
13. Establish and implement a policy whereby the agency head (or an approved direct report 
other than the General Counsel) reviews the principal investigator's conclusive report; 
issues a written/electronic determination adopting, rejecting, or modifying the 
recommended action; and signs each determination, via writing or electronically, to indicate 
it has been reviewed and adopted. 

14. Inform each complainant and respondent of the conclusion and outcome of their complaint 
investigation in writing as part of the agency's complaint procedure. 

15. Ensure each internal discrimination complaint file contains a written determination of its 
outcome and corrective action(s) taken as a result. 

16. Notify the complainant and respondent in writing when the investigation by the EEO 
professional has been transferred because of the filing of an external complaint. 

17. Establish and utilize a complaint tracking and monitoring system that permits the agency to 
identify the location, status, and length of time elapsed in the complaint investigation 
process, the issues and the bases of the complaints, the aggrieved individuals, and other 
information necessary to analyze complaint activity to identify trends. 

18. Ensure that the General Counsel assists the agency head in identifying and determining 
appropriate responses to sexual harassment; works with the principal EEO Professional in 
the implementation of the City's policies and procedures pertaining to sexual harassment; 
informs the principal EEO Professional when external complaints or litigation involving 
sexual harassment is brought against the agency; is available to consult on internal sexual 
harassment complaint investigations; and is responsible for the investigation of, and 
response to, external sexual harassment complaints. 

19. Ensure that the principal EEO Professional, HR Professional, and Genera l Counsel, review 
the number of sexual harassment complaints, and the agency's employment practices, 
policies and programs on an annual basis to identify whether there are barriers to 
employment opportunities that may be related to sexual harassment and determine what, if 
any, actions are required to correct deficiencies. 

20. Appoint a principal EEO Professional to implement EEO policies and standards within the 
agency. Ensure the principal EEO Professional is trained regarding city, state, federal EEO 
laws; the requirements of the agency's EEO policies, standards and procedures; and the 
prevention, investigation, and resolution of discrimination and sexual harassment 
complaints. 

21. Ensure that the responsibilities of the principal EEO Professional are competently 
discharged by providing adequate resources such as opportunities for continuing education 
and professional development, and/ or support staff to meet EEO obligations. 

22. Where the agency's organizational structure necessitates multiple EEO professionals, select 
such individuals from different office locations and, where possible, from a variety of levels 
within the organizational structure. Appoint EEO professionals who are trained in EEO laws 
and procedures, and their responsibilities under the EEO Policy. 

23. Ensure that the principal EEO Professional works cooperatively and closely with the General 
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Counsel in the implementation of policies and procedures concerning EEO and sexual 
harassment. 

24. Assign the principal EEO Professional (or EEO-related designee) the responsibility to 
supervise the activities of EEO professionals, and ensure that: the policies against sexual 
harassment and complaint procedures are distributed/posted at all agency locations; 
employees/managers receive sexual harassment prevention training; EEO-related policies 
are made available in alternative formats (i.e., large print, audio recording and/or Braille) 
upon request; managers, supervisors and human resource professionals receive guidance 
on issues pertaining to sexual harassment; and allegations of sexual harassment are 
promptly investigated. 

25. Ensure that the principal EEO Professional reports directly to the agency head (or a direct 
report other than the General Counsel) in order to exercise the necessary authority and 
independent judgment to fulfill EEO responsibilities. 

26. Maintain documentation regarding directives or decisions between the agency head (or a 
direct report other than the General Counsel) and the principal EEO Professional that 
impact the administration and operation of programs, policies or procedures concerning 
sexual harassment. 

27. Ensure that managers and supervisors are held accountable for enforcing the agency's 
sexual harassment prevention policies and complaint procedures. Document this 
expectation and its implementation. 

28. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions 
based on merit and equal consideration, or treat others in an equitable and impartial 
manner). 

29. Submit to the EEPC an Annual Plan of measures and programs to provide equal 
employment opportunity, and quarterly reports on efforts to implement the Plan within 30 
days following each quarter. Include a breakout of sexual harassment complaint activity in 
each quarterly report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on July 19, 2019, which indicated that the following areas 
required corrective action: no(s). 1 - 29; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from August 1, 2019 to January 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

. Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Page 4 ors 
EEPC Final Determ1nat.Jon Resolut.Jon: New York City Council 108



Whereas, in accordance with Charter Chapter 36, Section 832(c), on July 19, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Speaker Corey Johnson to assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 
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Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/233-126-{2019) 

Department of Cultural Affairs 
Commissioner Tom Finkelpearl 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: O 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Prellminary Determination Issued: July 18, 2019 Response Received July 24, 2019 

Final Determination Issued: July 26, 2019 

Compliance-Monitoring: Required 

Response Due August 26, 2019 

August 1, 2019 to January 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Cultural 
Affairs' Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Cultural Affairs' 
Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary 
Determination, dated July 18, 2019, setting forth findings. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Page 1 of 2 
EEPC Final Determination Resolution: Department of Cultural Affairs 

110



Whereas, in accordance with Charter Chapter 36, Section 832(c}, after consideration, the 
EEPC issued a Final Determination on July 26, 2019, which indicated that no areas required 
corrective action; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from August 1, 2019 to January 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on July 26, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Commissioner Tom Finkelpearl to assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 

Arva R. Rice 
Commissioner 
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Chair 
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ll¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /234-850-{2019) 

Department of Design and Construction 
Commissioner Lorraine Grillo 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 6 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: September 6, 2019 

Final Determination Issued: September 25, 2019 

Compliance-Monitoring: Required 

No Response Received 

Response Due October 25, 2019 

October 1, 2019 to March 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City Charter 
(Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, evaluate, and 
monitor the employment procedures, practices and programs of city agencies and other municipal entities 
(hereinafter "entities") and their efforts to ensure fair and effective equal employment opportunity (EEO) for 
minority group members and women who are employed or seek employment, and to recommend practices, 
procedures, approaches, measures, standards, and programs to be ut ilized by such entities in these efforts; 
and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC has 
adopted uniform standards for auditing agencies and municipal entities, and minimum standards for auditing 
community boards, to review, evaluate, and monitor entities' practices, procedures, approaches, measures, 
standards, and programs for compliance with federal, state, and local laws and regulations, and policies and 
procedures to increase equal opportunity for women, minorities, and other employees and job applicants 
identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a determination 
pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, measure, or standard 
adopted or utilized by any municipal entity does not provide equal employment opportunity, and the EEPC's 
determinations of compliance or non-compliance and prescribed corrective action are required by, or 
consistent with federal, state, and local laws and regulations, and policies and procedures to increase equality 
of opportunity for women, minorities, and other employees and job applicants identified for protection from 
discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Design and 
Construction's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Design and 
Construction's Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary 
Determination, dated September 6, 2019, setting forth findings and the following corrective actions required 
to remedy areas of non-compliance: 
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1. Issue a Policy Statement or memorandum reiterating commitment to the prevention of sexual 
harassment annually. 

2. Serve the respondent with a notice of the complaint that includes the respondent's right to respond 
to the allegations and right to be accompanied by a representative of his/ her choice. Maintain in the 
complaint file documentation regarding the service of notice on the respondent. 

3. Issue a conclusive report within 90 days of the date the complaint was filed. Commence an 
investigation immediately if allegations raised sufficiently warrant an investigation. 

4. In rare circumstances where a complaint investigation cannot commence immediately, or where a 
conclusive report cannot be issued within 90 days, specify in the complaint file the reason for the 
delay and project a time frame for completion of the report. Notify the complainant and respondent of 
the delay. 

5. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions based on merit 
and equal consideration or treat others in an equitable and impartial manner). 

6. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity, and quarterly reports on efforts to implement the Plan within 30 days following each 
quarter. Include a breakout of sexual harassment compla int activity in each quarterly report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity did 
not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC issued 
a Final Determination on September 25, 2019, which indicated that the following areas required corrective 
action: no(s). 1-6; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the EEPC 
assigned a monitoring period from October 1, 2019 to March 31, 2020, to determine whether the ent ity 
eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to respond 
in 30 days, and make monthly reports thereafter for a period not to exceed six months, on the progress of its 
efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on September 25, 2019, the entity 
was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of wages, 
development, and advancement, and to establish measures and programs to ensure a fair and effective 
affirmative employment plan to provide equal employment opportunity for minority group members and 
women, the EEPC approves the issuance of this Final Determination to Commissioner Lorraine Grillo to assign 
compliance-monitoring. 
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Approved unanimously on October 31, 2019. 

;> Angela cabrera 

=~~~ 
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Sasha Neha Ahuja 
Chair 

EEPC Final Determination Resolution: Department of Design and Construction 

Malini Gadambi Daniel 
Com.mi 

114



Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /234-998-(2019) 

New York City Economic Development Corporation 
President and CEO James Patchett 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 20 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: October 3, 2019 Response Received October 17, 2019 

Final Determination Issued: October 24, 2019 

Compliance-Monitoring: Required 

Response Due November 23, 2019 

November 1, 2019 to April 30, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal 
employment opportunity (EEO) for minority group members and women who are employed or seek 
employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum standards 
for auditing community boards, to review, evaluate, and monitor entities' practices, procedures, 
approaches, measures, standards, and programs for compliance with federal, state, and local laws 
and regulations, and policies and procedures to increase equal opportunity for women, minorities, and 
other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, and 
policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the New York City Economic 
Development Corporation's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the New York City Economic 
Development Corporation's Sexual Harassment Prevention and Response Practices, the EEPC issued 
a Preliminary Determination, dated October 3, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 
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1. Distribute/ Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
Standards and Procedures to Be Utilized by City Agencies - or an agency Policy that conforms 
to city, state and federal laws against sexual harassment- for use by managers, supervisors, 
and legal, human resources and EEO professionals. Include, or attach as addenda: uniform 
and responsive procedures for investigating discrimination/sexual harassment complaints, 
and current contact information for the agency's EEO professionals as well as federal, state 
and local agencies that enforce laws against discrimination/sexual harassment. 

2. Include in the complaint file a completed Complaint Intake Form, or a written complaint that 
captures facts (including pertinent dates) that identify the respondent(s) with reasonable 
specificity and provide the essence of the circumstances which gave rise to the complaint. 

3. Serve the respondent with a notice of the complaint that includes the respondent's right to 
respond to the allegations and right to be accompanied by a representative of his/her choice. 
Maintain in the complaint file documentation regarding the service of notice on the 
respondent. 

4. Issue/ maintain written confirmation when an internal complaint/mediation is terminated, 
withdrawn or resolved by agreement of the parties or EEO Office. 

5. Take thorough notes, of words spoken and facts provided, during each interview. Include these 
notes in each complaint file. 

6. Issue a conclusive report within 90 days of the date the complaint was filed. Commence an 
investigation immediately if allegations raised sufficiently warrant an investigation. 

7. Generate at the end of each complaint investigation, a conclusive confidentia l report which 
includes a summary of the allegations and responses, a summary of the procedural history of 
the investigation, a statement of the relevant facts gathered, a determination, a 
recommendation and documentation of the Agency Head's Review. 

8. Establish and implement a policy whereby the agency head (or an approved direct report other 
than the General Counsel) reviews the principal investigator's conclusive report; issues a 
written/ electronic determination adopting, rejecting, or modifying the recommended action; 
and signs each determination, via writing or electronically, to indicate it has been reviewed 
and adopted. 

9. Inform each complainant and respondent of the conclusion and outcome of their complaint 
investigation in writing as part of the agency's complaint procedure. 

10. Ensure each internal discrimination complaint file contains a written determination of its 
outcome and corrective action(s) taken as a result. 

11. Notify the complainant and respondent in writing when the investigation by the EEO 
professional has been transferred because of the filing of an external complaint. 

12. Establish and utilize a complaint tracking and monitoring system that permits the agency to 
identify the location, status, and length of time elapsed in the complaint investigation process, 
the issues and the bases of the complaints, the aggrieved individuals, and other information 
necessary to analyze complaint activity to identify trends. 
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13. Ensure that the principal EEO Professional, HR Professional, and General Counsel, review the 
number of sexual harassment complaints, and the agency's employment practices, policies 
and programs on an annual basis to identify whether there are barriers to employment 
opportunities that may be related to sexual harassment and determine what, if any, actions 
are required to correct deficiencies. 

14. Appoint a principal EEO Professional to implement EEO policies and standards within the 
agency. Ensure the principal EEO Professional is trained regarding city, state, federal EEO laws; 
the requirements of the agency's EEO policies, standards and procedures; and the prevention, 
investigation, and resolution of discrimination and sexual harassment complaints. 

15. Where the agency's organizational structure necessitates multiple EEO professionals, select 
such individuals from different office locations and, where possible, from a variety of levels 
within the organizational structure. Appoint EEO professionals who are trained in EEO laws and 
procedures, and their responsibilities under the EEO Policy. 

