
EQUAL EMPLOYMENT PRACTICES COMMISSION 
  CITY OF NEW YORK 
 
 
RESOLUTION # 2015/806:  Final Determination pursuant to the Audit and Analysis of the 
Department of Housing Preservation & Development’s Employment Practices and 
Procedures from January 1, 2012 through December 31, 2014.  
 

Whereas, pursuant to Chapter 36, Section 831(d)(2) and (5) of the New York City 
Charter, the Equal Employment Practices Commission is authorized to audit and evaluate 
the employment practices, programs, policies, and procedures of city agencies and their 
efforts to ensure fair and effective equal employment opportunity for minority group 
members and women, and to make recommendations to city agencies to insure equal 
employment opportunity for minority group members and women; and 
 

Whereas, pursuant to Chapter 36, Section 831(d)(2), this Commission has adopted 
Uniform Standards for EEPC Audits and Minimum Equal Employment Opportunity Standards 
for Community Boards to assess agencies’ EEO programs and policies for compliance with 
federal, state and local laws, regulations, policies and procedures which are designed to 
increase equality of opportunity for women, minorities, and other employees and job 
applicants identified for protection from discrimination in employment within municipal 
government; and 

 
Whereas, pursuant to its audit and analysis of the Department of Housing 

Preservation & Development’s Employment Practices and Procedures, the Equal 
Employment Practices Commission (EEPC) issued a Preliminary Determination letter, dated 
August 31, 2015, setting forth findings and the following required corrective actions: 

 
1. Ensure that the principal EEO Professional, HR Professional and General Counsel, review 

the annual number of EEO complaints to determine what, if any, corrective actions are 
required to correct deficiencies. 

 
2. Assess the manner in which candidates are selected for employment, to determine 

whether there is any adverse impact upon any 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. 

 
3. 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. 
















