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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: 08/07/2025
☐ No
☐ By e-mail	
☒ Posted on agency intranet and/or website
☐ Other: Enter text here

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 Quality of Work Life Committee held a Staff Appreciation Breakfast event on July 21st, 2025, during this first quarter to thank staff members for the incredible work they do daily to serve New Yorkers.  

III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 844  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): 09/16/2025
☐ 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: 10/24/2025 & 10/30/2025
	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: 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
	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 NYC department of Probation is fully committed to promoting equity, increasing diversity, and ensuring equal employment opportunities for all. Our Fiscal Year (FY) 2026 goals are as follows:

· In partnership with our communication team, we will establish a robust recruitment strategy beyond social media platforms and across job boards. Also, we would expand our efforts to education institutions and professional affiliations. 

[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?

· Human Resources along with the Communications Team continue to brainstorm ideas on recruitment strategies on our social media platforms and beyond. The indicators for evaluating the success of these initiatives have been based on our applicant pool which has provided us with a wide range of prospective candidates/applicants.

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]

· In partnership with Human Resources, the EEO Office will review our quarterly CEEDS report to analyze the trends with our underutilization job categories and revise our strategy to close these gaps. This will be done via meetings to review our quarterly reports. 

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?

· During this first quarter, DOP’s Human Resources and Communications teams continue to meet to strategize a recruitment campaign. Also, the EEO Officer has met with Human Resources and discussed our underutilizations. Based on the CEEDS report, we no longer have underutilization when it pertains to women and minorities. Our past underutilizations within the women and minorities categories were for managers who identify as Asians and paraprofessional occupations of employees who identify as Asian. The metrics used for evaluating the success of these initiatives were derived from the DOP Workforce Diversity Dashboard, Q1 FY 2026 (as of 09-30-2025).

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]
The agency will address this underutilization by scheduling meetings with Human Resources, The Commissioner and the General Counsel to strategize on our recruitment and retention efforts. Expand EEO Officer in Your Borough listening Tours on a Bi-Monthly basis  
· Expand EEO Officer in Your Borough listening Tours on a Bi-Monthly basis.

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]

· The agency will address this underutilization by scheduling meetings with Human Resources, The Commissioner and the General Counsel to strategize on our recruitment and retention efforts. 

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 EEO Officer met with the Commissioner, in the presence of the General Counsel
and the Chief of Staff and shared where our underutilization lies in this first quarter. 
Similarly, meetings were held with various members of the Human Resources team to 
provide updates on our underutilization to strategize accordingly. 

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?

During this first quarter, our underutilization with women and minorities no longer exist. The metrics used to evaluate our success are based on the CEEDS data provided to us by DCAS which shows no underutilization in the above-mentioned categories. However, our current underutilization lies in the categories below:
 
	Job Category
	Race
	Gender

	Clerical Supervisors 
	White & Asian
	Male

	Social Workers
	White
	Male

	Management Specialist 
	White
	Male

	Para profession
	White
	Male

	Managers
	White
	Male

	Clerical
	White & Asian
	Male

	Science Professionals
	White & Asian 
	Male



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]

Our agency’s general goals will be to engage the staff and enhance their knowledge of DEI and
promote an understanding of EEO policies across the agency and our strategies will be:

Community Conversations: The EEO Office will host Community Conversations around diversity, equity, and inclusion across the agency prior to the implementation of Local law 14 of 2024 which mandates agencies to administer the anti-racism and anti-racial discrimination training.  

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?

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 EEO Office will work to celebrate heritage months to foster dialogue and create
community amongst employees. 

To expand our staff knowledge of anti-discrimination and fulfil Local law 14 (2024), the EEO Office will ensure compliance across the agency. Additionally, the EEO Office will partner with agencies such as the NYC Commission on Human Rights to provide additional trainings like Human Rights Law, Anti-Black racism, and Other Forms of Discrimination Based on race and Color. 


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?

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]

Structured Interviewing and Unconscious Bias: Expand Structured interviewing and Unconscious bias training for all hiring managers

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?

DOP staff members continue to sign up and participate in Structured Interviewing and Unconscious Bias amongst other training courses on NYCity Learn. The metrics we use to evaluate the success of this goal are based on the number of employees who are actively participating in training to enhance their knowledge. 

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]

Fall and Spring Tour: Conduct EEO Trainings for Supervisors, Managers, and the Executive Team. 

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 EEO Officer continues to engage with supervisors, managers, and the executive team on the EEO policy across the agency. The metrics we use to evaluate our success are based on the supervisors and managers’ understanding of the policy and its implementation in their various units. 

