 
· In FY 25, the EEO Office will continue its employee spotlight series during every heritage and diversity month. These employee spotlights are intended to promote inclusion, bring awareness, and give recognition to our talented and diverse employees at DCP.  
 
· In FY 25, The EEO Office will continue its efforts to promote diversity and inclusion by regularly distributing its diversity flyer, a key tool in raising awareness about important activities and events held during each diversity month. This flyer serves as an informative resource, highlighting cultural observances, heritage celebrations, and educational events that align with each month’s focus on diversity, equity, and inclusion. Through this outreach, employees will be encouraged to participate in various events, such as panel discussions, workshops, cultural showcases, and volunteer opportunities. The flyer will also spotlight relevant resources, such as articles, videos, and webinars, aimed at enhancing understanding of the unique histories and contributions of different groups. By providing this consistent and engaging communication, the EEO Office ensures that diversity-related activities remain visible, accessible, and a regular part of the agency's culture, helping to foster a more inclusive workplace year-round.  
 
· In FY 25, DCP will continue “Community Boosters” – an employee-led group. The goal of Community Boosters is to facilitate employee-driven activities through creative, fun, and safe events that build on DCP’s culture of learning, laughing, and growing together.  
 
· In FY 25, DCP will continue its annual awards ceremony which celebrates and recognizes the diverse accomplishments of agency staff across all divisions. Nominations will be open to all employees, and selections will be reviewed by an Awards Selection Committee made up of division leaders who will make recommendations to the Executive Office for final determination. These awards will span categories that are selective, yet inclusive in the breadth of work and years of service, they span to enable employees working in any function to be eligible for an award. In each year’s award process, a Director’s Diversity, Equity & Inclusion award is given by the Agency Head.  



[Please select below the options that apply to your agency.]
☒ Promote employee involvement by supporting Employee Resource Groups (ERGs).
List below the names of existing ERGs:
1. Department of City Planning for Racial Equity (DCPRE)
2. Women’s Employee Resource Coalition (WERC) 
☐ Agency does not presently have any ERGs.
☐ Agency will create a Diversity Council to leverage equity and inclusion programs
☐ Agency Diversity Council is in existence and active
☐ Agency will sponsor focus groups, Town Halls and learning events on race, equity, and inclusion
☒ Agency will inform employees of their rights and protections under the New York City EEO Policy
☒ Agency will ensure that its workplaces post anti-hate or anti-discrimination posters


C. COMMUNITY and EQUITY, INCLUSION and RACE RELATIONS
State your Agency’s general goals and strategies to enhance DEI and EEO in areas of Community and Race Relations. 

[Community goals should be directed at the external environment of your agency, that is the public, communities, organizations, and other entities served by your agency.]


· Increase language access by providing interpreters, as well as in-language programming to ensure that communities who speak languages other than English can fully participate in planning.  

· Increase opportunities for young people to participate in planning through targeted engagement and tailored activities at public meetings.  

· Increase opportunities for people to learn about and engage with planning conversations outside of traditional planning meetings by facilitating pop-up activities in neighborhoods, community walking tours, and digital engagement.  
 
· Engage in initiatives and educational sessions to help shed light on the discriminatory history of urban planning and how systemic racism helped to create inequitable places throughout New York City. Shedding light on the injustices of the past will allow us to reflect and learn from such mistakes so that we can creatively think of initiatives to use planning as a means to achieving a more just, equitable, and inclusive city for all New Yorkers.  

	
Planned Programs, Initiatives, Actions aimed at Community, Equity and Race Relations:

[In addition to the strategic goals above, please describe in details specific initiatives, programs and policies planned with respect to your agency’s services to the community. This should include initiatives to enhance equity, improve community relations and increase awareness about services offered by your agency.] 

[Also describe special initiatives to enhance equity, inclusion, and race relations in your agency programs and activities. Pay attention to age inclusivity, non-traditional minorities inclusion initiatives, engagement of traditional and older employees in inclusion efforts and discussion forums.] 

	
· In FY 25, DCP will continue its “How Other Cities Plan Speaker Series,” which features planning leaders from other cities who share their planning practices with a lens on systemic inequities and their impacts on communities served. These sessions have catalyzed a series of interactive discussions facilitated by and amongst employees which are intended to inform DCP’s equity approach to future comprehensive planning work, and other racial equity initiatives.  

