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

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

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

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

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

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

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

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

I.  Commitment and Accountability Statement by the Agency Head
Distributed to all agency employees?
☒ Yes, on: 07/10/2025
☐ No
☒ By e-mail	
☐ Posted on agency intranet and/or website
☒ Other: Emailed link to the agency EEO policy handbook, also reminded employees to complete       mandatory EEO trainings. 

II. [bookmark: _Hlk530066932] Recognition and Accomplishments
The agency recognized employees, supervisors, managers, and units demonstrating superior accomplishment in fostering principles of equal employment opportunity and inclusivity for all through the following:
☐ Employee Accomplishment Awards
☒ Employee Appreciation Events
☐ Public Notices
☒ Positive Comments in Performance Appraisals
☒ Other (please specify): NYCERS will continue to recognize employees and agency units demonstrating superior accomplishment in diversity and equal employment opportunity in FY 2026. Diversity is also one of NYCERS Values: We embrace diversity and recognize that our differences strengthen us. 


		Please describe Awards and/or Appreciation Events below:  NYCERS holds Quarterly Town Halls that inform employees of the agency strategic Vision, Goals & Initiatives. New Colleagues are recognized.  Employees can express their opinions, participate in virtual discussion groups and share what they would like to see in the future and changes that impact their work.  (September 10 & September 18, 2025)

NYCERS holds Annual value awards ceremony in June where employees nominate fellow colleagues  for demonstrating NYCERS Values.

The Executive Director provides Agency Head messages to all employees & consultants acknowledging and supporting heritage or affinity months and reaffirming her commitment to providing a safe and Inclusive workplace for all colleagues.
III.  Workforce Review and Analysis

Agency Headcount as of the last day of the quarter was:
Q1 (09/30/2025): 561  Q2 (12/30/2026): 5152E2 
Q3 (03/30/2026): Enter number  Q4 (6/30/2026): Enter number

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



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

	Q1 Review Date: 10/10/2025
	Q2 Review Date: when available
	Q3 Review date: (MM/DD/YY)
	Q4 Review date: (MM/DD/YY)

	Review conducted with:
☒ Agency Head
☒ Human Resources
☒ General Counsel
☒ Other: EEO OFFICERS
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☒ N/A - Not Conducted, when available it will be reviewed
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted
	Review conducted with:
☐ Agency Head
☐ Human Resources
☐ General Counsel
☐ Other: Enter text here
☐ N/A - Not Conducted


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

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

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

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


In 2024 NYCERS initiated a salary analysis for the agency’s core business units, which resulted in the identification of a handful of pay disparities. These parity issues which were immediately addressed by appropriate pay increases where indicated. This exercise was also useful in identifying opportunities for staff advancement and those promotional considerations are underway. 
Phase two of this analysis, which consists of a refreshed look at salaries for the core business units following updates after the collective bargaining increases effective 5/26/25, will commence in Fall 2025. NYCERS has complied fully with the most recent collective bargaining agreements and MPO’s regarding managerial pay increases. 
Following Phase 2 exercise, this the same analysis will be done for subsequent units on a division-by-division basis. 
We will also analyze salaries of the lowest paid employees at NYCERS. This analysis may result in recommendations for parity adjustments to these salaries. Additionally, the Executive Director and Director of Human Resources will be looking at Associate Director, Deputy Director, and Director Salaries over the current fiscal year. 
Workforce Goal/Initiative #1 Update:
Q1 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed
Q2 Update: 	☐ Not started	 ☒ Ongoing 		☐ Delayed 		☐ Completed	
Q3 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed 		☐ Completed
Q4 Update: 	☐ Not started	 ☐ Ongoing 		☐ Delayed	 	☐ Completed

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

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

NYCERS continues to seek recruitment sources to attract well- qualified candidates from diverse backgrounds. NYCERS has utilized an established LinkedIn account that has allowed us to post IT positions as well as high level executive positions. LinkedIn is one of the premier job search websites and having postings for IT and executive positions will greatly help increase our applicant pool. NYCERS advertises “IT” positions in El Diario to increase the diversity of the applicant pool as well as job boards with an affinity group for woman in IT.