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?

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]

DOP’ sought-out programs like the NeONs (Neighborhood Opportunity Network) offices which operate in the seven neighborhoods with the highest concentration of individuals under probation supervision works to achieve the following community goals:

· Continuing to work collaboratively with and within NeON communities to find good solutions to complex problems.
· Ensuring that community events are inclusive and accessible to the public.
· Engaging M/WBEs with DOP services and community events.

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?

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]

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 #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]

CDL (Commercial Driver’s License) Training 
· Overview: Participants undergo classroom education and hands-on driving instruction to achieve a CDL. 
· Goals: Offer direct entry into the transportation sector; reduce barriers to employment for those on probation. 
· Support Features: Stipends for participants, job placement assistance, and network-building with local employers. 
 EMR (Emergency Medical Responder) Certification 
· Overview: Structured training that equips individuals with foundational knowledge in emergency medicine and response. 
· Goals: Build sense of responsibility, trustworthiness, and career continuity in healthcare support roles. 
Electrician’s Assistant Training 
· Overview: Technical instruction alongside apprenticeship-style shadowing to introduce trades work fundamentals. 
· Goals: Foster marketable skills in electrical trades, while infusing discipline and real-world work habits. 
Welding Program 
· Overview: Combines safety and technical welding training with mentorship from trade professionals. 
· Goals: Prepare participants for entry-level skilled labor positions and potential certifications. 
Yoga for Wellbeing 
· Overview: Group yoga and mindfulness sessions aimed at reducing stress and supporting mental and emotional wellness. 
· Goals: Encourage healthy coping strategies, self-awareness, and restoration—critical for rehabilitation and success. 
Wig Making and Styling 
· Overview: Creative workshops teaching wig-making, styling, and design. 
· Goals: Cultivate artistic expression, entrepreneurship, and transferable craftsmanship skills in personal care and fashion fields. 

Neighborhood Access: Bringing these programs into local NeON sites would help reduce logistical hurdles and bolster engagement. 

Holistic Support: Each program addresses critical dimension vocational advancement (CDL, EMR, Electrician’s Assistant, Welding), mental wellness (Yoga), and creative entrepreneurship (Wig Making). 

Progression and Dignity: By offering structured learning, stipends, and pathways to certification or income-generating skills, these programs resonate with NeON’s emphasis on empowerment through actionable opportunity


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?

During this quarter, the above-mentioned programs haven’t been rolled out yet. We should have more updates during the second quarter. 

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?

During this first quarter, DOP organized and participated in the following community-directed programs and activities to improve the lives of clients we serve:

· On July 7th, 2025, Community Mediation Services, a DOP NeON Works provider, participated in NeON Summer, where clients had the opportunity to earn valuable NorthStar certifications through a partnership with the Queens Public Library. In addition to gaining these credentials, participants were able to explore their creative side by earning a ProCreate certification through partnerships with F.A.M. and ACE Creative Studio. As part of the program, participants worked on personal canvases and collaborated to brainstorm, design, and paint a beautiful mural at the Community Mediation Services site. The provider reported that the group showed great success and strong engagement throughout the program.

· On August 20th, 2025, the Center for Community Alternatives, a DOP NeON Works provider, hosted a wonderful end-of-summer celebration for participants of the NeON Summer program. Clients were invited to bring their family and friends to the Center, where they were recognized for their achievements and presented with MS 365 Word certificates and gifts in celebration of their participation and success. The event also featured an inspiring alumni presentation, where a former participant shared her journey from NeON Works to her current role as a Marine Biology student at Mercy College.

· On September 8th, 2025, Brooklyn Community Services, a DOP NeON Works provider, hosted a variety of workshops for their clients. The provider conducted its regular Employment Readiness Workshop, where participants explored topics such as goal setting, time management, problem solving, and mock interviews. They also hosted a Fitness and Nutrition Workshop Series, giving clients the opportunity to learn about the importance of physical health and wellness. The series included sessions such as The Importance of Physical Activity, Building Healthy Eating Habits, and Building Healthy Relationships with Food. In addition, Brooklyn Community Services offered a Studio Production Engineering Workshop Series, where clients learned the basics of equipment use, developed software skills, and gained hands-on experience in a studio setting.
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]

· HR will work with the current PO Recruitment team and NeON to coordinate attendance at events to promote upcoming open competitive and promotional exams. The exam schedule will be distributed, and we will promote upcoming exams in both utilized and underutilized titles used at DOP. Human Resources (HR) will provide one-on-one guidance to candidates on appropriate exams to take based on their individual qualifications. Also, providing them with our contact information, establishing a relationship with candidates and providing them with a source of information regarding opportunities within DOP.