16. Assign the principal EEO Professional (or EEO-related designee) the responsibility to supervise 
the activities of EEO professionals, and ensure that: the policies against sexual harassment 
and complaint procedures are distributed/ posted at all agency locations; 
employees/managers receive sexual harassment prevention training; EEO-related policies are 
made available in alternative formats (i.e., large print, audio recording and/ or Braille) upon 
request; managers, supervisors and human resource professionals receive guidance on issues 
pertaining to sexual harassment; and allegations of sexual harassment are promptly 
investigated. 

17. Ensure that the principal EEO Professional reports directly to the agency head (or a direct 
report other than the General Counsel) in order to exercise the necessary authority and 
independent judgment to fulfill EEO responsibilities. 

18. Ensure that managers and supervisors are held accountable for enforcing the agency's sexual 
harassment prevention policies and complaint procedures. Document this expectation and its 
implementation. 

19. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions based 
on merit and equal consideration, or treat others in an equitable and impartial manner). 

20. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity, and quarterly reports on efforts to implement the Plan within 30 days following 
each quarter. Include a breakout of sexual harassment complaint activity in each quarterly 
report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on October 24, 2019, which indicated that the following areas 
required corrective action: no(s). 1, 2, 3, 4, 5, 6, 7, 8, 9, 10, 11, 12, 13, 14, 15, 18, 19 and 20; and 
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Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from November 1, 2019 to April 30, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on October 24, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
President and CEO James Patchett to assign compliance-monitoring. 

Approved unanimously on October 31, 2019. 

Commissioner 
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ll'IC 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/236-009~2019} 

New York City Employees' Retirement System 
Executive Director Melanie Whinnery 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s}: Total: 9 
Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination 
Issued: November 29, 2019 

Final Determination Issued: December 18, 2019 
Compliance-Monitoring: Required 

No Response Received 

Response Due January 18, 2020 
January 1, 2020 to June 30, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal 
employment opportunity (EEO) for minority group members and women who are employed or seek 
employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum standards 
for auditing community boards, to review, evaluate, and monitor entities' practices, procedures, 
approaches, measures, standards, and programs for compliance with federal, state, and local laws 
and regulations, and policies and procedures to increase equal opportunity for women, minorities, and 
other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, and 
policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the New York City 
Employees' Retirement System's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the New York City Employees' 
Retirement System's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated November 29, 2019, setting forth findings and the following 
corrective actions required to remedy areas of non-compliance: 
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1. Serve the respondent with a notice of the complaint that includes the respondent's right to 
respond to the allegations and right to be accompanied by a representative of his/ her choice. 
Maintain in the complaint file documentation regarding the service of notice on the respondent. 

2. Take thorough notes, of words spoken and facts provided, during each interview. Include these 
notes in each complaint file. 

3. Generate at the end of each complaint investigation, a conclusive confidential report which 
includes a summary of the allegations and responses, a summary of the procedural history of the 
investigation, a statement of the relevant facts gathered, a determination, a recommendation 
and documentation of the Agency Head's Review. 

4. Maintain complaint files in a secure area and ensure that they can be located and reviewed by 
the agency head, agency general counsel, and other appropriate staff identified by the agency 
head. 

5. Establ ish and implement a policy whereby the agency head (or an approved direct report other 
than the General Counsel) reviews the principal investigator's conclusive report; issues a 
written/ electronic determination adopting, rejecting, or modifying the recommended action; and 
signs each determination, via writing or electronically, to indicate it has been reviewed and 
adopted. 

6. Inform each complainant and respondent of the conclusion and outcome of their complaint 
investigation in writing as part of the agency's complaint procedure. 

7. Establish and utilize a complaint tracking and monitoring system that permits the agency to 
identify the location, status, and length of time elapsed in the complaint investigation process, 
the issues and the bases of the complaints, the aggrieved individuals, and other information 
necessary to analyze complaint activity to identify trends. 

8. Appoint a principal EEO Professional to implement EEO policies and standards within the agency. 
Ensure the principal EEO Professional is trained regarding city, state, federal EEO laws; the 
requirements of the agency's EEO policies, standards and procedures; and the prevention, 
investigation, and resolution of discrimination and sexual harassment complaints. 

9. Assign the principal EEO Professional (or EEO-related designee) the responsibility to supervise 
the activities of EEO professionals, and ensure that: the policies against sexual harassment and 
complaint procedures are distributed/ posted at all agency locations; employees/ managers 
receive sexual harassment prevention training; EEO-related policies are made available in 
alternative formats (i.e., large print, audio recording and/ or Braille) upon request; managers, 
supervisors and human resource professionals receive guidance on issues pertaining to sexual 
harassment; and allegations of sexual harassment are promptly investigated. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapt~r 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on December 18, 2019, which indicated that the following areas 
required corrective action: no(s). 1 - 9; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from January 1, 2020 to June 30, 2020, to determine whether 
the entity eliminated areas of non-compliance, if any; and 
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Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on December 18, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Executive Director Melanie Whinnery to assign compliance-monitoring. 

Approved unanimously on December 19, 2019. 

·' Angela Gabrera 

< 

~ Commissioner 

~(\~~SQ(\: ~ 
Arva R. Rice -..... 

Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/230-836-{2019) 

Department of Finance 
Commissioner Jacques Jiha 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 5 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: April 25, 2019 No Response Received 

Flnal Determination Issued: May 10, 2019 Response Due June 10, 2019 

Compliance-Monitoring: Required June 1, 2019 to November 30, 2019 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of 
Finance's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Finance's 
Sexual Harassment Prevention and Response Practices, the EEPC issued a Prel iminary 
Determination, dated April 25, 2019, setting forth findings and the following corrective actions 
requ ired to remedy areas of non-compliance: 

1. Corrective Action #1: Serve the respondent with a notice of the complaint that includes the 
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respondent's right to respond to the allegations and right to be accompanied by a 
representative of his/her choice. Maintain in the complaint file documentation regarding 
the service of notice on the respondent. 

2. Corrective Action #2: Issue a conclusive report within 90 days of the date the complaint was 
filed . Commence an investigation immediately if allegations raised sufficiently warrant an 
investigation. 

3. Corrective Action #3: In rare circumstances where a complaint investigation cannot 
commence immediately, or where a conclusive report cannot be issued within 90 days, 
specify in the complaint file the reason for the delay and project a time frame for 
completion of the report. Notify the complainant and respondent of the delay. 

4. Corrective Action #4: Inform each complainant and respondent of the conclusion and 
outcome of their complaint investigation in writing as part of the agency's complaint 
procedure. 

5. Corrective Action #5: Appoint EEO professionals who are trained in EEO laws and 
procedures, and their responsibilities under the EEO Policy. 

Whereas, within a two-week deadline following the EEPC's Prel iminary Determination, the 
entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on May 10, 2019, which indicated that the following areas 
required corrective action: no(s). 1- 5; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from June 1, 2019 to November 30, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on May 10, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 
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Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Commissioner Jacques Jiha to assign compliance-monitoring. 

Approved unanimously on May 21, 2019. 

~ 
Commissioner Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /233-907-(2019) 

Housing Development Corporation 
President Eric Enderlin 

Evaluation of Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 6 
Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: June 28, 2019 

Final Determination Issued: July 18, 2019 

Compliance-Monitoring: Required 

Response Received July 11, 2019 

Response Due August 17, 2019 
August 1, 2019 to January 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Housing Development 
Corporation's Evaluation of Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Housing Development 
Corporation's Evaluation of Sexual Harassment Prevention and Response Practices, the EEPC issued 
a Preliminary Determination, dated June 28, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 

1. Distribute/ Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
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Standards and Procedures to Be Utilized by City Agencies - or an agency Policy that 
conforms to city, state and federal laws against sexual harassment- for use by managers, 
supervisors, and legal, human resources and EEO professionals. Include, or attach as 
addenda: uniform and responsive procedures for investigating discrimination/ sexual 
harassment complaints, and current contact information for the agency's EEO professionals 
as well as federal, state and local agencies that enforce laws against discrimination/ sexual 
harassment. 

2. Provide the option to file a complaint anonymously. 

3. Serve the respondent with a notice of the complaint that includes the respondent's right to 
respond to the allegations and right to be accompanied by a representative of his/ her 
choice. Maintain in the complaint file documentation regarding the service of notice on the 
respondent. 

4. Establish and implement a policy whereby the agency head (or an approved direct report 
other than the General Counsel) reviews the principal investigator's conclusive report; 
issues a written/ electronic determination adopting, rejecting, or modifying the 
recommended action; and signs each determination, via writing or electronically, to indicate 
it has been reviewed and adopted. 

5. Inform each complainant and respondent of the conclusion and outcome of their complaint 
investigation in writing as part of the agency's complaint procedure. 

6. Establish and utilize a complaint tracking and monitoring system that permits the agency to 
identify the location, status, and length of time elapsed in the complaint investigation 
process, the issues and the bases of the complaints, the aggrieved individuals, and other 
information necessary to analyze complaint activity to identify trends. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on July 18, 2019, which indicated that the following areas 
required corrective action: no(s). 1- 5; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from August 1, 2019 to January 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on July 18, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
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ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
President Eric Enderlin to assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 

ArVaR:RiCe 

P,r'\ lini Cadambi Daniel 

uCU::~ 
Elaine S. Reiss, Esq. 

Commissioner Commissioner 

Sasha Neha Ahuja 
Chair 
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N¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /234-806-(2019) 

Department of Housing Preservation & Development 
Commissioner Louise Carroll 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 7 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: September 9, 2019 Response Received September 23, 2019 

Final Determination Issued: September 30, 2019 Response Due October 30, 2019 

Compliance-Monitoring : Required October 1, 2019 to March 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal 
employment opportunity (EEO) for minority group members and women who are employed or seek 
employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum standards 
for auditing community boards, to review, evaluate, and monitor entities' practices, procedures, 
approaches, measures, standards, and programs for compliance with federal , state, and local laws 
and regulations, and policies and procedures to increase equal opportunity for women, minorities, and 
other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal , state, and local laws and regulations, and 
policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Housing 
Preservation & Development's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Housing 
Preservation & Development's Sexual Harassment Prevention and Response Practices, the EEPC 
issued a Preliminary Determination, dated September 9, 2019, setting forth findings and the following 
corrective actions required to remedy areas of non-compliance: 
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1. Distribute/ Post a paper or electronic copy of the Equal Employment Opportunity Policy, Standards 
and Procedures to Be Utilized by City Agencies - or an agency Policy that conforms to city, state and 
federal laws against sexual harassment- for use by managers, supervisors, and legal, human 
resources and EEO professionals. Include, or attach as addenda: uniform and responsive procedures 
for investigating discrimination/ sexual harassment complaints, and current contact information for 
the agency's EEO professionals as well as federal, state and local agencies that enforce laws against 
discrimination/ sexual harassment. 

2. Provide the option to file a complaint anonymously. 

3. Serve the respondent with a notice of the complaint that includes the respondent's right to respond 
to the allegations and right to be accompanied by a representative of his/ her choice. Maintain in the 
complaint file documentation regarding the service of notice on the respondent. 

4. Establish and utilize a complaint tracking and monitoring system that permits the agency to identify 
the location, status, and length of time elapsed in the complaint investigation process, the issues and 
the bases of the complaints, the aggrieved individuals, and other information necessary to analyze 
complaint activity to identify trends. 

5. Ensure that the General Counsel assists the agency head in identifying and determining 
appropriate responses to sexual harassment; works with the principal EEO Professional in the 
implementation of the City's policies and procedures pertaining to sexual harassment; informs the 
principal EEO Professional when external complaints or litigation involving sexual harassment is 
brought against the agency; is available to consult on internal sexual harassment complaint 
investigations; and is responsible for the investigation of, and response to, external sexual 
harassment complaints. 

6. Maintain documentation regarding directives or decisions between the agency head (or a direct 
report other than the General Counsel) and the principal EEO Professional that impact the 
administration and operation of programs, policies or procedures concerning sexual harassment. 

7. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity, and quarterly reports on efforts to implement the Plan within 30 days following each 
quarter. Include a breakout of sexual harassment complaint activity in each quarterly report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on September 30, 2019, which indicated that the following areas 
required corrective action: no(s). 1 and 6; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from October 1, 2019 to March 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 
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Whereas, in accordance with Charter Chapter 36, Section 832(c), on September 30, 2019, 
the entity was required to issue a response to the EE PC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requ ires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Commissioner Louise Carroll to assign compliance-monitoring. 

Approved unanimously on October 31, 2019. 

Arva R. Rice 
Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /230-136-(2019) 

Landmarks Preservation Commission 
Chair Sarah carroll 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 1 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: April 23, 2019 Response Received April 29, 2019 

Anal Determination Issued: May 10, 2019 Response Due June 9, 2019 

Compliance-Monitoring : Required June 1, 2019 to November 30, 2019 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) , the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Landmarks 
Preservation Commission's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Landmarks Preservation 
Commission 's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated April 23, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 

1. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
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opportunity, and quarterly reports on efforts to implement the Plan within 30 days following 
each quarter. Include a breakout of sexual harassment complaint activity in each quarterly 
report. 

Whereas, within a two-week deadline following the EEPC's Prel iminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on May 10, 2019, which indicated that the following areas 
required corrective action: no(s). 1; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from June 1, 2019 to November 30, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on May 10, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establ ish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Chair Sarah Carroll to assign compliance-monitoring. 