Human Resources professionals and managers who are involved in recruiting and hiring are provided training in structured interviewing and trained to consider EEO laws/ policies to identify and select the most capable candidate.

NYCERS reviews statistical information such as the CEEDS reports, agency wide programs and policies, workforce and separations by race/ ethnicity and gender to identify if there are trends or barriers to EEO. The quarterly workforce dashboard is also reviewed to identifying specific job groups where underutilization exists to guide recruitment efforts. 

NYCERS has instituted coaching and cross-training programs to ensure staff has the opportunity to develop professionally and remain challenged. Our goal is to create an environment where everyone—no matter their background—can succeed.  NYCERS continues to identify best practices to retain and promote employees.

NYCERS recognizes that a diverse, equitable, and inclusive workplace is crucial to our success. When we bring all values and perspectives to the table and give everyone a voice, we foster an inclusive environment for our employees, which empowers us to be more innovative for our customers. 

Supervisors are trained and provided tools to hold professional development conversations with employees as part of NYCERS annual performance evaluation process. Professional Development Conversations are included in the annual performance evaluation process.  The most commonly requested skill was time management.  The supervisor academy is offered annually.

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


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

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



NYCERS offers the Leadership Academy to build effective supervisory and leadership skills.  
The purpose of the NYCERS Leadership Academy is to develop leaders that have the knowledge and skills to:
 
 Lead teams to excellence
 Create a culture of continuous improvement
 Create an environment of respect
 Communicate & collaborate effectively with employees of all levels and our clients and business partners
 Demonstrate integrity by being open to the opinions of others and acknowledging mistakes and making adjustments based on lessons learned 

Coaching Resources are available to all employees upon request. Coaching at NYCERS offers personalized coaching services to any employee who desires professional development support. It aims to enhance employee growth, engagement, and performance through structured, goal-oriented coaching over a 3-month period. Participation is voluntary and requires a commitment from both the employee and their supervisor to foster accountability and success.  The coach serves as a confidential and objective sounding board; creating an environment that supports self-reflection and awareness, action planning and goal setting and leads to greater effectiveness and success.  


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


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

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


NYCERS EEO officers, Human Resources, Executive Director and Legal meet quarterly to discuss the CEEDS report and discuss a plan of action aimed at recruitment efforts, employee retention, EEO complaints and underutilization efforts. 

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

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

In addition to posting and emailing employment opportunities, NYCERS has a Career Counselor who is available to assist employees with their career goals.  

NYCERS encourages employees to take promotional civil service examinations. Outreach includes emailed internal & external job announcements along with the exam schedules and postings on the agency intranet.

To increase employee awareness to opportunities the communications Division will post job tips and agency news  on our internal TV monitors, which are located in each location on every floor and have rolling messages for employees.

 NYCERS utilizes the quarterly workforce dashboard to identifying specific job groups where underutilization exist.  While enhancing internal and external applicant pools to address underutilization, the data is compared to determine if our efforts are successful in achieving a diverse hiring pool. 


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

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

NYCERS offers growth opportunities to boost employee engagement & retention.  Managers are tasked with identifying and nurturing potential leaders.  In 2024, NYCERS implemented Professional Development Plans for all employees. Employees on an annual performance evaluation cycle will submit their development plan (the list of learning activities they are expecting to take to achieve the goals that they and their supervisor aligned on during their development conversation) via Cornerstone. Briefings are scheduled to learn how to create and submit the development plan and how to access the resources needed.

Another Strategic Initiative implemented at NYCERS was to evaluate Succession Planning Practices across the agency.  This was to allow for successful knowledge transfer and forecasting staffing models.


EEO officers meet with the Executive Director, Human Resources & Legal quarterly to discuss the CEEDS report & other statistical data to analyze and formulate plans to enhance recruitment efforts.	