· The Department’s Career Counselors will be the direct internal contact for employees, providing up to date information regarding promotional opportunities. The Counselors will assess candidates’ qualifications and skills to provide the best recommendations for employees in need of guidance.

· HR will also work closely with the Director of Communications on various recruitment efforts, including the distribution of the exam schedule to all DOP employees through the Commissioner’s Corner as well as any career related materials created by HR/Creative. Additionally, the Director of Communications and HR will coordinate social media posts to promote upcoming exams (i.e., a dedicated post to promote the upcoming Probation Officer exam filing period in March 2026). 

· List any planned recruitment events for FY 2026 that will be held by the agency to promote open-competitive civil service examinations. [This list should be updated in your quarterly reports]

· The distribution of the exam schedule through the Commissioner’s Corner will reach all DOP employees. All other outreaches will be done externally. 

· DOP HR will continue to strategize on ways to recruit individuals of Asian descent amongst others. As such, we will continue to reach out to community partners, local community newspapers, effectively deploy a targeted geofencing strategy and post on social media in multiple languages


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?

· During this quarter, our Human Resources and Communications teams have created some recruitment posters which have been shared across all our social media platforms. Based on these recruitment advertisements, we have received about 51 new prospective recruits for the upcoming probation officer class— an increase from that previous class, which was 44. 
· During this quarter, DOP attended a few recruitment events and looks forward to participating in more events during the next quarter. 
· The Communications Team launched the Commissioner’s Corner, a platform which enables the commissioner to share her message to staff members across the agency along with updates on important events. Additionally, the agency created a Podcast hosted by Commissioner Juanita Holmes which provides an overview of services DOP provides to clients and our work in general. 
· As per DCAS’ CEEDS report, during this quarter, we do not have underutilizations in women and minorities (in the following job categories: paraprofessionals and managers with Asian identified staff— an attestation to our recruitment efforts and work in closing this gap).
· The EEO Officer continues to attend interviews held by different units within  the agency to ensure that our hiring practices are fair and in compliance with anti-discrimination policies. 


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]

a. Working with career counselors at colleges and universities in neighborhoods with underutilized demographics. 
b. Posting jobs on job boards in community centers within neighborhoods with underutilized demographics.
c. Posting on Cityjobs.nyc.gov, monster.com, ziprecruiter.com, indeed.com and other job posting websites.
d. Attending career fairs and recruitment events throughout the 5 boroughs.

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?	

· In addition to advertising job openings on Jobs NYC, we also placed ads on Monster.com and ZipRecruiter.com to reach a wider pool of candidates. HR aims to explore additional strategies for promoting DOP vacancies to a greater number of applicants of our underutilized workforce demographic. 

· The Department of Probation is committed to developing a workforce that reflects the rich diversity of the communities we serve, with increased efforts to recruit individuals of Asian descent and other underrepresented groups. As part of our ongoing strategy, we will continue to enhance relationships with trusted community partners who serve Asian communities, while also exploring new partnerships to extend our reach.

· We are working closely with the newly appointed Director of Communications on geofencing strategies that will allow us to share job openings with individuals in specific neighborhoods and communities where Asian populations are concentrated. We will also discuss how we can effectively use social media platforms, ensuring that recruitment materials are available in various languages to improve accessibility and foster inclusion.

· These combined efforts support our broader objective of attracting a diverse, qualified candidate pool and ensuring that all communities feel welcome and represented within the Department of Probation.


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]

· The Department of Probation will utilize DiversityJobs.com and connect with local outreach partners that focus specifically on meeting our EEO Goals.  

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 Department of Probation continues to utilize DiversityJobs.com and connect with local outreach partners that focus specifically on meeting our EEO Goals. Our current metrics are measured based on the applicant pools and number of resumes we receive— which have allowed us to continue to hire the talent we need to move our work forward. 



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]
· We intend to utilize groups such as LinkedIn and other recruitment platforms along with the formation of internal Infinity Groups to help with targeted recruitment outreach.

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?	

· Human Resources has partnered with the newly onboarded Director of Communications to enhance recruitment efforts across the Department. In addition to updating flyers and other recruitment materials, there has been an increased focus on talent acquisition. With the support of the Director of Communications, job vacancy announcements have been regularly posted and promoted through the Department of Probation’s social media channels to expand outreach and attract qualified candidates. We will continue to collaborate closely with the Director and the Creative Team to explore new and innovative strategies for promoting employment opportunities within the Department.	


