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Title:	A Local Law to amend the New York city charter and the administrative code of the city of New York, in relation to requiring the department of citywide administrative services to offer career counseling to municipal employees to advise them of professional development and promotional opportunities

Int. No 767-2024: 	By Council Members Hudson and Louis

Title:	A Local Law to amend the administrative code of the city of New York, in relation to requiring the department of citywide administrative services to administer workplace culture surveys


Int. No 809-2024: 	By Council Members De La Rosa and Brannan

Title:	A Local Law to amend the administrative code of the city of New York, in relation to requiring the commissioner of citywide administrative services to report on the administration of promotion examinations	 


Int. No 828-2024: 	By Council Members Louis, De La Rosa, Gennaro, and Brannan

Title:	A Local Law to amend the administrative code of the city of New York, in relation to the distribution of information relating to careers in civil service at the city university of New York	 


Int. No 829-2024: 	By Council Members Louis, De La Rosa, Gennaro, and Brannan

Title:	A Local Law to amend the administrative code of the city of New York, in relation to the promotion of civil service examinations	 


Proposed Res. No 306-A 				By Council Member De La Rosa

Title:	Resolution calling on the Department of Citywide Administrative Services to grant additional points on promotional exams to examinees who have completed the agency's Executive Development and Management & Supervision trainings, or to examinees who have earned a degree or certificate from the City University of New York, or a similarly accredited institution.


I. INTRODUCTION
On April 25, 2024, the Committee on Civil Service and Labor, chaired by Council Member Carmen De La Rosa; the Committee on Women and Gender Equity, chaired by Council Member Farah Louis; and the Committee on Civil and Human Rights, chaired by Council Member Nantasha Williams will hold an oversight hearing titled “Pay Disparities in the Municipal Workforce.” The Committee will also hear Int. No. 743, Int. No. 767, Int. No. 809, Int. No. 828, Int. No. 829, and Proposed Res. No. 306-A. Those invited to testify include the Department of Citywide Administrative Services (DCAS), the Equal Employment Practices Commission (EEPC), the Mayor’s Office for Equity and Racial Justice (MOERJ), municipal labor unions, and other interested members of the public.
II. BACKGROUND
The Department of Citywide Administrative Services (DCAS) provides agencies throughout City government with various forms of administrative support.[footnoteRef:2] The DCAS Human Capital team is responsible for providing City agencies with personnel-related services.[footnoteRef:3] The primary functions of the Human Capital team include: recruiting candidates for City employment;[footnoteRef:4] helping City agencies meet their hiring needs in a manner consistent with local, state, and federal law;[footnoteRef:5] administering civil service exams;[footnoteRef:6] developing and interpreting citywide personnel policies;[footnoteRef:7] conducting professional development and employee training programs;[footnoteRef:8] and performing other personnel-related functions.[footnoteRef:9] [2:  See Who We Are – Department of Citywide Administrative Services, https://www1.nyc.gov/site/dcas/about/who-we-are.page (last visited April 17, 2024).]  [3:  See Human Capital – Department of Citywide Administrative Services, https://www1.nyc.gov/site/dcas/agencies/human-capital.page (last visited April 17, 2024).]  [4:  See Executive Team – Department of Citywide Administrative Services, https://www1.nyc.gov/site/dcas/about/agency-executive-team.page (last visited April 17, 2024).]  [5:  Id.]  [6:  Id.]  [7:  See Executive Team – Department of Citywide Administrative Services, https://www1.nyc.gov/site/dcas/about/agency-executive-team.page (last visited April 17, 2024).]  [8:  Id.]  [9:  Id.] 

The Equal Employment Practices Commission (EEPC) is an independent, non-mayoral oversight entity tasked with auditing, reviewing, and monitoring the equal employment practices of the City of New York at least once every four years.[footnoteRef:10] The EEPC’s mandate is to ensure that the City’s employment practices, including equal employment opportunity (EEO) policies and programs, are properly structured, efficiently administered, and in compliance with federal, state, and local EEO requirements.[footnoteRef:11] [10:  See About the EEPC – NYC Equal Employment Practices Commission, https://www.nyc.gov/site/eepc/about/about.page (last visited April 3, 2024)]  [11:  Id.] 

Launched in October 2023, after being established via referendum in November 2022, [footnoteRef:12] the NYC Mayor’s Office of Equity and Racial Justice (MOERJ) includes the NYC Commission on Gender Equity (CGE), the NYC Unity Project (UP), and the NYC Young Men's Initiative (YMI) as well as multi-agency bodies like the NYC Pay Equity Cabinet (PEC) and the NYC Taskforce on Racial Inclusion & Equity (TRIE).[footnoteRef:13]  [12:  Id.]  [13:  See About – The Mayor’s Office of Equity, https://www.nyc.gov/site/equity/about/about.page (last visited April, 17, 2024).] 