· EEO Compliance – Managers are tasked with ensuring staff is performing appropriate tasks within their titles and maintains a work environment free of discrimination and harassment  by reinforcing policies in staff meetings, memos and personal actions.
· NYCERS includes the following EEO information in all supervisor tasks and standards, which are completed or updated when a new supervisor starts at NYCERS. 
· EEO Compliance--Ensures staff is performing appropriate tasks within their titles. Ensures staff is effectively and efficiently utilized in their current positions. 
· Onboarding includes EEO training for new employees in addition to EEO training provided by DCAS.

NYCERS continues to support the Quality of Work Life Committee (QWL), which is comprised of NYCERS employees at all levels and includes both labor and management. The QWL Committee hosts events that promote employee recognition and engagement. The QWL Committee will host our annual employee recognition awards in October 2025, which recognizes employees for their significant length of employment and commitment to contributions within City government and to benefit NYCERS membership. 



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


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

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

To create an environment that supports effective two-way conversations NYCERS Learning & Development Division oversee values focus groups which allows employees a safe environment to share a suggestion to improve how colleagues are involved in changes that impact their work.



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

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

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

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


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

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

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


5. Other Workplace Activities:
Please describe any other EEO-related activities designed to improve/enhance the workplace (e.g., postings, meetings, programs accessible to all and that support equitable engagement across cultural identities newsletters/articles, etc.) and describe them, including the dates when the activities occurred. What are your metrics or indicators for evaluating the success of these activities?

NYCERS promotes employee involvement by supporting Employee Resource Groups (ERGs).
1.  QWL (Quality of Work Life)
2.  Diversity, Equity, Inclusion and Belonging Committee
3.  Training & Development Team (Focus Groups, Coaching,)
4.  Agency Town Halls
5.  Caffeine & Carbs employee engagement events
NYCERS has an active Diversity Committee/Council which meets quarterly.
   NYCERS sponsors focus groups, Town Halls and learning events on race, equity, and inclusion
Agency will continue to fulfill its obligation to inform employees of their rights and protections under the New York City EEO Policy





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


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

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

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


NYCERS provides client service satisfaction surveys on an ongoing basis. Callers are given the opportunity to provide their feedback, and members, retirees or beneficiaries who come on site also complete a survey. Additionally, Pension Outreach Programs also surveys participants after each program. This allows NYCERS to improve services, give members, retirees and other stakeholders (beneficiaries, employers, unions and benefit coordinators) a voice, transparency and highlight employees who provided services.
	 

 NYCERS continues to seek and increase the utilization of minority and woman owned business enterprises (MWBEs). 

NYCERS has partnered with Gartner to developed a customer experience strategic plan (Voice of the customer feedback) to better understand client preferences and translate those needs across the organization to increase client satisfaction and improve operational processes based on client feedback in order to ensure that clients experience NYCERS as a world-class financial services organization. The plan measures customer satisfaction, quality experience & employee engagement.


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

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

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

In addition to the above, NYCERS recently obtained a CRC Zoom License to use Language line.  This technology provides a live interpreter and or sign language interpreter within seconds for all video conferencing activities.  This feature was included in NYCERS 5 year accessibility Plan.

NYCERS will continue to seek and utilize minority and woman owned business enterprises (MWBEs).

NYCERS continues to focus on enhancing internal and external applicant pools.



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

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

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

                                         NYCERS will continue or plan to promote diversity and EEO community outreach in providing government services.  Promote participation with minority and women owned business enterprises (MWBEs) & Expand language services for the public


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


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

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

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


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

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

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

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

NYCERS makes use of the NYCAPS eHire Applicant feature to help comply with Local Law 14. This allows applicants to self-report their ethnicity, gender, and disability status and we are able to use that self-reported data to look at the diversity of our agency in terms of new hires, promotions, and separations to ensure we are recruiting and retaining a diverse workforce.