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.

· DOP’s recruitment efforts to increase the effectiveness and improve hiring and selection reach included posting job openings on a wider range of platforms, including handshake, monster.com and ziprecruiter.com. Jobs posted to the JobsNYC website were also featured on Indeed.com to increase visibility and attract a broader pool of applicants.

· In addition, we participated in in-person job fairs to engage directly with potential candidates and build awareness of available opportunities within the Department. These events occurred throughout the quarter as indicated in the chart below.

· DOP's recruitment initiatives continue to concentrate on enhancing the efficiency of our hiring and selection processes while expanding outreach to attract a diverse and qualified candidate pool. To achieve this objective, we have introduced a variety of targeted recruitment strategies aimed at boosting our visibility, streamlining candidate sourcing, and enhancing overall engagement with job seekers.

· Key initiatives involve advertising job openings across a broader array of digital platforms such as Handshake, Monster, ZipRecruiter, and Indeed, where roles listed on the NYC Jobs website are also showcased to maximize visibility. These platforms were chosen for their extensive reach among various job seeker demographics, particularly recent graduates, seasoned professionals, and individuals actively pursuing roles in public service.

· During this quarter, Human Resources did not participate in recruitment events to promote competitive open exams. However, we participated in the following recruitment activities. Our external recruitment efforts will continue to be prioritized in Q2 2026 for the upcoming filing period of the Probation Officer exam in March 2026. We recognize the significance of direct community engagement by taking part in in-person job fairs. These events offer prospective candidates the chance to engage with DOP representatives, gain insights into our mission and career pathways, and receive assistance in navigating the application process. These face-to-face interactions not only enhance the recruitment experience but also enable us to evaluate interest and qualifications in real time.

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
	08/01/2025
	CDL Job Connection Fair
	Manhattan
	1
	08/13/2025
	Harlem Week Job and Career Fair
	Manhattan
	1
	08/27/2025
	Justice Involved Career (APPA)
	Manhattan
	1
	09/30/2025
	Re-Entry Employment Resource Fair 
	Manhattan
	
	
	
	[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. Monster
2. ZipRecruiter
3. Handshake
4. Indeed
5. Smart Recruiters


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: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
2.  Public Service Corps: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
3. Summer College Interns: Q1 Total: 12  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
4. Summer Graduate Interns: Q1 Total: 3  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
5. Other (specify): Q1 Total: 14  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): 0 Q2 (12/30/2026):  (#) 
Q3 (03/30/2026): (#)   Q4 (06/30/2026):  (#)

During the 1st Quarter, a total of (#) new applications for the program were received.
During the 1st Quarter (#) participants left the program due to [State reason].

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:



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
	52
	16
	19

	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. 

a. The NYC Department of Probation has two career counselors who provide counseling sessions to employees virtually and in person. The counselor meets with employees to ascertain their needs and provides an array of services such as resume review, professional development opportunities to name a few. During the sessions, employees are given a folder with resources such as current job openings within the agency, fellowship opportunities and citywide upcoming exams. This provides an individualized approach for employees and allows them to seek promotion opportunities within the agency. The agency will continue to cater to the needs of the employees and use feedback to strengthen the program. 
b. DOP sent out an announcement to employees through agency’s email encouraging them to sign up for Career Counseling sessions. Through this announcement, employees have signed up for sessions and received information on how to grow professionally. 
c. We have identified two career counselors who advise employees of opportunities for promotion and career development and notify them of promotion and transfer opportunities. The two individuals are the Director of Human Resources and the EEO Officer/Director.  
d. The EEO Director reviews all the agency’s job postings to ensure compliance with the NYC EEO Anti-Discrimination Statement. 