Approved unanimously on May 21, 2019. 
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Commissioner 
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N¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/234-019~2019) 

Office of Management and Budget 
Budget Director Melanie Hartzog 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s}: Total: 4 
Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination 
Issued: October 16, 2019 

Final Determination Issued: October 30, 2019 
Compliance-Monitoring: Required 

Response Received October 29, 2019 
Response Due November 29, 2019 
November 1, 2019 to April 30, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New 
York City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized 
to audit, review, evaluate, and monitor the employment procedures, practices and programs 
of city agencies and other municipal entities (hereinafter "entities") and their efforts to ensure 
fair and effective equal employment opportunity (EEO) for minority group members and 
women who are employed or seek employment, and to recommend practices, procedures, 
approaches, measures, standards, and programs to be utilized by such entities in these 
efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the 
EEPC has adopted uniform standards for auditing agencies and municipal entities, and 
minimum standards for auditing community boards, to review, evaluate, and monitor entities' 
practices, procedures, approaches, measures, standards, and programs for compliance with 
federal, state, and local laws and regulations, and policies and procedures to increase equal 
opportunity for women, minorities, and other employees and job applicants identified for 
protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make 
a determination pursuant to Charter Section 831(d) whether any plan, program, procedure, 
approach, measure, or standard adopted or utilized by any municipal entity does not provide 
equal employment opportunity, and the EEPC's determinations of compliance or non­
compliance and prescribed corrective action are required by, or consistent with federal, state, 
and local laws and regulations, and policies and procedures to increase equality of opportunity 
for women, minorities, and other employees and job applicants identified for protection from 
discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of 
Management and Budget's Sexual Harassment Prevention and Response Practices; and 
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Whereas, pursuant to the audit, review, and evaluation of the Office of Management 
and Budget's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated October 16, 2019, setting forth findings and the following 
corrective actions required to remedy areas of non-compliance: 

1. Ensure that the principal EEO Professional works cooperatively and closely with the 
General Counsel in the implementation of policies and procedures concerning EEO 
and sexual harassment. 

2. Maintain documentation regarding directives or decisions between the agency head 
(or a direct report other than the General Counsel) and the principal EEO Professional 
that impact the administration and operation of programs, policies or procedures 
concerning sexual harassment. 

3. Ensure that managers and supervisors are held accountable for enforcing the 
agency's sexual harassment prevention policies and complaint procedures. Document 
this expectation and its implementation. 

4. Ensure the managerial performance evaluation form contains a rating for EEO (which 
covers responsibilities and processes for assuring their ability to make employment 
decisions based on merit and equal consideration, or treat others in an equitable and 
impartial manner). 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, 
the entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, 
the EEPC issued a Final Determination on October 30, 2019, which indicated that the 
following areas required corrective action: no(s). 2 and 4; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final 
Determination, the EEPC assigned a monitoring period from November 1, 2019 to April 30, 
2020, to determine whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was 
required to respond in 30 days, and make monthly reports thereafter for a period not to 
exceed six months, on the progress of its efforts to correct outstanding areas of non­
compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on October 30, 
2019, the entity was required to issue a response to the EEPC's Final Determination; Now 
Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), 
which requires agency heads to ensure and promote equal opportunity for all persons in 
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appointment, payment of wages, development, and advancement, and to establish measures 
and programs to ensure a fair and effective affirmative employment plan to provide equal 
employment opportunity for minority group members and women, the EEPC approves the 
issuance of this Final Determination to Budget Director Melanie Hartzog to assign compliance­
monitoring. 

Approved unanimously on October 31, 2019. 
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Arva R. Rice 
Commissioner 

Sasha Neha Ahuja 
Chair 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/233-901-{2019) 

Office of the New York County District Attorney 
District Attorney Cyrus R. Vance, Jr. 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 1 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: July 26, 2019 Response Received August 7, 2019 

Final Determination Issued: August 8, 2019 

Compliance-Monitoring: Required 

Response Due September 9, 2019 

September 1, 2019 to February 29, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities ' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the New York 
County District Attorney's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the New York County 
District Attorney's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated July 26, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 

1. Distribute/Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
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Standards and Procedures to Be Utilized by City Agencies - or an agency Policy that 
conforms to city, state and federal laws against sexual harassment- for use by managers, 
supervisors, and legal, human resources and EEO professionals. Include, or attach as 
addenda: uniform and responsive procedures for investigating discrimination/sexual 
harassment complaints, and current contact information for the agency's EEO professionals 
as well as federal, state and local agencies that enforce laws against discrimination/sexual 
harassment. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on August 8, 2019, which indicated that the following areas 
required corrective action: no(s). 1; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c}, in the Final Determination, 
the EEPC assigned a monitoring period from September 1, 2019 to February 29, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on August 8, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
District Attorney Cyrus R. Vance, Jr. to assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 
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Commissioner 

Sasha Neha Ahuja 
Chair 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/235-781-{2019) 
Department of Probation 

Commissioner Ana M. Bermudez 
Sexual Harassment Prevention and Response Practices 

DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 4 
Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: November 6, 2019 
November 13, 2019 
Required 

Response Received November 12, 2019 
Final Determination Issued: Response Due December 13, 2019 

Complian~Monitoring: December 1, 2019 to May 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter uentities") and their efforts to ensure fair and effective equal employment 
opportunity (EEO) for minority group members and women who are employed or seek employment, and to 
recommend practices, procedures, approaches, measures, standards, and programs to be utilized by such 
entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC has 
adopted uniform standards for auditing agencies and municipal entities, and minimum standards for 
auditing community boards, to review, evaluate, and monitor entities' practices, procedures, approaches, 
measures, standards, and programs for compliance with federal, state, and local laws and regulations, and 
policies and procedures to increase equal opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed corrective 
action are required by, or consistent with federal, state, and local laws and regulations, and policies and 
procedures to increase equality of opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Probation's 
Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Probation's Sexual 
Harassment Prevention and Response Practices, the EEPC issued a Preliminary Determination, dated 
November 6, 2019, setting forth findings and the following corrective actions required to remedy areas of 
non-compliance: 

1. Issue a conclusive report within 90 days of the date the complaint was filed. Commence an 
investigation immediately if allegations raised sufficiently warrant an investigation. 
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2. In rare circumstances where a complaint investigation cannot commence immediately, or where 
a conclusive report cannot be issued within 90 days, specify in the compla int file the reason for 
the delay and project a time frame for completion of the report. Notify the complainant and 
respondent of the delay. 

3 . Inform each complainant and respondent of the conclusion and outcome of their complaint 
investigation in writing as part of the agency's complaint procedure. 

4. Maintain documentation regarding directives or decisions between the agency head (or a direct 
report other than the General Counsel) and the principal EEO Professional that impact the 
administration and operation of programs, policies or procedures concerning sexual harassment. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity 
submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration , the EEPC 
issued a Final Determination on November 13, 2019, which indicated that no areas required corrective 
action; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the 
EEPC assigned a monitoring period from December 1, 2019 to May 31, 2020, to determine whether the 
entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was requ ired to respond 
in 30 days, and make monthly reports thereafter for a period not to exceed six months, on the progress of 
its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on November 13, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of wages, 
development, and advancement, and to establish measures and programs to ensure a fair and effective 
affirmative employment plan to provide equal employment opportunity for minority group members and 
women, the EEPC approves the issuance of this Final Determination to Commissioner Ana M. Bermudez to 
assign compliance-monitoring. 

Approved unanimously on November 21, 2019. 
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Arva R. Rice 
Commissioner 
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Sasha Neha Ahuja 
Chair 

Elaine S. Reiss, Esq. 
Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2018AP/228-904-(2019) 

Office of the Queens County District Attorney 
District Attorney, Richard A. Brown 

Employment Practices and Procedures 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 13 

Period Audit Covered: July 1, 2017 to June 30, 2018 

Preliminary Determination Issued: February 8, 2019 

Final Determination Issued: March 1, 2019 

Compliance-Monitoring : Required 

No Response Received 

Response Due April 1, 2019 

April 1, 2019 to September 30, 2019 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal , state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the Queens 
County District Attorney's Employment Practices and Procedures; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the Queens County 
District Attorney's Employment Practices and Procedures, the EEPC issued a Preliminary 
Determination, dated February 8, 2019, setting forth findings and the following corrective actions 
required to remedy areas of non-compliance: 

1. Establish and implement an EEO training plan for new and existing employees to ensure 
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that all individuals who work within the agency, including managers and supervisors, 
receive training on unlawful discriminatory practices under local, state and federal EEO 
laws; EEO rights and/ or responsibilities; discrimination complaint and investigation 
procedures; prevention of sexual harassment; and reasonable accommodation 
procedures. 

2. Assess recruitment efforts to determine whether such efforts adversely impact any 
particular group. To the extent that adverse impact is discovered, at a minimum, identify 
relevant professional and community organizations serving women, minorities, and other 
protected groups throughout the City, review and update listings of recruitment outreach 
sources, and contact these organizations when positions become available or where the 
agency may otherwise use discretion in hiring. 

3. Ensure that the principal EEO Professional, HR Professional, and General Counsel, review 
the agency's statistical information (i.e. workforce, hires, promotions, and separations by 
race/ ethnicity and gender) the annual number of EEO complaints, and the agency's 
employment practices, policies and programs on an annual basis to identify whether 
there are barriers to equal employment opportunities and determine what, if any, actions 
are required to correct deficiencies. (e.g. underutilization or adverse impact). 

4. Assess the manner in which candidates are selected for employment, to determine 
whether there is any adverse impact upon a particular racial, ethnic, disability, or gender 
group. To the extent that adverse impact is discovered, determine whether the selection 
criteria being utilized are job-related. Discontinue using criteria that are not job-related, 
and adopt methods which diminish adverse impact. 

5. If women, minorities, or other protected groups are underrepresented in titles where 
there is discretion in hiring, determine the usefulness of the selection procedures 
(criteria, practices, and patterns) and their relevancy to measuring suitability for the job 
and advertise in minority- or female-oriented media outlets; contact organizations serving 
women, minorities, and other protected groups; participate in career fairs/ open houses; 
or use internships to attract interested persons and hire qualified candidates. 

6. If women, minorities, or other protected groups are underrepresented in civil service (list) 
titles, review the competencies, skills and abilities required (as presented in job vacancy 
notices and notices of examination) for available positions to ensure that these 
standards are updated, job-related and required by business necessity. (This includes 
working with DCAS or the Civil Service Commission if applicable). Then advertise in 
minority- or female-oriented publications, contact organizations serving women, 
minorities, and other protected groups; participate in career fairs or open houses; or use 
internships to attract interested persons and to develop and hire interested and qualified 
candidates. 

7. Ensure that human resources professionals, managers, supervisors, and other personnel 
involved in recruiting and hiring are trained to consider EEO laws/ policies and use 
uniform, job-related techniques to identify, interview and select the most capable 
candidates (e.g. structured interview training or guide). 

8. Ensure that employees are considered internally for career enhancement, development 
opportunities and transfer by: encouraging and providing training, development or 
mentorship programs to improve their performance and skills; establishing internal talent 
pools via cross-training, cross divisional assignments, job transfers, and/ or job rotation; 
and identifying internal successors with applicable knowledge/ skills/ abilities. 

9. Use and maintain an applicant;candidate log or tracking system which, at minimum, 
includes the position, applicants'jcandidates' names or identification number, 
race/ ethnicity, gender, disability, veteran status, interview date, interviewers' names, 
result (or disposition), reason selected/ not selected for each applicant, and recruitment 
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source. (For employers that collect protected status criteria via visual observation: 
Minimize the risk that an applicant's protected status may play a role in his/ her hire by 
having someone other than the final decision-maker conduct the visual observation.) 

10. Utilize the Section 55-a Program, which allows City agencies to employ qualified persons 
who have been certified as disabled in competitive positions on a non-competitive basis. 

11. Maintain documentation regarding directives or decisions between the agency head (or a 
direct report other than the General Counsel) and the principal EEO Professional that 
impact the administration and operation of EEO programs, policies or procedures. 

12. Ensure the managerial performance evaluation form contains a rating for EEO (which 
covers responsibilities and processes for assuring their ability to make employment 
decisions based on merit and equal consideration, or treat others in an equitable and 
impartial manner). 

13. Submit to the EEPC an Annual Plan of measures and programs to provide equal 
employment opportunity. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on March 1, 2019, which indicated that the following areas 
required corrective action: no(s). 

Page 3 of 5 

1. Establish and implement an EEO training plan for new and existing employees to ensure 
that all individuals who work within the agency, including managers and supervisors, 
receive training on unlawful discriminatory practices under local, state and federal EEO 
laws; EEO rights and/ or responsibilities; discrimination complaint and investigation 
procedures; prevention of sexual harassment; and reasonable accommodation 
procedures. 

2. Assess recruitment efforts to determine whether such efforts adversely impact any 
particular group. To the extent that adverse impact is discovered, at a minimum, identify 
relevant professional and community organizations serving women, minorities, and other 
protected groups throughout the City, review and update listings of recruitment outreach 
sources, and contact these organizations when positions become available or where the 
agency may otherwise use discretion in hiring. 