The agency maintains and uses its own Applicant Interview Log for all recruitments. This form allows the agency to collect and maintain ethnicity, gender and disability information for all candidates who are interviewed for a position at NYCERS. NYCERS also makes use of the NYCAPS eHire Applicant feature to help comply with Local Law 14.

Human Resources professionals and managers who are involved in recruiting and hiring were provided training in structured interviewing and trained to consider EEO laws/ policies to identify and select the most capable candidate.

EEO officers & Human Resources utilize the quarterly workforce dashboard to identifying specific job groups where underutilization exists to guide recruitment efforts.

NYCERS encourages employees to take promotional civil service examinations by sending emails with schedule of exams and posting schedules and exam announcements on the agency intranet. 

Employee retention is important to NYCERS. Coaching and cross-training programs are provided to ensure that staff has the opportunity to develop professionally and remain challenged. NYCERS continues to implement best practices to retain employees.


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

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

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

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



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

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

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


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

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

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

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

B. Recruitment Efforts for Civil Service Exams
Pursuant to Local Law 28 (of 2023), list all recruitment events that were held by the agency to promote open-competitive civil service examinations.
	Quarter #
	Event Date
	Event Name
	Borough

	1
	none
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]
	
	
	
	[Select Borough]





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

	Bronx
	0
	
	
	

	Brooklyn
	0
	
	
	

	Manhattan
	0
	
	
	

	Queens
	0
	
	
	

	Staten Island
	0
	
	
	



C. Recruitment Sources
List recruitment sources used to fill vacancies in the current Quarter (include Q#)
1. LinkedIn
2. El Dario
3. Job Boards with an affinity for Woman in IT
4. Empire Vets Job Site
5. Indeed


D. Internships/Fellowships

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

1.  Urban Fellows: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
2.  Public Service Corps: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
3. Summer College Interns: Q1 Total: (7)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
4. Summer Graduate Interns: Q1 Total: (#)  Q2 Total: (#)  Q3 Total: (#)  Q4 Total:  (#)
5. Other (temps): Q1 Total: (#)  Q2 Total: 10  Q3 Total: (#)  Q4 Total:  (#)

Additional comments: 
Click or tap here to enter text.
[bookmark: _GoBack]


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

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

Currently, the agency employs the following number of 55-a participants:
Q1 (09/30/2025): 0     Q2 (12/30/2026):  0 
Q3 (03/30/2026): (#)   Q4 (06/30/2026):  (#)

During the 1st Quarter, a total of 0 new applications for the program were received.
During the 1st Quarter (#) participants left the program due to [State reason].

During the 2nd Quarter, a total of 0 new applications for the program were received.
During the 2nd Quarter (#) participants left the program due to [State reason].

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

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

The 55-a Coordinator has achieved the following goals:

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

	in training sessions:
	☐ Yes   
	☐ No

	on the agency website:
	☐ Yes   
	☐ No

	in agency newsletter:
	☐ Yes   
	☐ No

	Other:



Other Goals (if applicable):


VI. Hiring and Promotion

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

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

	
	# of Vacancies
	# of New Hires
	# of New Promotions

	Q1
	10
	24
	12

	Q2
	(#)
	(#)
	(#)

	Q3
	(#)
	(#)
	(#)

	Q4
	(#)	
	(#)
	(#)




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

Kever Renaud Dundas is NYCERS’ Career Counselor. Kever provides tips and career information to staff on an agency created program called Career Corner which is located on the Agency’s intranet. Employees are notified annually of the services that the Career Counselor provides. The Career Counselor ensures Agency-wide notification of promotional and transfer opportunities and provides resources and support for job searches, resume preparation, and interviewing techniques.  We also promote the services of the Career Counselor on our internal TV monitors that exist on every floor.

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


NYCERS is committed to reviewing the methods by which candidates are selected for appointment, promotion, or to fill vacancies (new hires), especially for mid- and high-level discretionary positions.

Human Resources continues to regularly review the hiring and selection process to determine if improvements can be made. Additional analysis include reviewing and analyzing the demographics race\ethnicity and gender for those who received the promotion\salary raises to ensure such practices are equitable.