2. Reviewing the methods by which candidates are selected for a promotion, 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.) 
a. We're taking a closer look at how we hire and promote staff, especially for mid- and high-level discretionary positions, to make sure the process is fair, consistent, and inclusive. This includes reviewing how job openings are posted, how interviews are conducted, and how final decisions are made.
b. EEO will continue to provide training for Hiring Managers to help reduce unconscious bias and ensure candidates are evaluated based on clear, job-related criteria. We'll also use tools like SharePoint and the EEO Candidate Evaluation form to track and document each step of the hiring process. This helps us stay transparent and accountable.
c. We're committed to working closely with the EEO Director to review hiring and promotion decisions and ensure they align with equal opportunity standards. As part of this effort, we'll also look for any barriers in our current process that could unintentionally disadvantage certain groups and take steps to address them. The goal is to build a hiring and promotion system where everyone has a fair opportunity to grow and succeed within the Department.
d. With the current recruitment of an Employee Relations Specialist, HR will prioritize the development of strategies that will promote employee engagement and employee retention.
e. Throughout this 1st quarter, DOP continues to hire individuals in key leadership roles.  As such, DOP conducted panel interviews thereby ensuring there was a collective of diverse gender, race and thought leadership to collaborate on extending offers.
f. The EEO Officer continues to actively participate in the training of hiring managers, review procedures for interviewing applicants and uses NYCAPS Applicant Interview Log Report to assess the fairness of the interview process. Additionally, the EEO Officer actively participated in the interview process during this quarter to ensure transparency within the process.  

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 

a. DOP utilizes the following procedures for selection, especially for mid-and high-level discretionary positions, vacancy posting hiring managers create job descriptions and send them to Human Resources to be posted on the agency’s website. Secondly, hiring managers send interview questions to the EEO officer for review and approval and schedules interviews with prospective candidates. Email invitations are sent to the EEO Officer along with Human Resources to attend the interview session. At the end of the interview process, the hiring manager sends a candidate evaluation for all the candidates who were interviewed and submits the qualified candidate’s name and proposed salary to Human Resources for approval after consultation with Human Resources.

b. For vacancies, the hiring manager provides the job posting to Human Resources that puts it up on the website and retrieves qualified candidates’ resumes and sends them to the hiring manager who schedules the interviews with the prospective candidate in the presence of either a representative from Human Resources or the EEO Office. 

c. The EEO Officer has scheduled two Structured Interviewing courses for hiring managers to train them on the hiring process and continues to work with Human Resources to implement fair hiring practices. 

d. [bookmark: _Hlk187932393]The EEO Officer ensures that all vacancies include the revised NYC EEO Anti-Discrimination Statement and actively monitors agency job postings and ensure recruitment strategy aligns with the diversity goals of the agency.

e. The EEO Officer reviews vacancy postings to ensure elimination of language that has the potential for gender and age stereotyping and other unlawful discrimination.  

f. The EEO Officer provides consultation regarding creation/review of objective criteria for evaluating candidates for hire or promotion and applying those criteria consistently to all candidates.

g. In collaboration with the Director of Human Resources and the hiring manager, the EEO Officer reviews interview questions to ensure that they are EEO-compliant, job-related, and required by business necessity.

h. The EEO Officer assists the hiring manager if reasonable accommodation is requested for an interview and advises Human Resources to use candidate evaluation form for uniform assessment and equity.

i. The EEO Officer periodically reviews candidate evaluation forms and conducts 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.

j. The EEO Officer reviews hiring package to evaluate that the selection process was conducted in accordance with EEO best practices.


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.)
a. 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.
b. The agency will analyze the impact of layoffs or terminations on racial, ethnic, gender, age groups, and people with disabilities.
c. 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.
d. 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).
e. 
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:
	Number of Deletions:

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

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

	Date of Change in EEO Role
	Start 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. Christelle N. Onwu 
	2.	
	3.	 

	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.
	5.
	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: 33 Beaver Street, 18th Floor New York, NY 10007
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.)
	Christelle N. Onwu
	Executive Program Specialist
	csonwu@probation.nyc.gov
	212 510 3865

	Deputy EEO Officer 
	
	
	
	

	Diversity & Inclusion Officer (or a similar business title)
	
	
	
	

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	
	
	
	

	ADA Coordinator
	
	
	
	

	Disability Rights Coordinator
	
	
	
	

	Disability Services Facilitator
	Christelle N. Onwu
	Executive Program Specialist
	csonwu@probation.nyc.gov
	212 510 3865

	55-a Coordinator
	Christelle N. Onwu
	Executive Program Specialist
	csonwu@probation.nyc.gov
	212 510 3865

	EEO Counselor
	
	
	
	

	EEO Investigator
	
	
	
	

	EEO Counselor/Investigator 
	
	
	
	

	Investigator/Trainer
	
	
	
	

	EEO Training Liaison
	Christelle N. Onwu
	Executive Program Specialist
	csonwu@probation.nyc.gov
	212 510 3865

	Other (specify) Career Counselor
	Christelle N. Onwu
	Executive Program Specialist
	csonwu@probation.nyc.gov
	212 510 3865

	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.  
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