3. Ensure that the principal EEO Professional, HR Professional, and General Counsel, review 
the agency's statistical information (i.e. workforce, hires, promotions, and separations by 
race/ethnicity and gender) the annual number of EEO complaints, and the agency's 
employment practices, policies and programs on an annual basis to identify whether 
there are barriers to equal employment opportunities and determine what, if any, actions 
are required to correct deficiencies. (e.g. underutilization or adverse impact). 

4 . Assess the manner in which candidates are selected for employment, to determine 
whether there is any adverse impact upon a particular racial , ethnic, disability, or gender 
group. To the extent that adverse impact is discovered, determine whether the selection 
criteria being utilized are job-related. Discontinue using criteria that are not job-related, 
and adopt methods which diminish adverse impact. 

5. If women, minorities, or other protected groups are underrepresented in titles where 
there is discretion in hiring, determine the usefulness of the selection procedures 
(criteria, practices, and patterns) and their relevancy to measuring suitability for the job 
and advertise in minority- or female-oriented media outlets; contact organizations serving 
women, minorities, and other protected groups; participate in career fairs/ open houses; 
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or use internships to attract interested persons and hire qualified candidates. 
6. If women, minorities, or other protected groups are underrepresented in civil service (list) 

titles, review the competencies, skills and abilities required (as presented in job vacancy 
notices and notices of examination) for available positions to ensure that these 
standarqs are updated, job-related and required by business necessity. (This includes 
working with DCAS or the Civil Service Commission if applicable). Then advertise in 
minority- or female-oriented publications, contact organizations serving women, 
minorities, and other protected groups; participate in career fairs or open houses; or use 
internships to attract interested persons and to develop and hire interested and qualified 
candidates. 

7. Ensure that human resources professionals, managers, supervisors, and other personnel 
involved in recruiting and hiring are trained to consider EEO laws/ policies and use 
uniform, job-related techniques to identify, interview and select the most capable 
candidates (e.g. structured interview training or guide). 

8. Ensure that employees are considered internally for career enhancement, development 
opportunities and transfer by: encouraging and providing training, development or 
mentorship programs to improve their performance and skills; establishing internal talent 
pools via cross-training, cross divisional assignments, job transfers, and/ or job rotation; 
and identifying internal successors with applicable knowledge/ skills/ abilities. 

9. Use and maintain an applicant/candidate log or tracking system which, at minimum, 
includes the position, applicants'jcandidates' names or identification number, 
race/ ethnicity, gender, disability, veteran status, interview date, interviewers' names, 
result (or disposition), reason selected/ not selected for each applicant, and recruitment 
source. (For employers that collect protected status criteria via visual observation: 
Minimize the risk that an applicant's protected status may play a role in his/ her hire by 
having someone other than the final decision-maker conduct the visual observation.) 

10. Utilize the Section 55-a Program, which allows City agencies to employ qualified persons 
who have been certified as disabled in competitive positions on a non-competitive basis. 

11. Maintain documentation regarding directives or decisions between the agency head (or a 
direct report other than the General Counsel) and the principal EEO Professional that 
impact the administration and operation of EEO programs, policies or procedures. 

12. Ensure the managerial performance evaluation form contains a rating for EEO (which 
covers responsibilities and processes for assuring their ability to make employment 
decisions based on merit and equal consideration, or treat others in an equitable and 
impartial manner). 

13. Submit to the EEPC an Annual Plan of measures and programs to provide equal 
employment opportunity. 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from April 1, 2019 to September 30, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on April 1, 2019, the entity 
was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
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requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
District Attorney, Richard A. Brown to assign compliance-monitoring. 

Approved unanimously on March 14, 2019. 
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ABSENT 
Arva R. Rice 

Commissioner 
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N¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /232-944(2019) 

Office of the Queens County Public Administrator 
Public Administrator Lois Rosenblatt 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 2 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Response Received June 21, 2019 Preliminary Determination Issued: June 7, 2019 

Final Determination Issued: July 9, 2019 

Compliance-Monitoring : Required 

Response Due August 8, 2019 

August 1, 2019 to January 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal , state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federa l, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the Queens 
County Public Administrator's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the Queens County 
Public Administrator's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated June 7, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 

1. Maintain documentation regarding directives or decisions between the agency head (or a 

Page 1 of 2 
EEPC Final Determ1nat1on Resolution: Office of the Queens Cou nty Public Administrator 

145



direct report other than the General Counsel) and the principal EEO Professional that impact 
the administration and operation of programs, policies or procedures concerning sexual 
harassment. 

2. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity. Include a breakout of sexual harassment complaint activity in each quarterly 
report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on July 9, 2019, which indicated that the following areas required 
corrective action: no(s). 1 and 2; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from August 1, 2019 to January 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) , on July 9, 2019, the entity 
was required to issue a response to the EE PC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Public Administrator Lois Rosenblatt to assign compliance-monitoring. 

Approved unanimously on July 11, 2019. 

Commissioner 
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IWC 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /232-860-(2019) 

Department of Records and Information Services 
Commissioner Pauline Toole 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 0 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: June 25, 2019 

Final Determination Issued: July 3, 2019 

Compliance-Monitoring: Not Required 

Response Received 

Exempt 

July 1, 2019 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Records 
and Information Services' Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Records and 
Information Services' Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated June 25, 2019, setting forth findings. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 
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Whereas, in accordance with Charter Chapter 36, Section 832(c}, after consideration, the 
EEPC issued a Final Determination on July 3 , 2019, which indicated that no areas required corrective 
action; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from July 1, 2019 to December 31, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c}, on July 3, 2019, the entity 
was exempt from issuing a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Commissioner Pauline Toole to exempt compliance-monitoring. 

Approved unanimously on July 11, 2019. 
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Arva R. Rice 
Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2018AP /229-945-(2019) 

Office of the Richmond County Public Administrator 
Public Administrator Edwina Frances Martin, Esq. 

Employment Practices and Procedures 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Actlon{s): Total: 11 

Period Audit Covered: July 1, 2017 to June 30, 2018 

Preliminary Determination Issued: December 21, 2018 

Final Determination Issued: April 15, 2019 

Compliance-Monitoring: Required 

Response Received March 21, 2019 

Response Due May 15, 2019 

May 1, 2019 to October 31, 2019 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal , state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a· 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal , state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the Richmond 
County Public Administrator's Employment Practices and Procedures; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the Richmond County 
Public Administrator's Employment Practices and Procedures, the EEPC issued a Preliminary 
Determination, dated April 15, 2019, setting forth findings and the following corrective actions 
required to remedy areas of non-compliance: 

1. Issue a general EEO Policy statement or memorandum annually reiterating commitment to 
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EEO, declaring the agency's position against discrimination on any protected basis, advising 
employees of the names and contact information of EEO professionals, and attaching, or 
providing employees pertinent electronic links to, an EEO Policy/ Handbook. 

2. Distribute/Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
Standards and Procedures to Be Utilized by City Agencies - or an agency EEO Policy that 
conforms to city, state and federal EEO laws - for use by managers, supervisors, and legal, 
human resources and EEO professionals. Include, or attach as addenda: a policy against 
sexual harassment; uniform and responsive procedures for investigating discrimination 
complaints and providing reasonable accommodations; an up-to-date list of protected 
classes under NYC and NYS Human Rights Laws; and current contact information for the 
agency's EEO professionals, as well as federal, state and local agencies that enforce laws 
against discrimination. 

3. Establish and implement an EEO training plan for new and existing employees to ensure that 
all individuals who work within the agency, including managers and supervisors, receive 
training on unlawful discriminatory practices under local, state and federal EEO laws; EEO 
rights and/ or responsibilities; discrimination complaint and investigation procedures; 
prevention of sexual harassment; and reasonable accommodation procedures. 

4. Ensure that information regarding employee EEO-related rights and obligations, and the 
complaint, investigation and reasonable accommodation procedures is made available in 
appropriate alternative formats (i.e., large print, audio recording and/ or Braille) upon request 
to employees and applicants for employment with disabilities. 

5. Document reasonable accommodation requests and their outcomes. 

6. Ensure the principal EEO Professional is trained regarding city, state and federal EEO laws; 
the requirements of the agency's EEO policies, standards and procedures; and the 
prevention, investigation, and resolution of discrimination complaints. 

7. Ensure that the responsibilities of the principal EEO Professional are competently discharged 
by providing adequate resources such as opportunities for continuing education and 
professional development, and/or support staff to meet EEO obligations. 

8. Assign the principal EEO Professional (or EEO-related designee) the responsibility to 
supervise the activities of EEO professionals, and ensure that: the policies against sexual 
harassment and complaint procedures are distributed/ posted at all agency locations; 
employees/ managers receive sexual harassment prevention training; EEO-related policies 
are made available in alternative formats (i.e., large print, audio recording and/ or Braille) 
upon request; managers, supervisors and human resource professionals receive guidance on 
issues pertaining to sexual harassment; and allegations of sexual harassment are promptly 
investigated. 

9. Maintain documentation regarding directives or decisions between the agency head (or a 
direct report other than the General Counsel) and the principal EEO Professional that impact 
the administration and operation of EEO programs, policies or procedures. 
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10. Establish and administer an annual managerial/non-managerial performance evaluation 
program to be used for probationary periods, promotions, assignments, incentives and 
training. 

11. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity. 

Whereas, within a three month deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on April 15, 2019, which indicated that the following areas 
required corrective action: no(s). 3, 6, 9 10, and 11; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c}, in the Final Determination, 
the EEPC assigned a monitoring period from May 1, 2019 to October 31, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity is required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on May 15, 2019, the 
entity is required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Public Administrator Edwina Frances Martin, Esq. of the Office of the Richmond County Public 
Administrator to assign compliance-monitoring. 

Approved unanimously on April 18, 2019. 

Angela Cabrera 

\\ ~ (~~~~ 
m ~ Arva R. Rice 

Commissioner 

Page 3 of 3 
EEPC Final Determination Resolution: Office of the Richmond County Public Adm1n1strator 151



Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/233-801-(2019) 

Department of Small Business Services 
Commissioner Gregg Bishop 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Actlon(s): Total: 16 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: August 14, 2019 No Response Received 

Final Determination Issued: August 30, 2019 Response Due September 30, 2019 

Compliance-Monitoring : Required September 1, 2019 to February 29, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal employment 
opportunity (EEO) for minority group members and women who are employed or seek employment, and to 
recommend practices, procedures, approaches, measures, standards, and programs to be utilized by such 
entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC has 
adopted uniform standards for auditing agencies and municipal entities, and minimum standards for 
auditing community boards, to review, evaluate, and monitor entities' practices, procedures, approaches, 
measures, standards, and programs for compliance with federal, state, and local laws and regulations, 
and policies and procedures to increase equal opportunity for women, minorities, and other employees 
and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed corrective 
action are required by, or consistent with federal, state, and local laws and regulations, and policies and 
procedures to increase equality of opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Small 
Business Services' Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Small Business 
Services' Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary 
Determination, dated August 14, 2019, setting forth findings and the following corrective actions required 
to remedy areas of non-compliance: 

1. Issue a Policy Statement or memorandum reiterating commitment to the prevention of sexual 
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harassment annually. 

2. Distribute/ Post a paper·or electronic copy of the Equal Employment Opportunity Policy, Standards 
and Procedures to Be Utilized by City Agencies - or an agency Policy that conforms to city, state 
and federal laws against sexual harassment- for use by managers, supervisors, and legal, human 
resources and EEO professionals. Include, or attach as addenda: uniform and responsive 
procedures for investigating discrimination/sexual harassment complaints, and current contact 
information for the agency's EEO professionals as well as federal, state and local agencies that 
enforce laws against discrimination/ sexual harassment. 

3. Include in the complaint file a completed Complaint Intake Form, or a written complaint that 
captures facts (including pertinent dates) that identify the respondent(s) with reasonable specificity 
and provide the essence of the circumstances which gave rise to the complaint. 

4. Serve the respondent with a notice of the complaint that includes the respondent's right to 
respond to the allegations and right to be accompanied by a representative of his/ her choice. 
Maintain in the complaint file documentation regarding the service of notice on the respondent. 

5. Issue/ maintain written confirmation when an internal complaint/mediation is terminated, 
withdrawn or resolved by agreement of the parties or EEO Office. 

6. Issue a conclusive report within 90 days of the date the complaint was filed. Commence an 
investigation immediately if allegations raised sufficiently warrant an investigation. 

7. Establish and implement a policy whereby the agency head (or an approved direct report other 
than the General Counsel) reviews the principal investigator's conclusive report; issues a 
written/electronic determination adopting, rejecting, or modifying the recommended action; and 
signs each determination, via writing or electronically, to indicate it has been reviewed and 
adopted. 

8. Inform each complainant and respondent of the conclusion and outcome of their complaint 
investigation in writing as part of the agency's complaint procedure. 

9. Ensure each internal discrimination complaint file contains a written determination of its outcome 
and corrective action(s) taken as a result. 