· In FY25, DCP’s Civic Engagement Studio will support the agency in building relationships, increasing trust and transparency, and facilitating stronger partnerships with the communities we serve. The Studio’s workstreams include: Youth Engagement, Planning for a Multi-Lingual City, Creating Tools for Tactical Play, Fostering Community-Driven Narratives, Building a Trauma-Responsive New York City, and Supporting Community Boards 

· In FY 25, DCP will remain committed to examining how our practices, policies, and operations have contributed to inequity and systemic racism and its impacts internally and on the communities, we serve across New York City.  
 
· Addressing the issue and concern of systemic racism will continue to be an ongoing effort for DCP, which will continue to include education for all employees about the history and root causes of discriminatory policies and their resulting disparate outcomes, including but not limited to DEI topics around microaggression, unconscious bias and privilege.  
 
· In FY 25, DCP leadership, the EEO Office, and the Professional Development/Training Office will continue to work closely with DCP for Racial Equity (DCPRE) to address internal reform and craft an internal EDI curriculum for agency staff. 
 
· DCP will examine leveraging its budget to support BIPOC-owned businesses and consultants and expand the firms ready to work with NYC.   
 
· Adopt the City of Yes for Housing Opportunity text amendment to support equitable housing construction across NYC; to remove racist barriers to affordable housing, and to build affordable housing in high-opportunity neighborhoods. 
 
· Support communities and advocate for community needs and capital investment in neighborhoods with concentrated poverty and historic segregation.   
	

[Please select below the options that apply to your agency.]

In FY 2025, the agency will:

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

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

☒ Expand language services for the public

V. [bookmark: _Toc108400729][bookmark: _Toc1864369042]Recruitment

A. Recruitment Efforts
[Summary of Recruitment Efforts – Include proactive strategies and practices your agency will use to build and retain a diverse and inclusive workforce. Strategies should include steps that will be taken to promote discretionary positions, use of underutilization reports to inform recruitment efforts, and review of current policies procedures and practices related to recruitment and training hiring managers and recruiters on DEI courses. 
NOTE: This section must be prepared jointly by Agency DEI-EEO and HR.	 
Our agency is fully committed to fostering diversity and inclusivity within our workforce. In the upcoming fiscal year, we will thoroughly assess and revamp our recruitment policies and procedures to guarantee that we are attracting top talent from a wide range of diverse backgrounds. To achieve this, we will adhere to the best practices outlined in the Inclusive Recruitment Guide issued by the DCAS Citywide Equity and Inclusion. 
 
To further support the career advancement of our current staff, we will consistently communicate internal job opportunities to ensure that all employees are well-informed about cross-functional and promotional openings within the agency. Additionally, for internal staff seeking career advancement, we will be creating detailed career progression plans and promoting cross-agency promotional opportunities to aid in their professional growth.   
 
To inspire students from underrepresented backgrounds to explore careers in planning, we will proactively engage with local schools that have diverse student communities. Through our partnerships with City University of New York (CUNY) and the Mayor’s Office for People with Disabilities (MOPD), we aim to diversify our candidate pool. 

Moreover, we will collaborate with the Diversity Committee (DivComm) of the New York Metro Region American Planning Association to identify opportunities to diversify our recruiting pipeline for planning talent. Additionally, we will leverage social media platforms such as Instagram, Twitter, and LinkedIn to publicize our job opportunities. 
 
Last fiscal year, our agency organized a ten-week summer paid internship program from June to August 2024 with the goal of attracting talent from local schools and neighborhoods that mirror the diverse communities we serve. 
 
During the previous fiscal year, the Human Capital team provided structured interviewing training and support for all hiring managers and also equipped them with a Structured Interviewing Guide containing best practices. 
 
In FY25, we are dedicated to conducting hiring pools for candidates on the City Planner and Assistant Urban Designer Civil Service lists and will continue to conduct cross-divisional hiring panels to identify the best matches for positions in Borough Offices, Technical, and Strategic divisions. Our goal is to interview candidates with diverse planning backgrounds and experiences to ensure a truly diverse workforce. 
 

B. Recruitment for Civil Service Exams

[Summary of recruitment efforts that will be undertaken in FY 2025 to promote open competitive and promotion civil service exams.]