THE PAY EQUITY LAW (LL 18/2019) 
Local Law 18 was passed by the Council on December 20, 2018, and enacted on January 20, 2019.[footnoteRef:14] Local Law 18 has since been amended, most recently by Local Law 29 of 2023.[footnoteRef:15] Under Local Law 18 (as amended, “The Pay Equity Law,”) MODA must publicly report and assess aggregated City pay data for disparities based on gender, race, and ethnicity.[footnoteRef:16] The Pay Equity Law also entitles the Council to directly access City employee pay data via an Application Programming Interface, or API, to facilitate independent verification of MODA’s findings.[footnoteRef:17] The Pay Equity Law expands access to the City’s data to uncover the existence of pay disparities within the municipal workforce, so that the City can develop and implement solutions to achieve pay equity.[footnoteRef:18] Local Law 18 was the first ever local law that grants the City Council direct access to individualized data in this way.[footnoteRef:19] The City Council’s data operations unit conducted valuable data analysis using information provided pursuant to The Pay Equity Law to and presented the Council’s findings in the 2021, 2022, and 2024 Pay Equity reports.[footnoteRef:20] These reports formulate the City Council’s oversight, conclusions, and recommended policy reforms.[footnoteRef:21] 	 [14:  Local Law 18 of 2019 See https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=3371662&GUID=5FCAFC03-035E-45D9-BE1A-4EBE7D6DF43C&Options=ID|Text|&Search=633 ]  [15:  NYC Administrative Code § 3-170; § 3-171; § 21-991.]  [16:  Id.]  [17:  Id.]  [18:  Id.]  [19:  Id.]  [20:  Pay Equity in NYC, New York City Council (2021), available at https://council.nyc.gov/data/pay-equity/#:~:text=Within%20the%20NYC%20municipal%20workforce%2C%20the%20median%20salary%20for%20a,in%20salary%20by%20race%2Fethnicity.]  [21:  Pay Disparities in the NYC Municipal Workforce, New York City Council (2024), available at https://council.nyc.gov/data/wp-content/uploads/sites/73/2024/04/PayDisparitiesReport2024.pdf. ] 

III. FINDINGS FROM THE 2023/2024 PAY EQUITY ANALYSIS
Since 2021, the Council has released three reports analyzing data provided pursuant to The Pay Equity Law.[footnoteRef:22] The analysis over the years has shown persistent pay disparities and occupational segregation within the City’s workforce.[footnoteRef:23] On April 23, 2024, the Council issued its latest report, which provided an updated analysis on these issues.[footnoteRef:24] [22:  NYC Council’s 2021 Pay Equity Report, New York City Council (2021), available at https://council.nyc.gov/data/wp-content/uploads/sites/73/2021/08/080221.OC03.PAY-EQUITY-IN-NYC_v8.pdf; NYC Council’s 2022 Pay Equity Report, New York City Council (2022), available at https://council.nyc.gov/data/pay-equity-2022/;  Pay Disparities in the NYC Municipal Workforce, New York City Council (2024), available at https://council.nyc.gov/data/wp-content/uploads/sites/73/2024/04/PayDisparitiesReport2024.pdf.]  [23:  Id. ]  [24:  Pay Disparities in the NYC Municipal Workforce, New York City Council (2024), available at https://council.nyc.gov/data/wp-content/uploads/sites/73/2024/04/PayDisparitiesReport2024.pdf.] 

a. DATA ON PAY DISPARITIES 
The Council’s 2024 Pay Equity Report reveals that the City’s workforce continues to struggle with pay disparities based on gender and race.[footnoteRef:25] The analysis found that diversification methods in the previous years had resulted in an increase in the percentage of Asian, Black or African American, Hispanic/Latino, and Other (ABHLO) employees over a 10-year period across 13 of the most populous agencies.[footnoteRef:26] However, it also revealed that gender diversification lagged behind, with only three agencies reporting an increase in the percentage of female employees.[footnoteRef:27] In addition to the difficulties facing the diversification efforts, the report revealed that continued pay disparities were mostly attributed to the low pay of ABHLO female employees.[footnoteRef:28] [25:  Id at page 7.]  [26:  Id at page 6.]  [27:  Id.]  [28:  Id at page 7.] 

ABHLO female employees continue to be concentrated in particularly low-paying roles, even as compared to their white female employee counterparts.[footnoteRef:29] For every dollar earned by white male employees, all other workers earn on average $0.82. Of this pay gap, white female employees account for 13.1%, ABHLO male employees 31.5%, and ABHLO female employees 55.4%.[footnoteRef:30] ABHLO workers earn $0.84 for every dollar earned by white workers, with ABHLO male employees accounting for 32.4% and ABHLO female employees accounting for 67.6% of this gap.[footnoteRef:31] Female employees earn $0.84 for every dollar earned by male employees, with white female employees accounting for 15% and ABHLO female employees 85% of this pay gap.[footnoteRef:32] [29:  Id.]  [30:  Id.]  [31:  Id.]  [32:  Id.] 

b. OCCUPATIONAL SEGREGATION IN NEW YORK CITY’S MUNICIPAL WORKFORCE 
Occupational segregation, one of the biggest obstacles to achieving pay equity, occurs when one demographic group is overrepresented in a certain job category.[footnoteRef:33] While women make up roughly two-thirds of workers in low-wage jobs,[footnoteRef:34] they only make up 47% of the nation’s workforce.[footnoteRef:35] ABHLO female employees are particularly overrepresented in such jobs.[footnoteRef:36] According to the 2024 Pay Equity report,[footnoteRef:37] the unadjusted gender pay gap between male and female municipal employees is roughly $23,000, with median salaries of $85,292 and $62,166 for male and female employees, respectively.[footnoteRef:38] A large factor in this pay disparity is rooted in occupational segregation, both across agencies and within them.[footnoteRef:39] [33:  Brady, Mathew, et. al, Occupational Segregation in America, Center for American Progress. (Mar 29 2022) Available at: https://www.americanprogress.org/article/occupational-segregation-in-america/ ]  [34:  In this context, the term “low wage job” refers to jobs that pay as low as the federal minimum wage.]  [35:  Fast Facts: Occupational Segregation, American Association of University Women. Available at: https://www.aauw.org/resources/article/occupational-segregation/ ]  [36:  Fast Facts: Occupational Segregation, American Association of University Women. Available at: https://www.aauw.org/resources/article/occupational-segregation/]  [37:  Pay Disparities in the NYC Municipal Workforce, New York City Council (2024) at page 16, available at https://council.nyc.gov/data/wp-content/uploads/sites/73/2024/04/PayDisparitiesReport2024.pdf.]  [38:  Id. ]  [39:  Id.] 