10. Ensure that the General Counsel assists the agency head in identifying and determining 
appropriate responses to sexual harassment; works with the principal EEO Professional in the 
implementation of the City's policies and procedures pertaining to sexual harassment; informs the 
principal EEO Professional when external complaints or litigation involving sexual harassment is 
brought against the agency; is available to consult on internal sexual harassment complaint 
investigations; and is responsible for the investigation of, and response to, external sexual 
harassment complaints. 

11. Ensure that the principal EEO Professional, HR Professional , and General Counsel, review the 
number of sexual harassment complaints, and the agency's employment practices, policies and 
programs on an annual basis to identify whether there are barriers to employment opportunities 
that may be related to sexual harassment and determine what, if any, actions are required to 
correct deficiencies. 

12. Appoint a principal EEO Professional to implement EEO policies and standards within the agency. 
Ensure the principal EEO Professional is. trained regarding city, state, federal EEO laws; the 
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requirements of the agency's EEO policies, standards and procedures; and the prevention, 
investigation, and resolution of discrimination and sexual harassment complaints. 

13. Ensure that the principal EEO Professional reports directly to the agency head (or a direct report 
other than the General Counsel) in order to exercise the necessary authority and independent 
judgment to fulfill EEO responsibilities. 

14. Maintain documentation regarding directives or decisions between the agency head (or a direct 
report other than the General Counsel) and the principal EEO Professional that impact the 
administration and operation of programs, policies or procedures concerning sexual harassment. 

15. Ensure that managers and supervisors are held accountable for enforcing the agency's sexual 
harassment prevention policies and complaint procedures. Document this expectation and its 
implementation. 

16. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions based on 
merit and equal consideration, or treat others in an equitable and impartial manner). 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity 
did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC 
issued a Final Determination on August 30, 2019, which indicated that the following areas required 
corrective action: no(s). 1-16; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the 
EEPC assigned a monitoring period from September 1, 2019 to February 29, 2020, to determine whether 
the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on the 
progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on August 30, 2019, the entity 
was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of wages, 
development, and advancement, and to establish measures and programs to ensure a fair and effective 
affirmative employment plan to provide equal employment opportunity for minority group members and 
women, the EEPC approves the issuance of this Final Determination to Commissioner Gregg Bishop to 
assign compliance-monitoring. 
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Approved unanimously on September 12, 2019. 

~ Arva R. Rice 
Commissioner 
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Sasha Neha Ahuja 
Chair 
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Equal Employment 
Practices Commission RESOLUTION NO. 

2019AP /233-059-{2019} 
Board of Standards & Appeals 

Executive Director Carlo Costanza 
Sexual Harassment Prevention and Response Practices 

DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s}: Total: 4 
Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination 
Issued: July 19, 2019 

Final Determination Issued: August 7, 2019 
Compliance-Monitoring: Required 

Response Received July 30, 2019 
Response Due September 9, 2019 
September 1, 2019 to February 29, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal employment 
opportunity (EEO) for minority group members and women who are employed or seek employment, and to 
recommend practices, procedures, approaches, measures, standards, and programs to be utilized by such 
entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC has 
adopted uniform standards for auditing agencies and municipal entities, and minimum standards for 
auditing community boards, to review, evaluate, and monitor entities' practices, procedures, approaches, 
measures, standards, and programs for compliance with federal, state, and local laws and regulations, and 
policies and procedures to increase equal opportunity for women, minorities, and other employees and j ob 
applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed corrective 
action are required by, or consistent with federal, state, and local laws and regulations, and policies and 
procedures to increase equality of opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Board of Standards & 
Appeals' Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Board of Standards & Appeals' Sexual 
Harassment Prevention and Response Practices, the EEPC issued a Preliminary Determination, dated July 
19, 2019, setting forth findings and the following corrective actions required to remedy areas of non­
compliance: 

1. Maintain documentation regarding directives or decisions between the agency head (or a direct report 
other than the General Counsel) and the principal EEO Professional that impact the administration and 
operation of programs, policies or procedures concerning sexual harassment. 
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2. Ensure that managers and supervisors are held accountable for enforcing the entity's sexual 
harassment prevention policies and complaint procedures. Document this expectation and its 
implementation. 

3 . Ensure the managerial performance evaluation form conta ins a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions based on merit 
and equal consideration, or treat others in an equitable and impartial manner). 

4. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity, and quarterly reports on efforts to implement the Plan within 30 days following each 
quarter. Include a breakout of sexual harassment complaint activity in each quarterly report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity 
submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC 
issued a Final Determination on August 7, 2019, which indicated that the following areas required 
corrective action: no(s). 1, 2, and 3; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the 
EEPC assigned a monitoring period from September 1, 2019 to February 29, 2020, to determine whether 
the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to respond 
in 30 days, and make monthly reports thereafter for a period not to exceed six months, on the progress of 
its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on August 7, 2019, the entity was 
required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requ ires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of wages, 
development, and advancement, and to establish measures and programs to ensure a fair and effective 
affirmative employment plan to provide equal employment opportun ity for minority group members and 
women, the EEPC approves the issuance of this Final Determination to Executive Director Carlo Costanza to 
assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 

( 
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Arva R. Rice 
Commissioner 
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N¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /233-156-(2019) 

Taxi and Limousine Commission 
Acting Commissioner Bill Heinzen 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 1 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: August 8, 2019 No Response Received 

Final Determination Issued: August 12, 2019 

Compliance-Monitoring : Required 

Response Due September 12, 2019 

September 1, 2019 to February 29, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter) , the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Taxi and Limousine 
Commission's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Taxi and Limousine 
Commission's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated August 8, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 

1. Maintain documentation regarding directives or decisions between the agency head (or a 
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direct report other than the General Counsel) and the principal EEO Professional that 
impact the administration and operation of programs, policies or procedures concern ing 
sexual harassment. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on August 12, 2019, which indicated that the following areas 
required corrective action: no(s). 1; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from September 1, 2019 to February 29, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on August 12, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19) , which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Acting Commissioner Bill Heinzen to assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 

\,. 
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Arva R. Rice 
Commissioner 

Sasha Neha Ahuja 
Chair 
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N¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP /233-041-(2019) 

Teachers' Retirement System 
Executive Director Patricia Reilly 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 13 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: June 28, 2019 Response Received July 11, 2019 

Final Determination Issued: July 16, 2019 Response Received August 16, 2019 

Compliance-Monitoring: Required August 1, 2019 to January 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entit ies, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Teachers' Retirement 
System's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Teachers' Retirement System's 
Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary 
Determination, dated June 28, 2019, setting forth findings and the following corrective actions 
required to remedy areas of non-compliance: 

1. Include in the complaint file a completed Complaint Intake Form, or a written complaint that 
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captures facts (including pertinent dates) that identify the respondent(s) with reasonable 
specificity and provide the essence of the circumstances which gave rise to the complaint. 

2. Serve the respondent with a notice of the complaint that includes the respondent's right to 
respond to the allegations and right to be accompanied by a representative of his/ her 
choice. Maintain in the complaint file documentation regarding the service of notice on the 
respondent. 

3. Issue a conclusive report within 90 days of the date the complaint was filed. Commence an 
investigation immediately if allegations raised sufficiently warrant an investigation. 

4. Generate at the end of each complaint investigation, a conclusive confidential report which 
includes a summary of the allegations and responses, a summary of the procedural history 
of the investigation, a statement of the relevant facts gathered, a determination, a 
recommendation and documentation of the Agency Head's Review. 

5. Establish and implement a policy whereby the agency head (or an approved direct report 
other than the General Counsel) reviews the principal investigator's conclusive report; issues 
a written/ electronic determination adopting, rejecting, or modifying the recommended 
action; and signs each determination, via writing or electronically, to indicate it has been 
reviewed and adopted. 

6. Inform each complainant and respondent of the conclusion and outcome of their compla int 
investigation in writing as part of the agency's complaint procedure. 

7. Ensure each internal discrimination complaint file contains a written determination of its 
outcome and corrective action(s) taken as a result. 

8. Establish and utilize a complaint tracking and monitoring system that permits the agency to 
identify the location, status, and length of time elapsed in the complaint investigation 
process, the issues and the bases of the complaints, the aggrieved individuals, and other 
information necessary to analyze complaint activity to identify trends. 

9. Where the agency's organizational structure necessitates multiple EEO professionals, select 
such individuals from different office locations and, where possible, from a variety of levels 
within the organizational structure. Appoint EEO professionals who are trained in EEO laws 
and procedures, and their responsibilities under the EEO Policy. 

10. Maintain documentation regarding directives or decisions between the agency head (or a 
direct report other than the General Counsel) and the principal EEO Professional that impact 
the administration and operation of programs, policies or procedures concerning sexual 
harassment. 

11. Ensure that managers and supervisors are held accountable for enforcing the agency's 
sexual harassment prevention policies and complaint procedures. Document this 
expectation and its implementation. 

12. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions based 
on merit and equal consideration, or treat others in an equitable and impartial manner). 
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13. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity, and quarterly reports on efforts to implement the Plan within 30 days following 
each quarter. Include a breakout of sexual harassment complaint activity in each quarterly 
report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on July 16, 2019, which indicated that the following areas 
required corrective action: no(s). 1, 2 , 3, 4 , 5, 6, 7, 8, 9, 10, 11, 12 and 13; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from August 1, 2019 to January 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 8_32(c), on July 16, 2019, the 
entity was required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which 
requires agency heads to ensure and promote equal opportunity for all persons in appointment, 
payment of wages, development, and advancement, and to establish measures and programs to 
ensure a fair and effective affirmative employment plan to provide equal employment opportunity for 
minority group members and women, the EEPC approves the issuance of this Final Determination to 
Executive Director Patricia Reilly to assign compliance-monitoring. 

Approved unanimously on September 12, 2019. 

Commissioner 
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Chair 
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N¥C 
Equal Employment 
Practices Commission RESOLUTION NO. 

2019AP/235-261-(2019) 
Department of Youth and Community Development 

Commissioner Bill Chong 
Sexual Harassment Prevention and Response Practices 

DETERMINATION: FINAL 

SYNOPSIS 

Corrective Action(s): Total: 3 

Period Audit Covered: January 1, 2017 to December 31, 2018 

Preliminary Determination Issued: November 4, 2019 Response Received November 12, 2019 

Final Determination Issued: November 20, 2019 Response Due December 20, 2019 

Compliance-Monitoring: Required December 1, 2019 to May 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City Charter 
(Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, evaluate, and monitor 
the employment procedures, practices and programs of city agencies and other municipal entities (hereinafter 
"entities") and their efforts to ensure fair and effective equal employment opportunity (EEO) for minority group 
members and women who are employed or seek employment, and to recommend practices, procedures, approaches, 
measures, standards, and programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC has adopted 
uniform standards for auditing agencies and municipal entities, and minimum standards for auditing community 
boards, to review, evaluate, and monitor entities' practices, procedures, approaches, measures, standards, and 
programs for compliance with federal, state, and local laws and regulat ions, and policies and procedures to increase 
equal opportunity for women, minorities, and other employees and job applicants identified for protection from 
discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a determination 
pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, measure, or standard adopted 
or utilized by any municipal ent ity does not provide equal employment opportunity, and the EEPC's determinations of 
compliance or non-compliance and prescribed corrective action are required by, or consistent with federal, state, and 
local laws and regulations, and policies and procedures to increase equality of opportunity for women, minorities, and 
other employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Department of Youth and Community 
Development's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Department of Youth and Community 
Development's Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary Determination, 
dated November 4, 2019, setting forth findings and the following corrective actions required to remedy areas of non­
compliance: 

1. Where the agency's organizational structure necessitates multiple EEO professionals, select such individuals 
from different office locations and, where possible, from a variety of levels within the organizational structure. 
Appoint EEO professionals who are trained in EEO laws and procedures, and their responsibilities under the 
EEO Policy. 
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2. Maintain documentation regarding directives or decisions between the agency head (or a direct report other 
than the General Counsel) and the principal EEO Professional that impacted the administration and operation 
of programs, policies or procedures concerning sexual harassment. 

3. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment opportunity, 
and quarterly reports on efforts to implement the Plan within 30 days following each quarter. Include a 
breakout of sexual harassment complaint activity in each quarterly report. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity submitted a 
preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC issued a Final 
Determination on November 20, 2019, which indicated that the following areas required corrective action: no(s). 2; 
and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the EEPC 
assigned a monitoring period from December 1, 2019 to May 31, 2020, to determine whether the entity eliminated 
areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to respond in 30 
days, and make monthly reports thereafter for a period not to exceed six months, on the progress of its efforts to 
correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on November 20, 2019, the entity was 
required to issue a response to the EEPC's Final Determination; Now Therefore, 

Be It Resolved, that pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires agency 
heads to ensure and promote equal opportunity for all persons in appointment, payment of wages, development, and 
advancement, and to establish measures and programs to ensure a fair and effective affirmative employment plan to 
provide equal employment opportunity for minority group members and women, the EEPC approves the issuance of 
this Final Determination to Commissioner Bill Chong to assign compliance-monitoring. 