List any planned recruitment events for FY 2025 that will be held by the agency to promote open-competitive civil service examinations. [This list should be updated in your quarterly reports]

	Event Date
	Event Name
	 Borough

	August 2024 
	Hiring Pool – City Planner 
	Manhattan 

	September 2024
	NYU City Planner Exam Q&A
	Virtual

	September 2024

	Columbia University - Urban Planning Program Civil Service 101 Information Session
	Virtual

	October 2024 
	Hiring Pool – Assistant Urban Designer 
	Manhattan 



List planned expenditures for FY 2025 related to recruiting candidates for open-competitive and promotion civil service exams.

	Borough
	Approximate Dollar Amount ($)

	Bronx
	$0

	Brooklyn
	$0

	Manhattan
	$0

	Queens
	$0

	Staten Island
	$0

	Other (include online)
	$0





C. Recruitment Sources
[List diverse recruitment sources, the target population your agency hopes to reach through these resources and whether the use of these sources resulted in previous hires. Recruitment sources should reflect your agency’s effort to reduce underutilization in specific job groups and to otherwise diversity your workforce.]
1. Mayor’s Office for People with Disabilities (MOPD)   
a. Target Population: individuals served by MOPD who are part of the disability community. 
b. Previous hires from this source.  
2. Mayor's Office of Appointments — Talent Development Team 
a. Target Population: diverse candidates who are seeking employment within the planning, land use, design, operational, and technology sectors. 
b. Previous hires from this source 
3. College Partnerships (CUNY, SUNY, NYC Metro Region Planning Programs) 
a. Target Population: diverse student and alumni population who are seeking internships and employment within the planning, land use, design, operational, and technology sectors.  
b. Previous hires from this source. 
4. American Planning Association (APA) Diversity Committee 
a. Target Population: diverse candidates who belong to the following subgroups – Blacks in Urban Planning and Development, LGBTQ & Planning, APA Latinos & Planning, and Planning & Women. 
b. Previous hires from this source 
5. American Planning Association New York Metro Chapter Diversity Committee (APA NYM DivComm) 
a. Target Population: diverse candidates who are seeking employment within the planning, land use, design, operational and technology sectors. 
b. Previous hires from this source 
6. Civil Service List 
a. Target Population: diverse candidates who are seeking employment within the planning, land use, design, operational, and technology sectors. 
b. Previous hires from this source 

D. Internships/Fellowships

[Indicate the type of internship/fellowship opportunities available at your agency.  Please provide the number of student interns/fellows employed in FY 2024 and their demographic profiles, based on self-ID data. Indicate your plans to provide internship/fellowship opportunities in FY 2025. What are the sources you plan to draw upon in recruiting and hiring interns? Are you providing opportunities for interns to advance to entry-level positions in your agency? Did the agency hire interns in the past? Explain the reason if your agency does not offer internship /fellowship opportunities.]

 
In Q1 FY 24, DCP kicked off its first fellowship program, which will run from September 2023 – August 2025, and selected candidates will have the ability to work 28-35 hours per week. The program offers 2022/23 undergraduate and graduate students from the NYC metropolitan area a chance to work for our agency in planning-related and urban design roles. Fellows will have the unique opportunity to gain planning and urban design experience, hands-on training, and the guidance needed to become long-term civil servants. After a rigorous interview and selection process, seven undergraduate students were selected for the fellowship program and joined on September 18, 2023. During FY25, DCP Fellows will have an opportunity to rotate to other participating divisions. This will allow the Fellow to gain additional skillsets and collaborate on other agency projects and initiatives. 
 
In FY 25, DCP will continue to participate in a two (2) year Housing-Planning Fellowship, in partnership with the NYC Housing Development Corporation (HDC), the NYC Housing Preservation and Development (HPD), and the NYC Economic Development Corporation (EDC). Each program semester, two (2) fellows will be placed at each agency, allowing fellows the opportunity to work at each organization over the fellowship term.  


