EQUAL EMPLOYMENT PRACTICES COMMISSION
CITY OF NEW YORK

RESOLUTION # 2015/998: Final Determination pursuant to the Audit: Review, Evaluation
and Monitoring of the Economic Development Corporation’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 of the Economic Development Corporation’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. Identify whether there are barriers to equal opportunity within the agency and determine
what, if any, corrective actions are required to correct deficiencies.

2. 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. Use and maintain an applicant/candidate log or tracking system which, in addition to the
above, includes the applicants’/candidates’ disability or veteran status, and
interviewers’ names. Ensure that the process avoids the appearance of bias by
delegating the responsibility for recording and maintaining this information to an
individual other than the hiring manager.

4. Designate a professional (may be referred to as the Career Counselor) with appropriate
training, knowledge and familiarity with career opportunities in City government to
provide career counseling to employees upon request. Remind employees of the
identity/type of guidance available from the Career Counselor at least once each year.

5. Maintain appropriate documentation of meetings and other communications between
the agency head (or a direct report other than the General Counsel) and the principal



EEO Professional regarding decisions that impact the administration and operation of
the EEO program.

6. Ensure that the managerial performance evaluation form contains a rating for EEQO
(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, the agency submitted its response to the EEPC's Preliminary Determination
letter, on September 11, 2015; and

Whereas, in accordance with Chapter 36, Section 832(c) of the New York City
Charter, the EEPC considered the agency's response and issued a Final Determination on
September 15, 2015, and indicated that corrective actions Nos. 1, 2, 3, 4, 5, and 6 require

compliance monitoring; and

Whereas, in accordance with Chapter 36, Section 832 (c) of the City Charter, the
EEPC is required to monitor the agency for a period not to exceed six months, from October
2015 through March 2016, to determine whether it implemented remaining required

corrective actions; and

Whereas, in accordance with Chapter 36, Section 832 (c) of the City Charter, the
agency is required to respond in 30 days and make monthly reports thereafter to the
Commission on the progress of implementation of such corrective actions: and

Whereas, all of the EEPC’s corrective actions are required by, or are consistent 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; Now Therefore,

Be It Resolved,
that the Commission adopts this Final Determination regarding the Economic Development

Corporation.
Approved unanimously on September 21, 2015.
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EQUAL EMPLOYMENT PRACTICES COMMISSION
CITY OF NEW YORK

RESOLUTION #2016/ 998C- 001: Determination of Compliance (Monitoring Period Required) by
the Economic Development Corporation with the Equal Employment Practices Commission's
required corrective actions pursuant to the Review, Evaluation and Monitoring of the 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 ensure 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 Economic Development Corporation (EDC)
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. Identify whether there are barriers to equal opportunity within the agency and determine what, if
any, corrective actions are required to correct deficiencies.

2. 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. Use and maintain an applicant/candidate log or tracking system which, in addition to the above,
includes the applicants'/candidates’ disability or veteran status, and interviewers’ names.
Ensure that the process avoids the appearance of bias by delegating the responsibility for
recording and maintaining this information to an individual other than the hiring manager.

4. Designate a professional (may be referred to as the Career Counselor) with appropriate training,
knowledge and familiarity with career opportunities in City government to provide career
counseling to employees upon request. Remind employees of the identity/type of guidance
available from the Career Counselor at least once each year.

5. Maintain appropriate documentation of meetings and other communications between the
agency head (or a direct report other than the General Counsel) and the principal EEOQ
Professional regarding decisions that impact the administration and operation of the EEO

program.



6. Ensure that 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, the EDC submitted its response to the EEPC’s Preliminary Determination letter, on
September 11, 2015; and

Whereas, in accordance with Chapter 36, Section 832(c) of the New York City Charter, the
EEPC considered the agency’s response and issued a Final Determination on September 15, 2015,
which agreed and accepted documentation for implementation of the aforementioned corrective

actions, with corrective actions Nos. 1, 2, 3, 4, 5, and 6, remaining;

Whereas, the EDC submitted its response to the EEPC’s final determination letter, on
October 15, 2015; and

Whereas, in accordance with Chapter 36, Section 832(c) of the New York City Charter, the
EEPC monitored the agency’'s implementation of the remaining corrective actions from October
2015 through March 2016 with no extension of the monitoring period;

Whereas, at the EEPC's request pursuant to Section 815.a.(15) of the New York City Charter,
the EDC submitted a copy of the agency head’s memorandum to staff dated February 29, 2016,
which outlined the corrective actions implemented in response to the EEPC’s audit and reiterated

his commitment to the agency’s EEO Program; and

Whereas, all of the EEPC’s corrective actions are required by, or are consistent 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; Now therefore,

Be It Resolved, that the Economic Development Corporation has implemented the required
corrective actions deemed necessary to ensure compliance with the equal employment opportunity
standards of this Commission and requirements of Chapters 35 and 36 of the NYC Charter.

Be It Resolved, that the Commission will forward this Final Resolution to the Economic
Development Corporation President, Maria Torres-Springer.

Approved unanimously on March 24, 2016.
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From: Eern Burke on behalf of Maria Torres-Springer

To: Spectrum
Subject: EEPC Audit Initiatives
Date: Monday, February 29, 2016 10:50:09 AM

NYCEDC is required to do an audit every three years by the Equal Employment Practices Commission
(EEPC) and | am happy to share that we have successfully completed the most recent audit.

The Equal Employment Practices Commission (EEPC) monitors and evaluates the City of New York’s
employment programs, practices, policies and procedures to ensure that individual agencies and the
City as an employer maintain a firm and effective affirmative employment program of equal opportunity
and advises and assists City agencies in their efforts to establish affirmative employment program
plans.

With guidance from EEPC we have implemented four (4) initiatives to continue to foster a diverse and
inclusive workforce:

e NYCEDC will annually compile a statistical workforce data plan which will serve as a
comprehensive analysis on our workforce demographics.

e Human Resources will be reviewing workforce demographics with Senior Management
semiannually to identify areas of underutilization and develop related good faith recruiting
efforts.

o New for 2016, department heads will be evaluated on an additional core competency
“Commitment to EEO and Inclusion and Diversity.”

e Our HR Business Partners are trained and operate as Career Counselors.

Our talented multidisciplinary workforce gives us a unique competitive edge and sets us apart.
NYCEDC is an Equal Employment Opportunity (EEO) employer and in accordance with all anti-
discrimination laws and our EEO policy, we provide equal employment opportunities for all employees
and applicants by ensuring an environment free of discrimination and harassment regardless of
protected categories. You can view our full EEO policy here.

For any assistance or information on the EEPC Audit, EEO or any of the above initiatives please reach
out to you HR Business Partner. You can also contact our EEO Officers: Carrie Weaver ext. 3608 or

Khary Hair ext. 4224 in the Human Resources Department located on the 4™ floor.

| want to thank you for your commitment to EEO, diversity and inclusion and encourage you to continue
fostering an inclusive work environment.

Regards,

Maria
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