












 

Testimony of Dalvanie K. Powell, President, United Probation Officers Association 

 
Before the NYC Council Committee on Civil Service and Labor 
Hearing on "Improving Workforce Retention in the Civil Service" 
January 27, 2025 

Good afternoon, Chair De La Rosa and esteemed members of the Committee. 

Thank you for the opportunity to testify today on the critical issue of workforce retention 
at the NYC Department of Probation (DOP). My name is Dalvanie K. Powell, and I serve as 
President of the United Probation Officers Association (UPOA), representing nearly 700 
Supervising Probation Officers, Probation Officers, Probation Officer Trainees, and 
Probation Assistants. Our members, predominantly women and people of color, work 
tirelessly to uphold public safety while helping individuals rebuild their lives. 

Becoming a Probation Officer requires a bachelor’s degree and two years of experience 
or a master’s degree. We are peace officers, trained alongside police and corrections 
officers, authorized to carry firearms, make arrests, and perform essential public safety 
duties. Yet, despite our critical role in providing an alternative to incarceration—saving 
the City and State millions of dollars—our compensation lags significantly behind that of 
the NYPD, Corrections, and even probation officers in surrounding counties like Suffolk, 
Nassau, and Westchester. 

Over the past six years, staffing levels at DOP have dropped precipitously. In 2018, the 
Department’s headcount was 832; today, that number has plummeted to 645. This 
decline has been driven by an alarming rate of attrition. In 2023 alone, 103 staff members 
resigned, 32 retired, and 28 were terminated. In 2024, these numbers included 78 
resignations and 25 retirements. With fewer officers on the job, caseloads have soared, 
pushing the remaining workforce to the brink. 

Retention challenges extend beyond low wages. The current DOP administration has 
implemented policies and practices that have exacerbated the crisis. The removal of 
caseloads from Probation Officer Trainees, despite a severe staffing shortage, is one 
such misstep. Additionally, the Department is planning to disband Court Liaison Officer 
units and replace them with higher-paid attorneys, disregarding UPOA’s warnings about 
the violation of bargaining rights. Family court staffing has been cut by 40% at a time 
when juvenile cases have risen under the Raise the Age initiative, further straining 
resources. 



Meanwhile, hiring efforts have stalled, with three academy classes and crucial exams 
canceled, resulting in only 57 new hires during a time of critical need. Unrealistic 
demands on staff have also intensified, including excessive documentation and time 
tracking requirements, coupled with discouragement of necessary adjournments despite 
overwhelming caseloads. These policies not only hinder productivity but also contribute 
to low morale. 

Furthermore, punitive disciplinary measures have replaced progressive discipline, 
creating an environment of fear and intimidation. Direct interference with UPOA 
members by management, following the union's raised concerns, has further eroded 
trust between staff and leadership. 

We strongly support Int. 671, which would waive the civil service exam fee for first-time 
applicants and high school students. Removing financial barriers to entry is a positive 
step toward addressing recruitment challenges across civil service agencies, including 
the DOP. However, this is just one piece of the puzzle. Retention requires a work 
environment founded on respect, dignity, and professionalism. 

To stabilize the DOP, leadership must collaborate with unions to address staffing and 
workload issues, develop realistic plans for hiring and training, and create pathways for 
career growth while prioritizing institutional knowledge. Policies that support, rather than 
undermine, the workforce are essential for building a sustainable agency. 

The DOP is at a breaking point, and immediate action is necessary to prevent further 
deterioration and to ensure the Department can continue its critical mission. 

Thank you for your attention. I am happy to answer any questions. 
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To the Committee on Civil Service and Labor: 

My name is Molly Senack, and I am submitting testimony today on behalf of the Center for 
Independence of the Disabled, New York (CIDNY) as their Education and Employment 
Community Organizer. This testimony is supported by Sharon McLennon Wier, Ph.D., MSEd., 
CRC, LMHC, Executive Director of CIDNY. 

In 2022, only 34.8% of disabled people between the ages of 16-64 were employed in the 
United States. According to the Bureau of Labor Statistics, people with disabilities are less likely 
to work in traditionally higher paid managerial or professional positions than people without 
disabilities- 37.4% compared to 43.9% respectively. Employees with a disability are almost 
twice as likely to only work part-time as people without a disability (30% vs 16%), and 
according to the American Community Survey, people with disabilities in NYS are also almost 
twice as likely as people without disabilities to live below the poverty line (30% vs 17%). 

The likelihood of people with disabilities experiencing poverty or underemployment is not due to 
a lack of desire to work, but rather to the systemic occupational segregation and pay disparity 
in many sectors of the workforce. People with disabilities can experience disproportionate 
difficulty obtaining and retaining well-paying jobs, in part because many of the practices 
involved in applying, hiring, and training for jobs and subsequent promotions are implicitly 
discriminatory. Employees who request accommodations that they are legally entitled to can be 
met with discouragement and even hostility in the workplace, often leaving those employees 
with a difficult decision: either struggle to work without necessary resources and supports or 
endure further marginalization by soliciting them. Both choices can lead to the employee being 
overlooked for promotions, or even to them leaving their job entirely. 

As the NYC Council considers ways to improve workforce retention in the civil service sector, 
acknowledging the relationship between systemic accessibility and workforce retention is 
critical. We encourage the Council to include improvements to accessibility in the civil service 
sector as a cornerstone of their plan to improve civil service workforce retention, and 
additionally, to pass Int 0671-2024. This bill would waive the civil service examination fee for 
first time applicants and for high school students, thereby making it easier for people with 
disabilities to obtain civil service positions regardless of whether they decide to participate in 
the 55-a program. 



