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RESOLUTION NO. 
2020AP/242-858-(2020) 

Department of Information Technology and Telecommunications  
Commissioner Jessica S. Tisch 

Sexual Harassment Prevention and Response Practices 
DETERMINATION: FINAL  

 
S Y N O P S I S 

 
Corrective Action(s): Total: 9   

Period Audit Covered: January 1, 2018 to December 31, 2019 

Preliminary Determination Issued: August 11, 2020 Response Received August 25, 2020 
Final Determination Issued: September 9, 2020 Response Due October 9, 2020 

Compliance-Monitoring: Required October 1, 2020 to March 31, 2021 
 

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 

Information Technology and Telecommunications’ Sexual Harassment Prevention and Response 
Practices; and 

 
Whereas, pursuant to the audit, review, and evaluation of the Department of Information 

Technology and Telecommunications’ Sexual Harassment Prevention and Response Practices, the 
EEPC issued a Preliminary Determination, dated August 11, 2020, 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 
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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. 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. 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. 

 
4. 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. 
 

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, 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. 
 

6. 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. 
 

7. 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. 
 

8. 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. 
 

9. 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. 
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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 9, 2020, which indicated that the following areas 
required corrective action: no(s). 1, 2, 3, 4, 5, 7, 8 and 9; and 
 

Whereas, in accordance with Charter Chapter 36, Section 832(c), in the Final Determination, 
the EEPC assigned a monitoring period from October 1, 2020 to March 31, 2021, 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 September 9, 2020, 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 Jessica S. Tisch to assign compliance-monitoring. 
 
Approved unanimously on September 24, 2020. 
 
 
                          /s/Sasha Neha Ahuja                                                     /s/Angela Cabrera 

Sasha Neha Ahuja 
Chair 

 Angela Cabrera  
Commissioner 

   
/s/Arva R. Rice  /s/Elaine S. Reiss 

Arva R. Rice  
Commissioner 

 Elaine S. Reiss, Esq.  
Commissioner 

   
 
On behalf all Commissioners in attendance, 
 
 
 

Charise L Terry 
Executive Director   

  

 

 
