The agency provided the following internship opportunities in FY 2024:


	Type of Internship\Fellowship
	Total
	Race/Ethnicity *[#s]
* Use self-ID data
	Gender * [#s]
* Use self-ID data

	1. Urban Fellows
	1
	  Two or more _2
	M _1_ F__ Non-Binary __

Other __   Unknown __

	2. Public Service Corps
	0
	
	M __ F__ Non-Binary __

Other __   Unknown __

	3. Summer College Interns
	13
	Black_2_ Hispanic_2_ Asian/Pacific Islander_7__ Native American_0__ White__1_ Two or more 1 Races_1_  Un 
	M _6_ F_7_ Non-Binary __

Other __   Unknown __

	4. Summer Graduate Interns
	0
	
	M __ F__ Non-Binary __

Other __   Unknown __

	5. Civil Service Pathways Fellows
	0
	
	M __ F__ Non-Binary __

Other __   Unknown

	6. Other (specify):Data engineer fellows 
Housing Planning Fellows
	3



2
	Black__ Hispanic__ Asian/Pacific Islander___ Native American_0__ White___ Two or more   Races__  Un  5
	M __ F__ Non-Binary __

Other __   Unknown _5_





E. 55-a Program
Section 55-a of the New York State Civil Service Law allows a qualified person with a certified mental or physical disability to be hired into a competitive civil service position without having to take and pass a civil service examination. The City encourages agencies to use the 55-a program as a tool to build a diverse workforce and create greater access to City employment for qualified candidates with disabilities.
· Presently, the agency employs _2___ [number] 55-a participants. [Enter ‘0’ if none]
· There are _0___ [number] participants who have been in the program less than 2 years.
· In the last fiscal year, a total of __0__ [number] new applications for the program were received and ___ participants left the program due to [state reasons] ________.

[Describe your agency’s plans to utilize the 55-a Program to hire and retain qualified individuals with disabilities. This should include the goals for the Program, strategies your agency will use to educate hiring managers and those involved in the recruitment process, any challenges your agency has or foresee in recruiting and hiring 55-a candidates. If your agency hires for competitive titles and does not use the program, please explain why.]
☐ Agency uses mostly non-competitive titles which are not eligible for the 55-a Program.

☐ Agency does not use the 55-a Program and has no participating employees.


VI. [bookmark: _Toc1857793314]Selection (Hiring and Promotion)
NOTE: This section must be prepared jointly by Agency HR and DEI-EEO. HR must describe the activities and plans of Agency Career Counselors in A) below. EEO must respond to questions in C) below.
A. Career Counselors
[Describe the plans of the agency Career Counselor(s) to promote advancement and transfers within the agency, advise employees of opportunities for promotion, availability of civil service exams, and provide resources to help employees grow and develop future careers.]
· Our current Career Counselor will work to broaden the resources available to staff regarding career growth opportunities and the benefits of taking civil service examinations. Career counselors will help to promote employee awareness of opportunities for promotion and transfer within the agency. The Career Counselor will provide agency staff with citywide vacancy announcements, civil service exam notices, and other career development information. The Career Counselor will also work with DCP Employee Resource Groups to coach, support, and promote their involvement as career counselors/mentors. 
 
· A current barrier to entry to city employment for new planners is the establishment of the city planner civil service list and urban designer list. Since the civil service process is not well known or understood to those outside of the city, the agency plans to train interns and fellows on how to successfully search for and apply for civil service exams so that they will be eligible for these exams and others once offered again.  

B. New Hires and Promotions

[Describe planned actions to review and assess the current new hire and promotional procedures for selection, especially for mid- and high-level discretionary positions. Actions may include monitoring the representativeness and fairness of the selection and appointment process, vacancy posting protocols, training of hiring managers, procedures for interviewing applicants, the role of the EEO Officer in the selection and promotion actions, the use of the NYCAPS Applicant Interview Log Report, and efforts to identify and eliminate structural barriers to employment.]

· New hire and promotional requests will be reviewed by the DCP hiring committee weekly. During the hiring meeting, the Executive Director and/or COO of DCP, the Director of Human Capital, and the DCP Fiscal Director will review hiring requests, taking funding and programmatic needs into consideration. The group will also review and assess recruitment sources, i.e., civil service list, internal citywide posting, and external posting including paid services. 
 
· Postings are generally recommended to stay posted for at least 10 days. 
 
· All hiring managers and staff members will be trained on structured interviewing and conscious and unconscious bias. 

· Guidelines regarding the minimum percentage of candidates are shared with hiring managers; at least 10% of the candidate pool or at least three candidates if less than 30 candidates apply. 
· Along with members of the Human Capital team, the COO, CEO, and EEO unit is a part of the candidate review committee. Before an offer is made to a candidate, the candidate review committee reviews the candidate log and division’s selection to ensure that agency practices have been upheld throughout the process.  
 