	The Council’s findings show that 44% of the City’s municipal workforce is comprised of uniformed employees within the Police Department (NYPD), Fire Department (FDNY), Correction Department (DOC), and Sanitation Department (DSNY).[footnoteRef:40] Amongst the uniformed workforce, 82% are male and 40% are white.[footnoteRef:41] The remainder of the City’s municipal, non-uniformed workforce (56%), has a higher amount of female and ABHLO employees.[footnoteRef:42] In looking at the difference between median salaries of uniformed and non-uniformed employees, there is a similar pay disparity to the unadjusted gender pay gap with median salaries of $85,292 and $62,899 for uniformed and non-uniformed employees, respectively.[footnoteRef:43] [40:  Id at page 17.]  [41:  Id.]  [42:  Id.]  [43:  Id.] 

	In comparing the City’s municipal workforce to the workforce across the city as a whole, findings show that the number of white employees in the City’s municipal workforce is roughly proportional to the number of white employees in the overall workforce in the city.[footnoteRef:44] While there is a slight underrepresentation of Hispanic, Latino, or Asian workers within the municipal workforce, Black employees are somewhat overrepresented, comprising 29% of the municipal workforce.[footnoteRef:45] In looking at gender alone, female workers are also overrepresented and make up 58% of the City’s municipal workforce, compared to 52% of the City’s workforce as a whole. This could leave employees within these demographics particularly vulnerable to layoffs, hiring freezes, or fiscal crises.[footnoteRef:46]	 [44:  Id at page 20.]  [45:  Id.]  [46:  Id.] 

c. CITY CONTRACTORS 
The Pay Equity Law only requires the production of data for workers directly employed by the City. However, these are not the only workers whose pay and hiring are directly influenced by City policies—the City also provides a vast array of services through a large number of contracted workers.[footnoteRef:47] For example, an estimated 90% of human services programming, including critical and court-mandated services, are provided by non-profits under contract with the City.[footnoteRef:48] While the City government is not directly responsible for the pay of contracted workers, the City budget does determine sector-specific allocations and can determine pay rises for cost of living adjustments, known as COLAs. Thus, a discussion of municipal policy in reducing hiring and pay disparities cannot overlook the impact of the City’s policies on its contracted workforce. [47:  In FY 23, the City entered into 12,820 new procurement and revenue contracts, valued at $38.22 billion. NYC Comptroller Brad Lander, Annual Summary Contracts Report for the City of New York, Fiscal Year 2023, https://comptroller.nyc.gov/reports/annual-contracts-report/. ]  [48:  Ethan Geringer-Sameth, 'A Day Without Human Services': Nonprofits Protest Lack of City Funding, GOTHAM GAZETTE, May 25, 2023, https://www.gothamgazette.com/city/12023-human-services-contracts-city-funding-nyc. ] 

Evidence suggests that the perennial findings of pay disparities and occupational segregation that exists in the municipal workforce is replicated at the contractor level as well, perhaps even more severely. For example, the Human Services Council (HSC), which represents over 100 non-profit organizations who provide human services under city or state contracts, reports that 80% of the City’s human services workforce is made up of people of color;[footnoteRef:49] an estimated 70% are women, and 55% are women of color.[footnoteRef:50] HSC reports that these workers are paid 30% less than their government counterparts doing similar work; as of May 2023, three out of five such contractors were paid so little that they qualify for some form of government assistance.[footnoteRef:51]  [49:  Id.]  [50:  Fast Facts, https://www.justpayny.org/facts-and-research (accessed April 18, 2024); See also Mayor Adams Boosts Pay for 80,000 Human Services Workers With $741 Million Cost-of-Living Adjustment, March 14, 2024, https://www.nyc.gov/office-of-the-mayor/news/195-25/mayor-adams-boosts-pay-80-000-human-services-workers-741-million-cost-of-living-adjustment#/0. ]  [51:  Fast Facts, https://www.justpayny.org/facts-and-research (accessed April 18, 2024); Ethan Geringer-Sameth, 'A Day Without Human Services': Nonprofits Protest Lack of City Funding, GOTHAM GAZETTE, May 25, 2023, https://www.gothamgazette.com/city/12023-human-services-contracts-city-funding-nyc. ] 

IV. NEW YORK CITY INITIATIVES ADDRESSING EQUITY IN THE CITY’S WORKFORCE
a. CITY COUNCIL LEGISLATION
The Council has addressed the issue of pay equity by adopting relevant legislation aimed at providing the City with more data to address the root causes of pay disparities in the municipal workforce. Local Law 18 of 2019 as amended, sought to uncover trends within the workforce by examining relevant employee data such as gender, ethnicity, and race across pay bands.[footnoteRef:52] [52:  NYC Administrative Code § 3-171; § 12-208.] 