Approved unanimously on November 21, 2019. 

Commissioner 

~~~ 
Arva R. Rice 

Commissioner 
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Sasha Neha Ahuja 
Chair 
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Appendix III:  
Determination of Compliance Resolutions 

Pursuant to the City Charter-mandated compliance-monitoring procedure and period, the EEPC 
considers, in consultation with an entity, whether programs, or procedures utilized by the entity are in 
compliance with the equal employment opportunity standards of the EEPC and requirements of 
Chapters 35 and 36 of the City Charter; and reviews, approves, and adopts a Determination of 
Compliance or Non-Compliance at the end of an assigned monitoring period.  The following pages 
contain the EEPC’s 2019 Compliance Resolutions, which specify whether the entity required corrective 
action, whether the entity required monitoring, the compliance-monitoring period, the corrective 
actions implemented by the entity and the entity’s status at the end of the period.  Adoption of a 
Compliance Resolution authorizes the mailing of a Determination of Compliance and Certificate, if 
applicable, to the entity head.  The entities are listed below in alphabetical order.  In addition, 
Resolutions can be found on the EEPC’s website at: 
http://www.nyc.gov/html/eepc/html/about/eepc_jurisdiction.shtml. 

Bronx Borough President, Office of the• RESOLUTION #2018AP/229-011-(2019)C6 
Bronx County Public Administrator, Office of the • RESOLUTION #2018AP/233-942-(2019)C28 
Brooklyn Borough President, Office of the• RESOLUTION #2018AP/229-012-(2019)C7 
Business Integrity Commission • RESOLUTION #2019AP/233-831-(2019)C25 
Campaign Finance Board • RESOLUTION #2019AP/233-004-(2019)C35 
Community Board – Bronx No. 01 • RESOLUTION #2018AP/228-381-(2019)C4 
Community Board – Bronx No. 04 • RESOLUTION #2018AP/227-384-(2019)C1 
Community Board – Bronx No. 07 • RESOLUTION #2018AP/228-387-(2019)C3 
Community Board – Bronx No. 12 • RESOLUTION #2018AP/228-392-(2019)C2 
Community Board – Brooklyn No. 01 • RESOLUTION #2019AP/230-471-(2019)C11 
Community Board – Brooklyn No. 02 • RESOLUTION #2019AP/231-472-(2019)C20 
Community Board – Brooklyn No. 03 • RESOLUTION #2019AP/233-473-(2019)C27 
Community Board – Brooklyn No. 04 • RESOLUTION #2019AP/235-474-(2019)C38 
Community Board – Brooklyn No. 06 • RESOLUTION #2019AP/234-476-(2019)C37 
Community Board – Brooklyn No. 07 • RESOLUTION #2019AP/233-477-(2019)C26 
Community Board – Brooklyn No. 08 • RESOLUTION #2019AP/236-478-(2019)C41 
Community Board – Brooklyn No. 09 • RESOLUTION #2019AP/232-479-(2019)C24 
Community Board – Brooklyn No. 10 • RESOLUTION #2019AP/231-480-(2019)C15 
Community Board – Brooklyn No. 11 • RESOLUTION #2019AP/231-481-(2019)C16 
Community Board – Brooklyn No. 12 • RESOLUTION #2019AP/230-482-(2019)C14 
Community Board – Brooklyn No. 13 • RESOLUTION #2019AP/231-483-(2019)C17 
Community Board – Brooklyn No. 14 • RESOLUTION #2019AP/231-484-(2019)C18 
Community Board – Brooklyn No. 15 • RESOLUTION #2019AP/230-485-(2019)C12 
Community Board – Brooklyn No. 16 • RESOLUTION #2019AP/230-486-(2019)C13 
Community Board – Brooklyn No. 17 • RESOLUTION #2019AP/231-487-(2019)C19 
Community Board – Brooklyn No. 18 • RESOLUTION #2019AP/231-488-(2019)C21 
Correction, Board of • RESOLUTION #2019AP/235-073-(2019)C39 
Cultural Affairs, Department of • RESOLUTION #2019AP/233-126-(2019)C29 
Emergency Management, Office of • RESOLUTION #2018AP/230-017-(2019)C9 
Finance, Department of • RESOLUTION #2019AP/234-836-(2019)C36 
Housing Development Corporation, New York City • RESOLUTION #2019AP/233-907-(2019)C32 
Housing Preservation and Development, New York City • RESOLUTION #2019AP/237-806- 
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(2019)C44 
Landmarks Preservation Commission • RESOLUTION #2019AP/232-136-(2019)C23 
Management and Budget, Office of • RESOLUTION #2019AP/236-019-(2019)C42 
Manhattan Borough President, Office of the • RESOLUTION #2018AP/229-010-(2019)C8 
Mayor, Office of the • RESOLUTION #2018AP/228-002-(2019)C5 
New York County District Attorney, Office of the • RESOLUTION #2019AP/233-901-(2019)C31 
Probation, Department of • RESOLUTION #2019AP/235-781-(2019)C40 
Queens County District Attorney, Office of the • RESOLUTION #2018AP/236-904-(2019)C43 
Queens County Public Administrator, Office of the • RESOLUTION #2019AP/233-944-(2019)C34 
Records and Information Services, Department of • RESOLUTION #2019AP/232-860-(2019)C22 
Richmond County Public Administrator, Office of the • RESOLUTION #2018AP/233-945-(2019)C30 
Social Services, Department of • RESOLUTION #2018AP/230-069071-(2019)C10 
Taxi and Limousine Commission • RESOLUTION #2019AP/233-156-(2019)C33
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2018AP/229-011-{2019)C6 

Office of the Bronx Borough President 
Borough President Ruben Diaz, Jr. 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

Corrective Action(s) 

Period Audit Covered 

SYNOPSIS 

Total: 6 

January 1, 2016 to December 31, 2017 

Response Received October 10, 2018 Preliminary Determination Issued 

Final Determination Issued 

Compliance-Monitoring 

September 27, 2018 

October 16, 2018 

Required 

Response Received January 15, 2019 

November 1, 2018 to April 30, 2019 

without extension 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal , state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the Bronx 
Borough President's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the Bronx Borough 
President's Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary 
Determination, dated September 27, 2018, setting forth findings and the following corrective actions 
required to remedy areas of non-compliance: 
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- . 

1. Distribute/ Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
Standards and Procedures to Be Utilized by City Agencies - or an agency Policy that 
conforms to city, state and federal laws against sexual harassment- for use by managers, 
supervisors, and legal, human resources and EEO professionals. Include, or attach as 
addenda: uniform and responsive procedures for investigating discrimination/ sexual 
harassment complaints, and current contact information for the agency's EEO professionals 
as well as federal, state and local agencies that enforce laws against discrimination/ sexual 
harassment. 

2. Take thorough notes, of words spoken and facts provided, during each interview. Include 
these notes in each complaint file. 

3. Ensure that the principal EEO Professional , HR Professional, and General Counsel, review 
the number of sexual harassment complaints, and the agency's employment practices, 
policies and programs on an annual basis to identify whether there are barriers to 
employment opportunities that may be related to sexual harassment and determine what, if 
any, actions are required to correct deficiencies. 

4. Ensure that managers and supervisors are held accountable for enforcing the agency's 
sexual harassment prevention policies and complaint procedures. Document this 
expectation and its implementation. 

5. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions 
based on merit and equal consideration, or treat others in an equitable and impartial 
manner). 

6. Submit to the EEPC an Annual Plan of measures and programs to provide equal 
employment opportunity. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on October 16, 2018, which indicated that the following areas 
required corrective action: no(s). 1 - 6; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from November 1, 2018 to April 30, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on January 15, 2019, the 
entity issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Office of the Bronx 
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Borough President was monitored until March 22, 2019; and 

Whereas, pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requ ires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of 
wages, development, and advancement, and to establish measures and programs to ensure a fair 
and effective affirmative employment plan to provide equal employment opportunity for minority 
group members and women, the Borough President submitted a copy of a memorandum to staff 
dated March 18, 2019, which recognized the EEPC's audit and reiterated commitment to the Office 
of the Bronx Borough President's equal employment practices; Now Therefore, 

Be It Resolved, that the Office of the Bronx Borough President has satisfied the equal 
employment standards set by the EEPC pursuant to its authority under New York City Charter 
Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of this 
Determination of Compliance to Borough President Ruben Diaz, Jr. of the Office of the Bronx Borough 
President. 

Approved unanimously on April 18, 2019. 
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J Angela Cabrera 

Jl,~~ 
Arva R. Rice 

Commissioner 

EEPC Compliance Status Resolution: Office of the Bronx Borough President 

Commissio e 

~ 
Elaine S. Reiss, Esq. 

Commissioner 
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Equal Employment 
Practices Commission 

Corrective Action(s) 

Period Audit Covered 

RESOLUTION NO. 
2018AP /233-942-{2019)C28 

Office of the Bronx County Public Administrator 
Public Administrator Matilde B. Sanchez 
Employment Practices and Procedures 

DETERMINATION: COMPLIANCE 

SYNOPSIS 

Total: 7 

July 1, 2017 to June 30, 2018 

January 11, 2019 Response Received 

February 7, 2019 Response Received 

January 25, 2019 

March 13, 2019 

Preliminary Determination Issued 

Final Determination Issued 

Compliance-Monitoring Required March 1, 2019 to August 31, 2019 

without extension 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal 
employment opportunity (EEO) for minority group members and women who are employed or seek 
employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5 ), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum standards 
for auditing community boards, to review, evaluate, and monitor entities' practices, procedures, 
approaches, measures, standards, and programs for compliance with federal , state, and local laws 
and regulations, and policies and procedures to increase equal opportunity for women, minorities, and 
other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, and 
policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the Bronx 
County Public Administrator's Employment Practices and Procedures; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the Bronx County Publ ic 
Administrator's Employment Practices and Procedures, the EEPC issued a Preliminary Determination, 
dated January 11, 2019, setting forth findings and the following corrective actions required to remedy 
areas of non-compliance: 
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1. Issue a general EEO Policy statement or memorandum annually reiterating commitment to 
EEO, declaring the agency's position against discrimination on any protected basis, advising 
employees of the names and contact information of EEO professionals, and attaching, or 
providing employees pertinent electronic links to, an EEO Policy/Handbook. 

2. Distribute/Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
Standards and Procedures to Be Utilized by City Agencies - or an agency EEO Policy that 
conforms to city, state and federal EEO laws - for use by managers, supervisors, and legal, 
human resources and EEO professionals. Include, or attach as addenda: a policy against 
sexual harassment; uniform and responsive procedures for investigating discrimination 
complaints and providing reasonable accommodations; an up-to-date list of protected classes 
under NYC and NYS Human Rights Laws; and current contact information for the agency's EEO 
professionals, as well as federal, state and local agencies that enforce laws against 
discrimination. 

3. Ensure that human resources professionals, managers, supervisors, and other personnel 
involved in recruiting and hiring are trained to consider EEO laws/ policies and use uniform, job­
related techniques to identify, interview and select the most capable candidates (e.g. 
structured interview training or guide). 

4. Use and maintain an applicant/candidate log or tracking system which, at minimum, includes 
the position, applicants'f candidates' names or identification number, race/ ethnicity, gender, 
disability, veteran status, interview date, interviewers' names, result (or disposition), reason 
selected/ not selected for each applicant, and recruitment source. (For employers that collect 
protected status criteria via visual observation: Minimize the risk that an applicant's protected 
status may play a role in his/ her hire by having someone other than the final decision-maker 
conduct the visual observation.) 

5. Appoint a principal EEO Professional to implement EEO policies and standards within the 
agency. Ensure the principal EEO Professional is trained regarding city, state, and federal EEO 
laws; the requirements of the agency's EEO policies, standards and procedures; and the 
prevention, investigation, and resolution of discrimination complaints. 

6. Establish and implement an annual managerial/non-managerial performance evaluation 
program (with timetable) to be used for probationary periods, promotions, assignments, 
incentives and training. 

7. Submit to the EEPC an Annual Plan of measures and programs to provide equal employment 
opportunity. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC 
issued a Final Determination on February 7, 2019, which indicated that the following areas required 
corrective action: no(s). 1, 2, 3, 4, 5, 6 and 7; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from March 1, 2019 to August 31, 2019, to determine whether 
the entity eliminated areas of non-compliance, if any; and 
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Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on the 
progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on March 13, 2019, the 
entity issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Office of the Bronx 
County Public Administrator was monitored until August 8 , 2019; and 

Whereas, pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of 
wages, development, and advancement, and to establish measures and programs to ensure a fair and 
effective affirmative employment plan to provide equal employment opportunity for minority group 
members and women, the Public Administrator Matilde B. Sanchez submitted a copy of a 
memorandum to staff dated August 20, 2019, which recognized the EEPC's audit and reiterated 
commitment to the Office of the Bronx County Public Administrator's equal employment practices; Now 
Therefore, 

Be It Resolved, that the Office of the Bronx County Public Administrator has satisfied the equal 
employment standards set by the EEPC pursuant to its authority under New York City Charter Chapters 
35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of this 
Determination of Compliance to Public Administrator Matilde B. Sanchez of the Office of the Bronx 
County Public Administrator. 

Approved unanimously on September 12, 2019. 

Page 3 of 3 

<=- Arva R. Rice 
Commissioner 

\\ Commissioner 

~~~'3\ 

Sasha Neha Ahuja 
Chair 

EEPC Compliance Status Resolution: Office of the Bronx County Public Administrator 
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·fWC 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2018AP/229-012-{2019)C7 

Office of the Brooklyn Borough President 
Borough President Eric L. Adams 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

Corrective Action(s) 

Period Audit Covered 

Preliminary Determination Issued 

Final Determination Issued 

Compliance-Monitoring 

SYNOPSIS 

Total: 6 

January 1, 2016 to December 31, 2017 

September 4, 2018 No Response Received 

September 21, 2018 

Required 

Response Received October 5, 2018 

October 1, 2018 to March 31, 2019 

without extension 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5) , the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal , state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal, state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Office of the Brooklyn 
Borough President's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Office of the Brooklyn Borough 
President's Sexual Harassment Prevention and Response Practices, the EEPC issued a Preliminary 
Determination, dated September 4, 2018, setting forth findings and the following corrective actions 
required to remedy areas of non-compliance: 
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1. Issue a Policy Statement or memorandum reiterating commitment to the prevention of 
sexual harassment annually. 