Human Resources will continue to actively reach out to networks of underrepresented groups as part of its outreach.
 

3.Describe your agency’s procedures for selection, especially for mid- and high-level discretionary positions. vacancy posting protocols, training of hiring managers, procedures for interviewing applicants, the use of the NYCAPS Applicant Interview 

            Please see above

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

The agency will use the DCAS Layoff Procedure as guidance, should there be any layoffs, terminations, and demotions due to legitimate business/operational reasons in FY 2026.
The agency will analyze the impact of layoffs or terminations on racial, ethnic, gender, age groups, and people with disabilities.
Where layoffs or terminations would have a disproportionate impact on any protected category groups, the agency will document that the targeted titles or programs were selected based on objective criteria and justified by business necessity.
The Agency Personnel Officer, EEO Officer and General Counsel will be involved in making layoff or termination decisions. It should be noted that layoffs must be conducted by seniority in compliance with civil service law (for competitive titles) and union contract (for non-competitive and labor class titles).

5.    Other:
















VII.  Training

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

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

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

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

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

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

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

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

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

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

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

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

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



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

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

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

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

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


	

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

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

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

	Start or Termination Date: 


	For New EEO Professionals:

	Name & Title
	1. 
	2. 
	3. 

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

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

	

	Name & Title
	4. 
	5. 
	6. 

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

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


Personnel Changes:		 ☐  Yes ☒  No

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

	Name & EEO Role
	1. Craig Thornton
	2.	 Melinda Brundidge-Watson
	3.	 Rhapsody Carrington

	Completed EEO Trainings:

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

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

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

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

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

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

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

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

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

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

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

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



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

	Name & EEO Role:
	4. Ahmad Zeb
	5.
	6.

	Completed EEO Trainings:

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

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

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

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

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

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

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

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

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

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

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

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



EEO Personnel Contact Information (Please list all current EEO professionals)
Please provide the full mailing address of the principal Agency EEO Office:
MAILING ADDRESS: (Enter Address)
EEO and D&I Staffing as of (#) Quarter FY 2026
The City EEO Policy requires there be only one leader of the EEO Office serving in the “EEO Officer” capacity and that there be only one Deputy EEO Officer.

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

	EEO Officer (may have a separate active c.s. title (e.g., AC, DC, Exec Agency Counsel, etc.)
	Craig Thornton
	Admin Staff Analyst
	cthornton@nycers.org
	347 643-3430

	Deputy EEO Officer 
	Melinda Brundidge-Watson
	Comp Sys Mgr.
	mbwatson@nycers.org
	347 643-3422

	Diversity & Inclusion Officer (or a similar business title)
	Rodney Greaves
	Deputy Director
	rgreaves@nycers.org
	347 643-3927

	Executive Order 59 Chief Diversity Officer/Chief MWBE Officer 
	Badar Malik
	Deputy Director
	bmalik@nycers.org
	347 643-3518

	ADA Coordinator
	Karell Hall
	PAA, L3
	khall@nycers.org
	347 643-3618

	Disability Rights Coordinator
	Craig Thornton
	Admin staff analyst
	cthornton@nycers.org
	347 643-3430

	Disability Services Facilitator
	Stephanie Ulan
	Agency Attorney
	sulan@nycers.org
	347 643-3609

	55-a Coordinator
	Karell Hall
	PAA, L3
	khall@nycers.org
	347 643-3618

	EEO Counselor
	
	
	
	

	EEO Investigator
	
	
	
	

	EEO Investigator 
	Ahmad Zeb
	Deputy Chief CISO
	azeb@nycers.org
	347 643-3912

	Investigator/Trainer
	
	
	
	

	EEO Training Liaison
	Lynne Perry
	Deputy Director
	lperry@nycers.org
	347 643-3126

	Other (Career Counselor)
	Kever Renaud-Dundas
	Admin Manager
	krenaud@nycers.org
	347 643-3330


	Other (specify)
	
	
	
	


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