 In 2023, several other pieces of legislation were enacted to build on the information provided by Local Law 18 of 2019. As mentioned above, the Council enacted Local Law 29 of 2023 to make amendments to the reporting law by expanding the information collected by DCAS and eliminating time limitations on the Council’s access to such data.[footnoteRef:53] Additionally, given the findings of persistent pay disparities within the municipal workforce, the Council enacted Local Law 27 of 2023 which requires the City to contract with an outside expert to conduct a comparable worth analysis.[footnoteRef:54] This analysis would examine civil service titles with the largest gender and racial or ethnic demographic difference from citywide demographics and create a framework to determine the ways in which titles are evaluated and how that evaluation impacts pay disparities.[footnoteRef:55] The analysis would also include potential remedies to eliminate any pay disparities identified.[footnoteRef:56] As of February 2024, DCAS has not yet selected a contractor to conduct this comparable worth analysis.[footnoteRef:57] The Council also passed Local Law 28 of 2023, which focuses on increasing diversity within the municipal workforce by requiring DCAS to assess its diversity focused efforts and report on civil service exam outcomes and City agency training programs.[footnoteRef:58] City agencies are also required to provide DCAS with information related to their recruitment efforts and the Office of Diversity and Inclusion is required to train City agencies to develop job postings and recruitment materials that promote diversity.[footnoteRef:59]  [53:  Id. ]  [54:  NYC Administrative Code § 12-208.1. ]  [55:  Id. ]  [56:  Id. ]  [57:  Cite to recent data report page 8. ]  [58:  NYC Administrative Code § 12-213.]  [59:  NYC Charter § 814.1; NYC Administrative Code § 21-991. ] 

b. DCAS PROGRAMS
In addition to the City Council’s efforts, the Administration has also designed programs to lower barriers to entry and promote diversity among civil service applicants. The DCAS Civil Service Pathways Fellowship (CSPF) is a DCAS/CUNY partnership designed to provide CUNY graduates with the necessary training to secure permanent civil service employment.[footnoteRef:60]  In order to meet the eligibility requirements for the CSPF program, all applicants must have a bachelor’s degree, be eligible to work in the United States and reside within one of the five boroughs of New York City.[footnoteRef:61] The two-year fellowship offers City benefits, a competitive salary and a placement opportunity in one of three professional career tracks: policy and program analysis, finance and procurement, or data and digital services.[footnoteRef:62]  Once placed, fellows receive specialized training that will prepare and qualify them to sit for the civil service exam after completion of their first year of the program.[footnoteRef:63]  The two-year program creates pipeline from a low-cost university to a career in the civil service.  [60:  NYC Department of Citywide Administrative Services (2023). Civil Service Pathways Fellowship (CSPF). Available at https://www.nyc.gov/site/dcas/agencies/civil-service-pathways-fellowship.page ]  [61:  Id.]  [62:  Id.]  [63:  Id.] 

In addition to CSPF, the 55-a Program aims to promote equity and inclusion among civil service job candidates with a certified mental or physical disability.[footnoteRef:64]  While most New York City jobs require candidates to pass a competitive civil service exam prior to being hired, the 55-a Program evaluates people on the basis of their qualifications and interviews rather than through a competitive examination.[footnoteRef:65] In order to be eligible for the 55-a Program, candidates (1) must be certified as having a mental or physical disability; (2) be qualified to do the job with or without reasonable accommodation; and (3) must meet the requisite education and/or skills required for the position they are seeking.[footnoteRef:66]  Based on the disability, eligibility is then determined by the New York State Education Department’s Adult Career and Continuing Education Service – Vocational Rehabilitation (ACCES-VR) or the New York State Commission for the Blind (NYSCB).[footnoteRef:67]  Candidates for employment are required to be offered a position prior to being placed in the 55-a Program.[footnoteRef:68] According to DCAS, all New York City agencies utilize the 55-a Program.[footnoteRef:69]  [64:  NYCDCAS Citywide Administrative Services (2023). 55-a Program. Available at https://www.nyc.gov/site/dcas/employment/55-a-program.page ]  [65:  Id.]  [66:  Id..]  [67:  Id..]  [68: Id..]  [69:  Id.] 