2. Distribute/Post a paper or electronic copy of the Equal Employment Opportunity Policy, 
Standards and Procedures to Be Utilized by City Agencies - or an agency Policy that 
conforms to city, state and federal laws against sexual harassment- for use by managers, 
supervisors, and legal, human resources and EEO professionals. Include, or attach as 
addenda: uniform and responsive procedures for investigating discriminat ion/ sexual 
harassment complaints, and current contact information for the agency's EEO professionals 
as well as federal, state and local agencies that enforce laws against discrimination/ sexual 
harassment. 

3. Ensure that the responsibilities of the principal EEO Professional are competently 
discharged by providing continuing education and professional development. 

4. Maintain documentation regarding directives or decisions between the agency head (or a 
direct report other than the General Counsel) and the principal EEO Professional that 
impact the administration and operation of programs, policies or procedures concerning 
sexual harassment. 

5. Ensure the managerial performance evaluation form contains a rating for EEO (which covers 
responsibilities and processes for assuring their ability to make employment decisions 
based on merit and equal consideration, or treat others in an equitable and impartial 
manner). 

6 . Submit to the EEPC an Annual Plan of measures and programs to provide equal 
employment opportunity. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on September 21, 2018, which indicated that the following areas 
required corrective action: no(s). 1, 2, 3, 4, 5 and 6; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from October 1, 2018 to March 31, 2019, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c}, on October 5, 2018, the 
entity issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Office of the Brooklyn 
Borough President was monitored until March 27, 2019; and 

Whereas, pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires 
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agency heads to ensure and promote equal opportunity for all persons in appointment, payment of 
wages, development, and advancement, and to establish measures and programs to ensure a fair 
and effective affirmative employment plan to provide equal employment opportunity for minority 
group members and women, the Borough President submitted a copy of a memorandum to staff 
dated March 26, 2019, which recognized the EEPC's audit and reiterated commitment to the Office 
of the Brooklyn Borough President's equal employment practices; Now Therefore, 

Be It Resolved, that the Office of the Brooklyn Borough President has satisfied the equal 
employment standards set by the EEPC pursuant to its authority under New York City Charter 
Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of this 
Determination of Compliance to Borough President Eric L. Adams of the Office of the Brooklyn 
Borough President. 

Approved unanimously on April 18, 2019. 

~ Arva R. Rice 
Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/233-831-(2019)C25 
Business Integrity Commission 

Chair Noah D. Genel 
Sexual Harassment Prevention and Response Practices 

DETERMINATION: COMPLIANCE 

Corrective Action(s) 

Period Audit Covered 

Preliminary Determination Issued 

Final Determination Issued 

Compliance-Monitoring 

SYNOPSIS 

Total: 1 

January 1, 2017 to December 31, 2018 

July 12, 2019 Response Received July 23, 2019 

July 26, 2019 

Required 

Response Received August 1, 2019 

August 1, 2019 to January 31, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York 
City Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, 
review, evaluate, and monitor the employment procedures, practices and programs of city agencies 
and other municipal entities (hereinafter "entities") and their efforts to ensure fair and effective 
equal employment opportunity (EEO) for minority group members and women who are employed or 
seek employment, and to recommend practices, procedures, approaches, measures, standards, and 
programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC 
has adopted uniform standards for auditing agencies and municipal entities, and minimum 
standards for auditing community boards, to review, evaluate, and monitor entities ' practices, 
procedures, approaches, measures, standards, and programs for compliance with federal, state, and 
local laws and regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed 
corrective action are required by, or consistent with federal , state, and local laws and regulations, 
and policies and procedures to increase equality of opportunity for women, minorities, and other 
employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Business Integrity 
Commission's Sexua l Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Business Integrity 
Commission's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated July 12, 2019, setting forth findings and the following corrective 
actions required to remedy areas of non-compliance: 

Corrective Action #1: Ensure the managerial performance evaluation form contains a rating for EEO 
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(which covers responsibilities and processes for assuring their ability to make employment decisions 
based on merit and equal consideration, or treat others in an equitable and impartial manner). 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the 
entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the 
EEPC issued a Final Determination on July 26, 2019, which indicated that no areas required 
corrective action; and. 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from August 1, 2019 to January 31, 2020, to determine 
whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on 
the progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on August 1, 2019, the 
entity issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Business Integrity 
Commission was monitored until August 1, 2019; and 

Whereas, pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires 
agency heads to ensure and promote equal opportunity for all persons in appointment, payment of 
wages, development, and advancement, and to establish measures and programs to ensure a fair 
and effective affirmative employment plan to provide equal employment opportunity for minority 
group members and women, the Chair submitted a copy of a memorandum to staff dated August 1, 
2019, which recognized the EEPC's audit and reiterated commitment to the Business Integrity 
Commission's equal employment practices; Now Therefore, 

Be It Resolved, that the Business Integrity Commission has satisfied the equal employment 
standards set by the EEPC pursuant to its authority under New York City Charter Chapters 35 and 36; 
and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of this 
Determination of Compliance to Chair Noah D. Genel of the Business Integrity Commission. 
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Approved unanimously on September 12, 2019. 

~ Commissioner 

. ~Y~"-CSL 
Commissioner 
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ll¥C 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2019AP/233-00~2019)C35 

Campaign Finance Board 
Executive Director Amy M. Loprest 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

Corrective Action(s) 
Period Audit Covered 
Preliminary Determination 
Issued 
Final Determination Issued 
Compliance-Monitoring 

SYNOPSIS 

Total: 1 
January 1, 2017 to December 31, 2018 

July 19, 2019 
August 5, 2019 
Required 

Response Received July 30, 2019 
Response Received August 21, 2019 
September 1, 2019 to February 29, 2020 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City 
Charter (Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, 
evaluate, and monitor the employment procedures, practices and programs of city agencies and other 
municipal entities (hereinafter "entities") and their efforts to ensure fair and effective equal employment 
opportunity (EEO) for minority group members and women who are employed or seek employment, and to 
recommend practices, procedures, approaches, measures, standards, and programs to be utilized by 
such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), the EEPC has 
adopted uniform standards for auditing agencies and municipal entities, and minimum standards for 
auditing community bo~rds, to review, evaluate, and monitor entities' practices, procedures, approaches, 
measures, standards, and programs for compliance with federal, state, and local laws and regulations, 
and policies and procedures to increase equal opportunity for women, minorities, and other employees 
and job applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may make a 
determination pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, 
measure, or standard adopted or utilized by any municipal entity does not provide equal employment 
opportunity, and the EEPC's determinations of compliance or non-compliance and prescribed corrective 
action are required by, or consistent with federal, state, and local laws and regulations, and policies and 
procedures to increase equality of opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Campaign Finance Board's 
Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Campaign Finance Board 's Sexual 
Harassment Prevention and Response Practices, the EEPC issued a Preliminary Determination, dated July 
19, 2019, setting forth findings and the following corrective actions required to remedy areas of non­
compliance: 

1. Distribute/ Post a paper or electronic copy of the Equal Employment Opportunity Policy, Standards 
and Procedures to Be Utilized by City Agencies - or an agency Policy that conforms to city, state 
and federal laws against sexual harassment- for use by managers, supervisors, and legal, 
human resources and EEO professionals. Include, or attach as addenda: uniform and responsive 
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procedures for investigating discrimination/sexual harassment complaints, and current contact 
information for the agency's EEO professionals as well as federal, state and local agencies that 
enforce laws against discrimination/sexual harassment. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity 
submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC 
issued a Final Determination on August 5, 2019, which indicated that the following areas required 
corrective action: no(s). 1; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the 
EEPC assigned a monitoring period from September 1, 2019 to February 29, 2020, to determine whether 
the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to 
respond in 30 days, and make monthly reports thereafter for a period not to exceed six months, on the 
progress of its efforts to correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on August 21, 2019, the entity 
issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Campaign Finance Board 
was monitored until August 22, 2019; and 

Whereas, pursuant to Charter Chapter 35, Sections 815(a)(15) and (19), which requires agency 
heads to ensure and promote equal opportunity for all persons in appointment, payment of wages, 
development, and advancement, and to establish measures and programs to ensure a fair and effective 
affirmative employment plan to provide equal employment opportunity for minority group members and 
women, the Executive Director submitted a copy of a memorandum to staff dated August 22, 2019, which 
recognized the EEPC's audit and reiterated commitment to the Campaign Finance Board's equal 
employment practices; Now Therefore, 

Be It Resolved, that the Campaign Finance Board has satisfied the equal employment standards 
set by the EEPC pursuant to its authority under New York City Charter Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of this 
Determination of Compliance to Executive Director Amy M. Loprest of the Campaign Finance Board. 

Approved unanimously on September 12, 2019. 

Commissioner 
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Equal Employment 
Practices Commission 

RESOLUTION NO. 
2018AP/228-381-{2019)C4 

Bronx Community Board No. 1 
Chairperson George L. Rodriguez 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

Corrective Action(s) 

Period Audit Covered 

Preliminary Determination Issued 

Final Determination Issued 

Compliance-Monitoring 

SYNOPSIS 

Total: 4 

July 1, 2017 to June 30, 2018 

December 7, 2018 

January 3, 2019 

Required 

No Response Received 

Response Received February 28, 2019 

January 3, 2019 to February 28, 2019 

without extension 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New 
York City Charter (Charter), the Equal Employment Practices Commission (EEPC) is 
authorized to audit, review, evaluate, and monitor the employment procedures, practices 
and programs of city agencies and other municipal entities (hereinafter "entities") and their 
efforts to ensure fair and effective equal employment opportunity (EEO) for minority group 
members and women who are employed or seek employment, and to recommend practices, 
procedures, approaches, measures, standards, and programs to be utilized by such entities 
in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), 
the EEPC has adopted uniform standards for auditing agencies and municipal entities, and 
minimum standards for auditing community boards, to review, evaluate, and monitor 
entities' practices, procedures, approaches, measures, standards, and programs for 
compliance with federal, state, and local laws and regulations, and policies and procedures 
to increase equal opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may 
make a determination pursuant to Charter Section 831(d) whether any plan, program, 
procedure, approach, measure, or standard adopted or utilized by any municipal entity does 
not provide equal employment opportunity, and the EEPC's determinations of compliance or 
non-compliance and prescribed corrective action are required by, or consistent with federal, 
state, and local laws and regulations, and policies and procedures to increase equality of 
opportunity for women, minorities, and other employees and job applicants identified for 
protection from discrimination; and 
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( 

Whereas, the EEPC conducted an audit, review, and evaluation of the Bronx 
Community Board No.1's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Bronx Community 
Board No. 1's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated December 7, 2018, setting forth findings and the following 
corrective actions required to remedy areas of non-compliance: 

1. Community Boards must distribute/post an annual Policy statement or memorandum by 
the Chairperson reiterating commitment to the prevention of sexual harassment. 

2. Community Boards must follow, distribute, and post the Borough President's policy(ies) 
against sexual harassment. 

3. Community Boards must ensure that all individuals who work within the Board receive 
information regarding the Borough President's complaint investigation procedures. 

4. Community Boards must direct employees to utilize the Borough President's Equal 
Employment Opportunity (EEO) Office to file an internal complaint. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, 
the entity did not submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, 
the EEPC issued a Final Determination on January 3, 2019, which indicated that the 
following areas required corrective action: no(s). 1, 2, 3, and 4; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final 
Determination, the EEPC assigned a monitoring period from January 3, 2019 to February 
28, 2019, to determine whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was 
required to respond in 30 days, and make monthly reports thereafter for a period not to 
exceed six months, on the progress of its efforts to correct outstanding areas of non­
compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on February 28, 
2019, the entity issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Bronx 
Community Board No. 1 was monitored until February 28, 2019; Now Therefore, 

Be It Resolved, that the Bronx Community Board No. 1 has satisfied the equal 
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employment standards set by the EEPC pursuant to its authority under New York City Charter 
Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of 
this Determination of Compliance to Chairperson George L. Rodriguez of the Bronx 
Community Board No. 1. 