· EEO and HC reviews candidate logs, employee demographic data, and employee surveys, including but not limited, to exit interviews to assess areas for improvement related to diversity, equity, and inclusion goals, and to identify and mitigate, if not eliminate, structural barriers to employment. 
 

C. EEO Role in Hiring and Selection Process

[Briefly detail which stages of selection involve your EEO Officer (pre- and post-selection).]

In FY 2025, the agency EEO Officer will do the following:

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

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

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

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

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

☒ Assist the hiring manager if a reasonable accommodation is requested for an interview.

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

☒ Periodically review candidate evaluation forms and conduct a job applicant analysis via the NYCAPS eHire Applicant Interview Log and/or SmartRecruiter reports to advise Human Resources of any demographic trends and/or EEO concerns based on available self-ID data.
☒ Review hiring package to evaluate that the selection process was conducted in accordance with EEO best practices.
☐ Other: _____________________

D. Layoffs
During periods of layoffs, terminations, and demotions due to legitimate business/operational reasons, what is your protocol for analyzing the impact of such actions based upon gender, race, and age?  [It is most useful to conduct this analysis prior to finalizing the list of titles that will be impacted.  Ensure that the Agency General Counsel and the Law Department are involved in the review.]
☒ 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 2025.
☒ The agency will analyze the impact of layoffs or terminations on racial, ethnic, 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. It should be noted that layoffs must be conducted by seniority in compliance with civil service law (for competitive titles) and union contract (for non-competitive and labor class titles).
VII. [bookmark: _Toc108400731][bookmark: _Toc179878020]Training

[Please refer to Section IX to ensure the agency complies with training requirements under local laws and Executive Orders.] 

	Training Topic
	Type of Audience 
(e.g., All Staff, Front-line Employees, Managers, Supervisors, etc.)
	Goal Number of Participants
	Projected
Dates

	1. Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees (e-learning)
	All employees – Biennially (Cycle 2 must be completed by March 31, 2025.)
	180 
	January 31, 2025

	2. Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees
(classroom/live webinar)
	All employees – Biennially (Cycle 2 must be completed by March 31, 2025.)
	14 
	January 31, 2025 Through February 28, 2025 

	3. Sexual Harassment Prevention (e-learning)
	All employees – Annually (Cycle 7 runs between September 1, 2024 – August 31, 2025)
	300 
	December 31, 2024, through July 31, 2025 

	4. Sexual Harassment Prevention (classroom/live webinar)
	All employees – Annually (Cycle 7 runs between September 1, 2024 – August 31, 2025)
	13 
	August 31, 2025 

	5. lgbTq – Power of Inclusion (e-learning)
	Managers, Supervisors, and Front-line employees (must be completed by March 31, 2026)
All other employees
	258 
	June 31, 2025 

	6. lgbTq – Power of Inclusion (classroom/live webinar)
	Managers, Supervisors, and Front-line employees (must be completed by March 31, 2026)
All other employees
	13 
	June 31, 2025 

	7. Disability Awareness and Etiquette
	
	46 
	March 31, 2025 

	8. Structured Interviewing and Unconscious Bias (classroom/live webinar)
	
	68 
	June 24, 2025 

	9. Other (specify)

	
	
	

	10. Other (specify)

	
	
	


[bookmark: _Toc108400732]


VIII. [bookmark: _Toc78355821]Reasonable Accommodation
[Please indicate the actions your agency will take to ensure that the process of reviewing reasonable accommodation requests is compliant with the EEO Policy as well as the applicable federal, state, and local laws.  Additionally, please detail any best practices currently implemented in this area.  Lastly, please describe your current appeal protocol.] 
[bookmark: _Hlk19875942]☒ Managers, supervisors, human resources personnel and discipline personnel are required to report to the EEO Office any reasonable accommodation requests and needs that are received, observed, learned about, or suspected, so that the EEO Office may facilitate discussions, research appropriate accommodations, and assist with the resolution of the matter.
☒ Absent of any undue hardship, the agency provides reasonable accommodation for disability, religion, victims of domestic violence, sex offense and stalking, pregnancy, childbirth, or a related medical condition.
☒ The agency follows the City’s Reasonable Accommodation Procedure.
☒ The agency implemented the modifications of Reasonable Accommodation Procedure announced in May 2024.
☒ The agency initiates the cooperative dialogue within 10 days from the request for Reasonable Accommodation.
☒ The agency grants or denies request within 15 days after from the conclusion of cooperative dialogue.
☒ When necessary, in certain time-sensitive circumstances the agency conducts and expedited review and grants or denies request in less than 15 days.
☒ The Agency Head or designee must review and grant or deny an appeal fifteen (15) days after submission of appeal.
☒ If the review and decision on appeal is not done by the Agency Head.
Provide the name and title of the designee[footnoteRef:2] :Human Resources Director [2:  EEO Officer and General Counsel should NOT be appointed as agency head designee for review of appeals to reasonable accommodation decisions. Refer to the revised guidelines below. Note the conflict of interest; in the event of an external challenge to the denial of a reasonable accommodation, the agency’s General Counsel would be tasked with defending the agency against a decision in which that office was a decision maker on appeal.   
] 