V. LEGISLATIVE ANALYSIS 
a. INT. NO. 743 
This bill, sponsored by Council Member Carmen De La Rosa, would require DCAS to offer career counseling to current municipal employees who have been employed by their respective agency for five consecutive years. Such career counseling would include, but not be limited to, a 60-minute session offered remotely or in-person, during which employees could request advice on opportunities to apply for managerial or supervisory positions or positions with higher salaries, opportunities to apply for and take promotional exams, and opportunities to participate in agency trainings. The bill would require DCAS to conduct annual outreach to eligible employees to notify them of their rights to receive counseling and provide detail on how to request a session. This bill would require DCAS to create educational materials with relevant information regarding career advancement opportunities to be distributed at counseling sessions or by request by an eligible employee. Furthermore, this bill would require DCAS to submit an annual report to the mayor and the speaker of the council that describes the utilization of the career counseling option by municipal employees.  
b. INT. NO. 767 
This bill, sponsored by Council Member Crystal Hudson, would require DCAS to create a workplace culture survey to understand municipal employees’ views on their agency’s workplace culture, perceived barriers to promotion, equity-related concerns, and any other relevant ideas to improve the workplace. This bill would require DCAS to distribute a link to the survey to all municipal employees annually – to be completed on an anonymous and voluntary basis – and to prepare a summary report that analyzes the information received from the surveys, disaggregated by agency. In addition, this bill would clarify that heads of city agencies when submitting the required annual plan pursuant to Local Law 27/2023 should include details on the agency’s internal and external efforts to address pay disparities and occupational segregation. 
c. INT. NO. 809 
This bill, sponsored by Council Member Carmen De La Rosa, would require DCAS to publish an annual report on its webpage that describes the process regarding the scope of promotional exam eligibility. In particular, this bill would require DCAS to describe the factors that contribute to the determination of whether to expand promotional exam eligibility to pools of applicants who are not in the direct line of promotion of a vacant position in the competitive class. Such expanded eligibility may include collateral line employees, who hold a lower grade competitive class position in a related or collateral line of promotion of a vacant position, or comparable position employees, who hold a competitive class position that is comparable to a position held by a direct line or collateral line employee.
d. INT. 828
This bill, sponsored by Council Member Farah Louis, would require DCAS to collaborate with the city university of New York (CUNY) to conduct educational outreach to promote courses, programs, and initiatives relating to civil service. DCAS would be required to develop written educational materials, to be distributed electronically and through hard copy, that include general information about the city’s civil service process, descriptions about coursework and programs available to CUNY students, information on eligibility and the application process, and any other information that is relevant to the civil service.
e. INT. 829
This bill, sponsored by Council Member Farah Louis, would require DCAS to conduct an ongoing advertising campaign to promote civil service examinations through social media, agency websites, online advertising, and local advertising.  
VI. CONCLUSION
Pay disparities exist across all sectors of employment, including within the NYC municipal workforce. This hearing will provide the Committees with an opportunity to examine the administration’s feedback on Int. No. 743, Int. No. 767, Int. No. 809, Int. No. 828, Int. No. 829, and Proposed Res. 306-A; to review the Council’s findings from the 2024 Pay Equity report; and to evaluate the progress the City has made towards addressing pay disparities since the Council released its 2021 Pay Equity Report, including the City’s efforts to improve recruitment and retention of underrepresented populations in the NYC workforce.


Int. No. 743

By Council Members De La Rosa, Gennaro, and Louis

A LOCAL LAW

To amend the New York city charter and the administrative code of the city of New York, in relation to requiring the department of citywide administrative services to offer career counseling to municipal employees to advise them of professional development and promotional opportunities

Be it enacted by the Council as follows:


1

1

Section 1. Subdivision a of section 814 of the New York city charter, as amended by local law number 12 for the year 2019, is amended by adding a new paragraph (12) to read as follows:
a.   The commissioner shall have the following powers and duties in addition to the powers and duties of a municipal civil service commission provided in the civil service law, and those vested in the commissioner as head of the department, except where any specific power or duty is assigned to the mayor, heads of city agencies or the civil service commission pursuant to this chapter:
(1) To recruit personnel;
(2) To make studies in regard to the grading and classifying of positions in the civil service, establish criteria and guidelines for allocating positions to an existing class of positions, and grade and establish classes of positions;
(3) To schedule and conduct examinations for positions in the civil service;
(4) To establish, promulgate and certify eligible lists in the manner provided in the civil service law, and the rules of the commissioner;
(5) To determine the appropriateness of eligible lists for the filing of vacancies in the manner provided in the civil service law and the rules of the commissioner;
(6) To investigate applicants for positions in the civil service; to review their qualifications, and to revoke or rescind any certification or appointment by reason of the disqualification of the applicant or appointee under the provisions of the civil service law, and the rules of the commissioner or any other law;
(7) To review any appointment of persons as provisional employees within sixty days after appointment to assure compliance with this chapter, the civil service law, and any rule or regulation issued pursuant to this charter or civil service law;
(8) To certify payrolls in accordance with the provisions of the civil service law and the rules of the commissioner;
(9) To keep records regarding candidates for appointment to the civil service and officers and employees in the civil service;
(10) To develop and recommend to the mayor standard rules governing working conditions, vacations and leaves of absence; and career, salary and wage plans providing for the creation, abolition and modification of positions and grades and fixing salaries of persons paid from the city treasury, subject to the provisions of this charter, the civil service law, other applicable statutes and collective bargaining agreements;
(11) To administer the city-wide safety incentive, training and development, and other such personnel programs of the city[.]; and
(12) To offer career counseling to employees of the city civil service. 
§ 2. Chapter 2 of title 12 of the administrative code of the city of New York is amended by adding a new section 12-217 to read as follows:  
§ 12-217 Career Counseling. a. Definitions. As used in this section, the following terms have the following meanings: 
Agency. The term “agency” means any agency, the head of which holds office upon appointment of the mayor and those units within the executive office of the mayor designated by the mayor to be covered by the provisions of chapter 16 of the charter. Such term does not include agencies headed by boards, commissions, or other multi-member bodies, whether appointed by the mayor or otherwise, nor to elected officials, nor to other agencies the heads of which are appointed by officials other than the mayor or by multi-member bodies.
Career Counseling. The term “career counseling” means remote or in-person consultation with, and provision of information to, individuals regarding opportunities for promotion, training, and education. 
Department. The term “department” means the department of citywide administrative services.
Eligible employee. The term “eligible employee” means current employees of agencies who have been employed by such agency for at least five consecutive years.
b. The department shall offer career counseling to eligible employees. Information included in such career counseling may include, but need not be limited to, opportunities to apply for managerial or supervisory positions or positions with higher salaries, opportunities through the promotional exam process, and the availability of department- or agency-provided trainings.
c. The department shall, in coordination with relevant agencies, conduct outreach to eligible employees at least once annually regarding the availability of career counseling services, including information about how eligible employees may access such services. Eligible employees shall be informed that their request for career counseling will remain confidential.
d. Eligible employees may request career counseling from the department through either a remote or in-person format. The department shall conduct a 60-minute career counseling session with the requesting eligible employee within 60 days of an eligible employee’s request. The department shall conduct at least 1 follow-up call to an eligible employee who participates in a career counseling session within 30 days of such career counseling session.  
e. The department shall, in consultation with relevant agencies, create written materials concerning the promotional exam application process, the availability of exam preparation materials, the process for enrolling in department- or agency-provided trainings, and any other relevant information as determined by the department, to be distributed at career counseling sessions or by request of any eligible employee. 
f. No later than September 1, 2025, and each September 1 thereafter, the department shall submit to the mayor and the speaker of the council a report containing the following information for the prior fiscal year: 
1. The number of eligible employees who sought career counseling, disaggregated by agency, race, and gender; 
2. The number of eligible employees who, subsequent to their career counseling session: (i) applied to take a promotional exam; (ii) enrolled in an agency-provided training; (iii) enrolled in a department-provided training; (iv) transferred into a title offering higher pay; (v) transferred to a different agency; and (vi) were promoted; 
3. The number of career counselors employed by the department; and
4. The number of career counseling sessions conducted, disaggregated by in-person or remote format. 
g. The department shall offer electronic surveys to relevant employees upon completion of a career counseling session, to be completed on a voluntary basis. Survey questions shall include, but need not be limited to, questions designed to obtain the information required to be reported by subdivision f of this section.
§ 3. This local law takes effect 60 days after it becomes law. 
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Int. No. 767