Approved unanimously on March 14, 2019. 
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Angela tabrera 
Commissioner 

Arva R. Rice 
Commissioner 

EEPC Compliance Status ResolutJon: Bronx Community Board No. 1 

Malini Cadambi 

3~m~ 
Elaine S. Reiss, Esq. 

Commissioner 
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Equal Emplovment 
Practices Commission 

RESOLUTION NO. 
2018AP/227-384-{2019)C1 

Bronx Community Board No. 4 
Chairperson Kathleen Saunders 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

Corrective Action(s) 
Period Audit Covered 

SYNOPSIS 
Total: 6 
July 2, 2017 to June 30, 2018 

Preliminary Determination December 7, 2018 Response Received 
Issued 

Final Determination 
Issued 

Compliance-Monitoring 

January 7, 2019 

Not Required 

Exempt from 
Responding 

December 
21,2018 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of 
the New York City Charter (Charter), the Equal Employment Practices Commission 
(EEPC) is authorized to audit, review, evaluate, and monitor the employment 
practices and procedures of city agencies and other municipal entities (hereinafter 
"entities") and their efforts to ensure fair and effective equal employment opportunity 
(EEO) for minority group members and women who are employed or seek 
employment, and to recommend practices, procedures, approaches, measures, 
standards, and programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and 
(5), the EEPC has adopted Uniform Standards for Auditing Municipal Entities and 
Minimum Equal Employment Opportunity Standards for Community Boards to review, 
evaluate, and monitor entities' practices, procedures, approaches, measures, 

· standards, and programs for compliance with federal, state, and local laws and 
regulations, and policies and procedures to increase equal opportunity for women, 
minorities, and other employees and job applicants identified for protection from 
discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC 
may make a determination pursuant to Charter Section 831(d) whether any plan, 
program, procedure, approach, measure, or standard adopted or utilized by any 
municipal entity does not provide equal employment opportunity, and the EEPC's 
determinations of compliance or non-compliance and prescribed corrective action 
are required by, or consistent with federal, state, and local laws and regulations, and 
policies and procedures to increase equality of opportunity for women, minorities, 
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and other employees and job applicants identified for protection from discrimination; 
and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Bronx 
Community Board No. 4 's Sexual Harassment Prevention and Response Practices; 
and 

Whereas, pursuant to the audit, review, and evaluation of the Bronx 
Community Board No. 4's Sexual Harassment Prevention and Response Practices, 
the EEPC issued a Preliminary Determination, dated December 7, 2018, setting forth 
findings and the following corrective actions required to remedy areas of non­
compliance: 

1. Community Boards must distribute/ post an annual Policy statement or 
memorandum by the Chairperson reiterating commitment to the prevention of 
sexual harassment. 

2. Community Boards must follow, distribute, and post the Borough President's 
policy(ies) against sexual harassment. 

3. Community Boards must ensure that all individuals who work within the Board 
receive training and/ or a guide on the prevention of sexual harassment and their 
related rights and responsibilities. 

4. Community Boards must ensure that all individuals who work within the Board 
receive information regarding the Borough President's complaint investigation 
procedures. 

5. Community Boards must direct employees to utilize the Borough President's 
Equal Employment Opportunity (EEO) Office to file an internal complaint. 

6. Community Boards Chairpersons, or their designees, must consult and cooperate 
with the Borough President's principal EEO Professional on the prevention, 
investigation, and resolution of sexual harassment complaints. 

Whereas, within a two-week deadline following the EEPC's Preliminary 
Determination, the entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after 
consideration, the EEPC issued a Final Determination on January 7, 2019, which 
indicated that no areas required corrective action; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final 
Determination, the EEPC assigned a monitoring period from January 2019 to 
February 2019, to determine whether the entity eliminated areas of non-compliance, 
if any; and 
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Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity 
was required to respond in 30 days, and make monthly reports thereafter for a 
period not to exceed six months, on the progress of its efforts to correct outstanding 
areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on January 
7, 2019, the entity was exempt from issuing a response to the EEPC's Final 
Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Bronx 
Community Board No. 4 was exempt from monitoring on January 7, 2019; Now 
Therefore, 

Be It Resolved, that the Bronx Community Board No. 4 's has satisfied the 
equal employment standards set by the EEPC pursuant to its authority under New 
York City Charter Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the 
issuance of this Determination of Compliance to Chairperson Kathleen Saunders of 
the Bronx Community Board No. 4. 

Approved unanimously on February 7, 2019. 

==-- Arva R. Rice 
Commissioner 
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IWC 
Equal Employment 
Practices Commission 

RESOLUTION NO. 
2018AP /228-387 -{2019)C3 

Bronx Community Board No. 7 
Chairperson Jean Hill 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

Corrective Action(s) 

Period Audit Covered 

Preliminary,Determination Issued 

Final Determination Issued 

Compliance-Monitoring 

SYNOPSIS 

Total: 2 

July 1, 2017 to June 30, 2018 

December 7, 2018 Response Received December 13, 2018 

January 3, 2019 

Required 

Response Received February 25, 2019 

January 3, 2019 to February 28, 2019 

without extension 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New 
York City Charter (Charter), the Equal Employment Practices Commission (EEPC) is 
authorized to audit, review, evaluate, and monitor the employment procedures, practices 
and programs of city agencies and other municipal entities (hereinafter "entities") and th~ir 
efforts to ensure fair and effective equal employment opportunity (EEO) for minority group 
members and women who are employed or seek employment, and to recommend practices, 
procedures, approaches, measures, standards, and programs to be utilized by such entities 
in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5), 
the EEPC has adopted uniform standards for auditing agencies and municipal entities, and 
minimum standards for auditing community boards, to review, evaluate, and monitor 
entities' practices, procedures, approaches, measures, standards, and programs for 
compliance with federal, state, and local laws and regulations, and policies and procedures 
to increase equal opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the EEPC may 
make a determination pursuant to Charter Section 831(d) whether any plan, program, 
procedure, approach, measure, or standard adopted or utilized by any municipal entity does 
not provide equal employment opportunity, and the EEPC's determinations of compliance or 
non-compliance and prescribed corrective action are required by, or consistent with federal, 
state, and local laws and regulations, and policies and procedures to increase equality of 
opportunity for women, minorities, and other employees and job applicants identified for 
protection from discrimination; and 
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Whereas, the EEPC conducted an audit, review, and evaluation of the Bronx 
Community Board No. 7's Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Bronx Community 
Board No. 7's Sexual Harassment Prevention and Response Practices, the EEPC issued a 
Preliminary Determination, dated December 7, 2018, setting forth findings and the following 
corrective actions required to remedy areas of non-compliance: 

1. Community Boards must distribute/post an annual Policy statement or memorandum by 
the Chairperson reiterating commitment to the prevention of sexual harassment. 

2. Community Boards must follow, distribute, and post the Bronx Borough President's 
policy(ies) against sexual harassment. 

3. Community Boards must ensure that all individuals who work within the Board receive 
training and/or a guide on the prevention of sexual harassment and their related rights 
and responsibilities. 

4. Community Boards must ensure that all individuals who work within the Board receive 
information regarding the Borough President's complaint investigation procedures. 

5. Community Boards must direct employees to utilize the Borough President's Equal 
Employment Opportunity (EEO) Office to file an internal compla int. 

6. Community Board Chairpersons, or their designees, must consult and cooperate with the 
Borough President's principal EEO Professional on the prevention, investigation, and 
resolution of sexual harassment complaints. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, 
the entity submitted a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, 
the EEPC issued a Final Determination on January 3, 2019, which indicated that the 
following areas required corrective action: no(s). 1 and 5; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final 
Determination, the EEPC assigned a monitoring period from January 3, 2019 to February 
28, 2019, to determine whether the entity eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was 
required to respond in 30 days, and make monthly reports thereafter for a period not to 
exceed six months, on the progress of its efforts to correct outstanding areas of non­
compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on February 25, 
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2019, the entity issued a response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Bronx 
Community Board No. 7 was monitored until February 25, 2019; Now Therefore, 

Be It Resolved, that the Bronx Community Board No. 7 has satisfied the equal 
employment standards set by the EEPC pursuant to its authority under New York City Charter 
Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of 
this Determination of Compliance to Chairperson Jean Hill of the Bronx Community Board 
No. 7. 

Approved unanimously on March 14, 2019. 
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·~bl'efa 
Commissioner 

Arva R. Rice 
Commissioner 

EEPC Compliance Status Resolution: Bronx Commumty Board No. 7 

fi::ner 
Elaine S. Reiss, Esq. 

Commissioner 
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N¥C 
Equal Employment 
Practices Commission 

Corrective Action(s) 

Period Audit Covered 

Preliminary Determination l~ued 

Final Determination Issued 

Compliance-Monitoring 

RESOLUTION NO. 
2018AP/228-392-(2019}C2 

Bronx Community Board No. 12 
Chairperson William Hall 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: COMPLIANCE 

SYNOPSIS 

Total: 4 

July 1, 2017 to June 30, 2018 

December 7, 2018 No Response Received 

January 3, 2019 Response Received February 14, 2019 

Required January 3, 2019 to February 28, 2019 

without extension 

Whereas, pursuant to Chapter 36, Sections 830(a) and 831(d)(2) and (5) of the New York City Charter 
(Charter), the Equal Employment Practices Commission (EEPC) is authorized to audit, review, evaluate, and monitor 
the employment procedures, practices and programs ·of city agencies and other municipal entities (hereinafter 
"entities") and their efforts to ensure fair and effective equal employment opportunity (EEO) for minority group 
members and women who are employed or seek employment, and to recommend practices, procedures, 
approaches, measures, standards, and programs to be utilized by such entities in these efforts; and 

Whereas, pursuant to Charter Chapter 36, Sections 830(a) and 831(d)(2) and (5}, the EEPC has adopted 
uniform standards for auditing agencies and municipal entities, and minimum standards for auditing community 
boards, to review, evaluate, and monitor entities' practices, procedures, approaches, measures, standards, and 
programs for compliance with federal, state, and local laws and regulations, and policies and procedures to increase 
equal opportunity for women, minorities, and other employees and job applicants identified for protection from 
discrimination; and 

Whereas, in accordance with Charter Chapter- 36, Section 832(c), the EEPC may make a determination 
pursuant to Charter Section 831(d) whether any plan, program, procedure, approach, measure, or standard adopted 
or utilized by any municipal entity does not provide equal employment opportunity, and the EEPC's determinations of 
compliance or non-compliance and prescribed corrective action are required by, or consistent with federal, state, 
and local laws and regulations, and policies and procedures to increase equality of opportunity for women, 
minorities, and other employees and job applicants identified for protection from discrimination; and 

Whereas, the EEPC conducted an audit, review, and evaluation of the Bronx Community Board No. 12's 
Sexual Harassment Prevention and Response Practices; and 

Whereas, pursuant to the audit, review, and evaluation of the Bronx Community Board No. 12's Sexual 
Harassment Prevention and Response Practices, the EEPC issued a Preliminary Determination, dated December 7, 
2018, setting forth findings and the following corrective actions required to remedy areas of non-compliance: 

1. Community Boards must distribute/ post an annual policy statement or memorandum by the 
Chairperson reiterating commitment to the prevention of sexual harassment. 

2. Community Boards must follow, distribute, and post the Borough President's policy(ies) against 
sexual harassment. 
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3. Community Boards must ensure that all individuals who work within the Board receive information 
regarding the Borough President's complaint investigation procedures. 

4 . Community Boards must direct employees to utilize the Borough President's Equal Employment 
Opportunity (EEO) Office to file an internal complaint. 

Whereas, within a two-week deadline following the EEPC's Preliminary Determination, the entity did not 
submit a preliminary response; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), after consideration, the EEPC issued a 
Final Determination on January 3, 2019, which indicated that the following areas required corrective action: no(s). 1, 
2, 3, and 4; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, the EEPC 
assigned a monitoring period from January 3, 2019 to February 28, 2019, to determine whether the entity 
eliminated areas of non-compliance, if any; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c) the entity was required to respond in 30 
days, and make monthly reports thereafter for a period not to exceed six months, on the progress of its efforts to 
correct outstanding areas of non-compliance; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), on February 14, 2019, the entity issued a 
response to the EEPC's Final Determination; and 

Whereas, in accordance with Charter Chapter 36, Section 832(c), the Bronx Community Board No. 12 was 
monitored until February 14, 2019; Now Therefore, 

Be It Resolved, that the Bronx Community Board No. 12 has satisfied the equal employment standards set 
by the EEPC pursuant. to its authority under New York City Charter Chapters 35 and 36; and 

Be It Resolved, that the EEPC's Board of Commissioners approves the issuance of this Determination of 
Compliance to Chairperson William Hall of the Bronx Community Board No. 12. 

Approved unanimously on March 14, 2019. 
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7 gefa Cabreri 
Commissioner 

Arva R. Rice 
Commissioner 
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