☐ The designee reports directly to the Agency Head.
☒ The agency will input the Reasonable Accommodation activity on the DCAS Citywide Complaint and Reasonable Accommodation (CAD) Database and update the information as needed.



IX. [bookmark: _Toc1489089048]Compliance and Implementation of Requirements Under Local Laws and Mayoral Executive Orders
 
A. Local Law 92 (2018):  Annual Sexual Harassment Prevention training

☒ The agency plans to train all new employees on Sexual Harassment Prevention within 30 days of start date.

☒ The agency will train all current employees on Sexual Harassment Prevention (Cycle 7 – September 1, 2024 – August 31, 2025) as indicated in the Section VII Training above.


B. Local Law 97 (2018):  Annual Sexual Harassment and Complaint Reporting

☒ The agency will ensure that sexual harassment complaints, and all other EEO complaints, are investigated and closed within 90 days.
☒ The agency will input sexual harassment complaint data, as well as all other types of complaints, on the DCAS Citywide Complaint and Reasonable Accommodation (CAD) Database, contemporaneously update the information, and affirm the data in a timely manner when requested by DCAS.


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

☒ The agency plans to train all new employees on Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees within 30 days of start date.

☒ The agency will train all current employees on Everybody Matters: EEO and Diversity & Inclusion Training for NYC Employees (Cycle 2: April 1, 2023 – March 31, 2025) as indicated in the Section VII Training above.


D. [bookmark: _Hlk139554689]Local Law 27 (2023): Access to Workplace Facilities

☒ Employees have access to gender appropriate bathrooms and lactation rooms.

☒ Employees are provided with information on how to request workplace accommodations and has access to respective facilities, including access for individuals with disabilities.

[Local Law 27 requires listing a summary of schedule and workplace accommodations that are provided by your agency]. Select the types of accommodations that your agency has provided to your workforce in FY 2024.

☒ Reassignment
☒ Modification of Work Schedule
☒ Flexible leave 
☒ Modification or Purchase of Furniture and Equipment 
☒ Modification of Workplace Practice, Policy and/or Procedure
☒ Grooming/Attire


E. Local Law 27 (2023): Diversity and Inclusion Training for FY 2025

☒ List of diversity and inclusion training for FY 2025 is included in section VII of this annual plan.


F. Local Law 27 (2023): Workforce Information Report for FY 2024

☒ The agency will submit the mandated annual report with workforce information to the Mayor, the Speaker of the Council, the Department of Citywide Administrative Services, and the Equal Employment Practices Commission by September 30, 2024.


G. Local Law 28 of (2023):  Diverse Recruitment and Retention in City Government

Under LL 28 (2023), agencies must provide information about agency-specific training programs that are required for, or relevant to, an applicant’s appointment to a position based on an open-competitive or promotional civil service examination. Additionally, agencies must provide information on expenditures related to recruiting candidates for open competitive and promotional civil service examinations, a list of recruiting events to promote open-competitive civil service examination and a list of any preparatory materials developed for applicants or potential applicants for open-competitive and promotional civil service examinations.

​ ☒ The agency submitted all information required by LL 28 for FY 2024 using the form and templates provided.


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

Under Executive Order No. 16 of 2016, the agency must provide supervisory and front-line staff training approved by DCAS on transgender diversity and inclusion.  Pursuant to Executive Order No. 16, this training must be provided to all newly hired supervisory and managerial employees and line staff whose work tasks involve contact with the public. The current Cycle 5 runs from April 1, 2024, to March 31, 2026.