By Council Members Hudson and Louis

A LOCAL LAW

To amend the administrative code of the city of New York, in relation to requiring the department of citywide administrative services to administer workplace culture surveys

Be it enacted by the Council as follows:
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21

Section 1. Chapter 2 of title 12 of the administrative code of the city of New York is amended by adding a new section 12-218 to read as follows:  
§ 12-218 Workplace culture surveys. a. Definitions. As used in this section, the following terms have the following meanings: 
Commissioner. The term “commissioner” means the commissioner of citywide administrative services. 
Department. The term “department” means the department of citywide administrative services. 
Employee. The term “employee” means employees of city agencies. 
Workplace Culture. The term “workplace culture” means an employee’s perceived work atmosphere at the agency at which they are employed, as it relates to colleagues, supervisors, job duties, compensation, working conditions, and other related factors that influence their employment.   
b. No later than July 1, 2025, the commissioner shall create a workplace culture survey to be administered online, the responses to which shall be anonymous. The survey shall be designed to elicit information related to workplace culture. The survey instructions shall emphasize that employee answers will remain anonymous and shall only be used by the department to report a summary analysis. The survey shall include, but need not be limited to, questions related to: 
1. The employee’s views on their workplace culture; 
2. The employee’s views on management practices; 
3. Whether the employee has considered pursuing a managerial or supervisory role within their agency; 
4. The employee’s perceived barriers to promotion; 
5. The employee’s views on diversity and equity within their agency; 
6. Any workplace culture or equity-related concerns that may cause the employee to consider departing from their position or agency;
7. The employee’s views on any improvements that could be made to the agency workplace culture. 
c. No later than September 1, 2025, and each September 1 annually thereafter, the department shall coordinate with agencies to distribute a link to the survey required by subdivision b of this section to all employees, to be completed on a voluntary basis. 
d. No later than January 1, 2026, and each January 1 annually thereafter, the commissioner shall submit to the mayor, the speaker of the council, heads of agencies, and the equal employment practices commission a report regarding a summary and analysis of information received from the surveys administered pursuant to subdivision c of this section, disaggregated by agency. The report shall not contain any personal identifying information. 
§ 2. Paragraph 19 of subdivision a of section 815 of the New York city charter is amended to read as follows: 
a.   Subject to the civil service law and applicable provisions of this charter, heads of city agencies shall have the following powers and duties essential for the management of their agencies in addition to powers and duties vested in them pursuant to this charter or other applicable law:
(1) To recruit personnel;
(2) To participate with the department of citywide administrative services in job analyses for the classification of positions;
(3) To allocate individual positions to existing civil service titles;
(4) To allocate individual managerial or executive positions to managerial assignment levels;
(5) To assist the department of citywide administrative services in the determination of minimum qualifications for classes of positions and to review and evaluate qualifications of candidates for positions in the civil service;
(6) To assist the commissioner in the planning and preparation of open competitive examinations;
(7) To schedule and conduct tests other than written tests for promotion to competitive class positions;
(8) To determine whether to hold an open competitive or promotion examination to fill positions in the civil service subject to disapproval of the commissioner within [thirty] 30 days;
(9) To plan and administer employee incentive and recognition programs;
(10) To fill vacant positions within quarterly spending allotments and personnel controls pursuant to section [one hundred six] 106;
(11) To administer and certify eligible lists for classes of positions unique to the agency;
(12) To make appointments to competitive positions from eligible lists pursuant to subsection [one] 1 of section [sixty-one] 61 of the state civil service law, which authority shall not be abridged or modified by local law or in any other manner;
(13) To establish and administer performance evaluation programs to be used during the probationary period and for promotions, assignments, incentives and training;
(14) To conduct training and development programs to improve the skills, performance and career opportunities of employees;
(15) To ensure and promote equal opportunity for all persons in appointment, payment of wages, development and advancement;
(16) To administer employee safety programs;
(17) To maintain personnel records;
(18) To perform such other personnel management functions as are delegated by the commissioner pursuant to this chapter or that are not otherwise assigned by this chapter;
(19) 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 who are employed by, or who seek employment with, the agency and, in accordance with the uniform procedures and standards established by the department of citywide administrative services for this purpose, to adopt and implement an annual plan to accomplish this objective. Such plan shall include the following information: an analysis of the agency’s compensation data and measures to address pay disparity and occupational segregation, both within the agency and through outreach with prospective applicants and external stakeholders, in the most recent fiscal year; diversity and inclusion training; and schedule and workplace accommodations and access to facilities, including access for individuals with disabilities, gender appropriate bathrooms, and lactation rooms. Such plan shall first be submitted to the department of citywide administrative services pursuant to the customary annual plan schedule. Copies of such plans shall be filed with the mayor, council, department of citywide administrative services, equal employment practices commission, and city civil service commission and shall be made available for reasonable public inspection. In carrying out duties related to this paragraph, the heads of city agencies shall cooperate fully with the department of citywide administrative services' office of diversity and inclusion in accordance with section 814.1; and
(20) To provide assistance to minority group members and women interested in being employed by city agencies to ensure that such minority group members and women benefit, to the maximum extent possible, from city employment and educational assistance programs. 
§3. This local law takes effect immediately. 
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Int. No. 809

By Council Members De La Rosa and Brannan

A LOCAL LAW

To amend the administrative code of the city of New York, in relation to requiring the commissioner of citywide administrative services to report on the administration of promotion examinations

Be it enacted by the Council as follows:
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28

Section 1. Chapter 2 of title 12 of the administrative code of the city of New York is amended by adding a new section 12-217 to read as follows:
§ 12-217 Promotion examinations. a. Definitions. For purposes of this section, the following terms have the following meanings:
Collateral line employee. The term “collateral line employee” means an employee holding a lower grade competitive class position in a related or collateral line of promotion of a vacant position in the competitive class, as determined by the commissioner.
Commissioner. The term “commissioner” means the commissioner of citywide administrative services.
Comparable position employee. The term “comparable position employee” means an employee holding a competitive class position that is comparable to a position held by a direct line employee or collateral line employee, as determined by the commissioner.
Department. The term “department” means the department of citywide administrative services.
Direct line employee. The term “direct line employee” means an employee holding a lower grade competitive class position in direct line of promotion of a vacant position in the competitive class, as determined by the commissioner. 
b. The commissioner shall post conspicuously on the department’s webpage dedicated to the city civil service a report that contains information in relation to the department’s administration of promotion examinations pursuant to sections 51 and 52 of the civil service law. Each such report shall be posted no later than January 31 annually and shall contain the information required by this section for the prior calendar year.
c. For each vacancy in a position in the competitive class that may be filled by promotion, the following information shall be reported pursuant to this section:
1. The positions held by: 
(a) Direct line employees;
(b) Collateral line employees; and 
(c) Comparable position employees;
2. The gender and racial or ethnic demographics of: 
(a) Direct line employees;
(b) Collateral line employees: and
(c) Comparable position employees;
3. The commissioner’s determination that:
(a) It is practicable to fill such vacancy from among direct line employees; or
(b) It is impracticable or against the public interest to limit eligibility for promotion to direct line employees;
4. The factors considered upon making such determination and the factors upon which such determination is based, including, but not limited to: 
(a) Whether or not limiting eligibility for such promotion to direct line employees promotes greater diversity in the career advancement of employees, and if not, why not;
(b) Whether or not expanding eligibility for promotion to collateral line employees or comparable position employees promotes greater diversity in the career advancement of employees, and if not, why not;
(c) Whether or not the prescription of minimum training and experience qualifications for eligibility for promotion promotes greater diversity in the career advancement of employees, and the minimum training and experience qualifications considered for prescription, and if not, why not; and 
5. For each such vacancy filled by open competitive examination pursuant to section 51 of the civil service law: 
(a) The appointing officer who submitted a written request to the commissioner to conduct an open competitive examination for filling such vacancy instead of a promotion examination, and the stated reasons for such request;
(b) Whether or not any employee submitted a written request to the commissioner for a promotion examination rather than an open competitive examination, and the reasons why such employee believes it to be practicable and in the public interest to fill such vacancy by promotion examination; and
(c) The factors upon which any such request was considered and upon which the commissioner’s determination to conduct an open competitive examination instead of a promotion examination is based.         
§ 2. This local law takes effect immediately.
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Int. No. 828

By Council Members Louis, De La Rosa, Gennaro and Brannan

..Title
A Local Law to amend the administrative code of the city of New York, in relation to the distribution of information relating to careers in civil service at the city university of New York
..Body

Be it enacted by the Council as follows:
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34