☒  The agency plans to train all new employees within 30 days of start date.

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

☒  In addition, all other employees will be trained or re-trained every two years, as indicated in Section VII Training above.

☒ The agency will ensure that the Transgender Restroom Access notice/poster is posted where required, e.g., on bulletin boards, near restrooms and, in digital form, where other EEO notices and announcements can be found.

X. [bookmark: _Toc108400733][bookmark: _Toc16126671]Audits and Corrective Measures 

[Please check the statement(s) that apply to your agency].

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

☐ The agency is currently being audited or preparing responses to an audit conducted by the EEPC or _______ [another governmental agency – please specify] specific to our EEO practices. Upon forwarding our responses to the recommendations issued by the EEPC, the agency will submit to OCEI an amendment letter, which shall amend the agency plan for FY 2024 to include and implement EEPC recommendations that will be implemented during the fiscal year.

☐ The agency is subject to any other oversight or review by a federal, state or city civil rights agency [please specify] _____. [Please attach a copy of the document setting out the oversight parameters and the agency’s most recent report to the oversight agency.]

☒ Within the last two years the agency was involved in an audit conducted by the EEPC or ______ [another governmental agency – please specify] specific to our EEO practices.

☒  The agency will continue/be required to implement corrective actions during the year that this plan is in effect [please attach a copy of the audit findings.]

☒ The agency received a Certificate of Compliance from the auditing agency. [Please attach a copy of the Certificate of Compliance from the auditing agency.]



XI. [bookmark: _Toc108400734][bookmark: _Toc1178572858]Agency Head Signature

[Note:	Agency Head’s signature and date should be provided for final submission only after the agency receives approval of the plan by DCAS.]





     __________________________
Print Name of Agency Head


____________________________
Signature of Agency Head


____________________________
Date




[bookmark: _Toc1483113092]Appendix A: Contact Information for Agency EEO Personnel and Career Counselors *

Agency EEO Office mailing address: 


120 Broadway, 31th Floor, New York, NY 10271 

[Please provide contact information (name, title, e-mail, telephone number and full office address if different from the main address above, for the following EEO and HR roles at your agency. If several roles are performed by the same individual enter only the name in further entries. Insert additional rows as needed. NOTE: Include staff performing any of EEO or HR-related roles in this listing even if they work in another part of the agency and not in the Office of DEI-EEO.
*To prevent potential conflicts, the Career Counselor should not be within the EEO Office]
	
	
	Title/Function
	Name
	Email
	Telephone

	1. 
	Agency EEO Officer
[indicate if ‘Acting’ or ‘Interim’]
	David Machado 
	DMachado@planning.nyc.gov 
 
	212-720-3414 
 

	2. 
	Agency Deputy EEO Officer [if appointed]
	N/A 
	 
	 

	3. 
	Agency (Chief) Diversity & Inclusion Officer [if appointed]
	Vacant  
	 
	 

	4. 
	Chief Diversity Officer/Chief MWBE Officer per E.O. 59
	Maleenee Kaisaram 
	MKaisaram@planning.nyc.gov 
 
	212-720-3561 
 

	5. 
	ADA Coordinator
	David Machado 
	DMachado@planning.nyc.gov 
 
	212-720-3414 
 

	6. 
	Disability Rights Coordinator
	David Machado 
	DMachado@planning.nyc.gov 
 
	212-720-3414 
 

	7. 
	Disability Services Facilitator
	Soki Ng   
   
	SNg@planning.nyc.gov 
	212-720-3508 

	8. 
	55-a Coordinator
	 Martin Altre  
	MAltre@planning.nyc.gov  
	212-720-3259 

	9. 
	EEO Investigator(s)
	David Machado 
	DMachado@planning.nyc.gov 
 
	212-720-3414 
 

	10. 
	EEO Counselor(s) 
	N/A 
	
	

	11. 
	EEO Training Liaison(s)
	N/A 
	 
	 

	12. 
	Career Counselor(s)
	Farhan Kapadia  
	FKapadia@planning.nyc.gov  
 
	212-720-3658  
 

	13. 
	Senior EEO Specialist 
	Calvin Degrasse 
	CDegrasse@planning.nyc.gov 
 
	212-720-3338 
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