Section 1. Chapter 2 of title 12 of the administrative code of the city of New York is amended by adding a new section 12-212 to read as follows:
§ 12-212 Distribution of information relating to civil service positions at CUNY. a. Definitions. As used in this section, the term “department” means the department of citywide administrative services.
b. No later than July 1, 2023, and annually thereafter, the department shall, in collaboration with the city university of New York, promote courses, programs and initiatives provided by the city university of New York relating to civil service. The department shall develop written materials containing information about such courses, programs and initiatives for students, prospective students and recent graduates. Such materials shall include, but need not be limited to, the following information:
1. General information about the city’s civil service process, including the related application process, hiring system, descriptions of any examinations required and the scoring process for such examinations;
2. Descriptions of any related courses, programs and initiatives available to students, prospective students and recent graduates;
3. Eligibility to participate in such courses, programs and initiatives; 
4. Instructions on how to apply for such courses, programs and initiatives; 
5. A link or the web address to the civil service examination page on the department’s website; and
6. Any other information the department deems relevant.
c. The department shall provide the materials required by subdivision b of this section to the city university of New York, to be shared with students, prospective students and recent graduates. The department shall ensure that such materials are provided to the city university of New York electronically and in hard copy to be posted online and distributed at every campus of the city university of New York.
d. The department shall post on its website the information about civil service related courses, programs and initiatives required by subdivision b of this section.
§ 2. This local law takes effect 30 days after it becomes law.
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Int. No. 829

By Council Members Louis, De La Rosa, Gennaro and Brannan

..Title
A Local Law to amend the administrative code of the city of New York, in relation to the promotion of civil service examinations
..Body

Be it enacted by the Council as follows:
Section 1. Chapter 2 of title 12 of the administrative code of the city of New York, is amended by adding a new section 12-212 to read as follows:
§12-212 Promotion of civil service examinations. The commissioner of citywide administrative services shall conduct an ongoing advertising campaign to promote civil service examinations throughout the city. Such campaign shall include promotion through social media, agency websites, online advertising and advertising on television, radio and public transportation. 
§ 2. This local law takes effect immediately.
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Proposed Res. No 306-A

Resolution calling on the Department of Citywide Administrative Services to grant additional points on promotional exams to examinees who have completed the agency’s Executive Development and Management & Supervision trainings, or to examinees who have earned a degree or certificate from the City University of New York, or a similarly accredited institution 

By Council Member De La Rosa

Whereas, The current municipal civil service promotional system must do more to ensure the recruitment and retention of a highly motivated and skilled workforce; and 
Whereas, Under New York State Civil Service Law, New York City (City) must rank candidates for competitive class title positions, including promotions, based on their exam results and fill vacancies from the top three ranking candidates; and 
Whereas, To encourage employee advancement and build a pipeline of qualified managers within City agencies, the City must explore opportunities to optimize the civil service promotional exam system for applicants who acquire additional skills, academic achievement, and training; and 
Whereas, The Department of Citywide Administrative Services (DCAS) and the City University of New York offer a wide range of courses, educational programs, and professional development opportunities to City employees that help build expertise and improve service delivery; and  
Whereas, Specifically, DCAS offers Executive Development and Management & Supervision training courses for public sector workers and leaders; and 
Whereas, These courses include instruction in core managerial competencies and tools to enhance creative and critical thinking and decision-making; and 
Whereas, DCAS’s Executive Development Portfolio includes the flagship Management Academy and Leadership Institute, which are competitive programs for high-performing leaders that include courses such as Intentional Leadership, Promoting Psychological Safety to Improve Performance, and Organizational Design for Executives; and 
Whereas, DCAS’s Management & Supervision portfolio includes open enrollment courses such as Data Analytics for Hiring Managers, Essential Skills for Leaders, and Fundamentals of Supervision; and 
Whereas, The City University of New York School of Labor and Urban Studies, and similarly accredited institutions, offer bachelor’s and master’s degrees in  Urban Studies, Public Administration, Health Care Administration, and other relevant fields to prepare City employees to meet the ever-changing demands of public service; and 
Whereas, Employees who earn a certificate or degree, or complete these trainings deserve recognition for taking the initiative to learn new professional skills to foster their leadership abilities and advance their careers; and 
Whereas, DCAS, under section 814 of the City Charter, is tasked with administering portions of the New York State Civil Service Law and upholding the principles of merit and fitness within the City’s workforce; and 
Whereas, DCAS has discretion to assess a candidate for promotion based on their seniority, trainings, experience, and educational qualifications; and  
Whereas, DCAS may prioritize an employee’s skills and motivation to excel by rewarding participants who complete DCAS-provided managerial and supervisory trainings and a degree or certificate with additional points on their civil service promotional exam; and 
Whereas, Awarding points for the successful completion of training programs reinforces a culture of meritocracy, where advancement is based on skills, knowledge, and performance, thereby fostering greater job satisfaction and retention; and 
Whereas, DCAS, under section 814 of the City Charter, has a duty to assist women and minorities who are either employed by or seeking City employment; and   
Whereas, Educational attainment and City-provided trainings provide opportunities for skill development and career advancement, leveling the playing field and enabling individuals from diverse backgrounds to access leadership positions; and 
Whereas, Therefore, promoting individuals who have earned degrees or certificates, or completed City-provided trainings, can lead to increased representation in promotional titles among women, people of color, and other minority groups; and 
Whereas, Encouraging employees to participate in professional development training or seek further education can cultivate a diverse and capable management cadre within the civil service, ensuring that the municipal workforce possesses the necessary tools and competencies to meet the evolving needs and challenges of City service; now, therefore, be it 
Resolved, That the Council of the City of New York calls on the Department of Citywide Administrative Services to grant additional points on promotional exams to examinees who have completed the agency’s Executive Development and Management & Supervision trainings, and to examinees who have earned a degree or certificate from the City University of New York, or a similarly accredited institution. 
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