CIDNY also asks the Council to pass Res 0333-2024. This will address another significant 
factor in the likelihood of people with disabilities living below the poverty line by asking the NYS 
Legislature to pass, and the Governor to sign, a bill that would eliminate the subminimum wage 
for employees based on their disability or age. 

Despite the assertion that 14(c) programs, which allow a subminimum wage to be paid, provide 
people with certain disabilities access to initial employment and then opportunities for 
advancement to competitive integrated employment (CIE), studies have consistently found the 
opposite to be true. A series of articles by The Washington Post in 2024 amplified the same 
findings as the U.S. Government Accountability Office (GAO) and the National Council on 
Disability (NCD): very few disabled employees working under 14(c) ever make the transition to 
CIE (in 2022, just 0.5 percent of 14(c) workers were referred by their employers to vocational 
rehabilitation service), and in states where 14(c) programs were eliminated, overall employment 
of adults with cognitive disabilities (who make up about 91% of the people with disabilities 
earning a subminimum wage) actually increased. 

These studies make it clear that 14(c) programs not only contribute directly to the increased 
likelihood of people with disabilities living below the poverty line by paying often only pennies 
on the dollar for labor, but also indirectly, by restricting the ability of the workers employed 
under them to explore other options. 

We thank the Council for their time and effort, and support the passage of these pieces of 
legislation, as well as their commitment to improving the civil service sector for all New Yorkers, 
especially those with disabilities. 

Sincerely,  
   
Molly Senack (She/Her)  
Education and Employment Community Organizer  
Center for Independence of the Disabled, New York   
Email: msenack@cidny.org  Phone:  
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Good afternoon, Madame Chair Carmen De La Rosa, Committee Members and all attendees. 
I am Darrell L. Sims, President of the New York City Managerial Employees Association (MEA) 
and Alice Wong, the Executive Director of the MEA. We would like to thank the Committee 
for providing us with the opportunity to testify on behalf of the over 15,600 New York City 
managerial and original jurisdiction municipal employees (managers), and MEA members. 
 
After a 39-year career working at HPD, I retired on January 1, 2020. Elected as MEA 
President, I commenced my second three-year term on January 1, 2025. Based on my 
experience and from information expressed to me by the MEA Executive Board and our 
members, there are various reasons as to why it has become difficult and challenging to 
maintain the municipal workforce especially during and after the COVID-19 Pandemic. At the 
top of the list were pay raises and hybrid work options. The Administration approved pay 
raises in February of 2024 and a two-year hybrid work pilot for managers in October of 2023. 
Notwithstanding these proactive initiatives to address employee morale, retention and 
recruitment by the Administration, there remains a need for more incentives to retain the 
existing workforce and to attract applicants to public service employment. 
 
In recognition of dedicated civil service and as an incentive for career managers to remain 
in public service, MEA strongly advocates for longevity pay compensation to be added to the 
base salaries of qualified managers. A longevity pay plan for managers would provide parity 
in compensation with non-managerial civil service employees. District Council 37 in 
conjunction with the Administration enacted longevity pay compensation for its members 
in the 1986 Collective Bargaining Agreement. We strongly support parity in the structure of 
employee longevity pay compensation for managers. The longevity pay should not be based 
on specific managerial civil service titles or managerial levels. It is proposed that longevity 
compensation be awarded to managers who have maintained at least a satisfactory rating 
on their performance evaluations and that these pay increases be made at specific 
milestones of their civil service careers. 
 
Developing and implementing a longevity pay plan can assist the Administration in 
maintaining a skilled, knowledgeable, experienced, and committed managerial workforce. 
Longevity compensation can be a method to encourage continued employment, reduce 
hiring and training costs, promote career growth, and assist in maintaining favorable 
reputations for agencies by assuring consistency and stability in program operations and 
procedures. Additionally, the recognition of employee tenure through financial incentives 
can positively impact morale and job satisfaction. 
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Longevity pay is structured as a step increase in the salary scale that is added to the base pay upon reaching 
specific five-year intervals of service. The following is a conceptual synopsis of how eligible New York City 
managers would receive longevity pay compensation relative to the amount of time spent in a managerial title or 
titles: 
 

• At the end of five years of service in a civil service managerial title(s), each manager, shall 
receive fifteen hundred dollars ($1,500), based on three hundred dollars ($300) per year of 
service - added to the base salary. 

 
• At the end of ten years of service in a civil service managerial title(s), each manager, shall 

receive an additional fifteen hundred dollars ($1,500) longevity pay compensation - added 
to the base salary. 

 
• At the end of fifteen years of service in a civil service managerial title(s), each manager, 

shall receive an additional fifteen hundred dollars ($1,500) longevity pay compensation - 
added to the base salary. 

 
Longevity pay compensation will continue to be received when additional milestones are met. It is recommended 
that longevity pay compensation become pensionable after it is earned for twelve months. For example, at the end 
of fifteen years of managerial service forty-five hundred dollars ($4,500) shall be added to a manager’s base salary 
and included in the calculation of pension benefits. 
 
To assist in addressing the high number of job vacancies among municipal agencies will require both expeditious 
and effective recruitment as well as meaningful efforts to retain the existing municipal workforce.  Recruitment 
and retention must be addressed simultaneously to prevent a counterproductive cyclic trend of hirings and 
resignations. 
 
Thank you for your time and attention to this very important matter. 
 
Very truly yours, 
 

                 
 
Darrell L. Sims   Alice Wong 
President   Executive Director 
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The Family Homelessness Coalition (FHC) is made up of more than 20 organizations 

representing service and housing providers, children’s advocacy organizations and people with 

lived experience with family homelessness. We are united by the goal of preventing family 

homelessness, improving the well-being of children and families in shelter, and supporting the 

long-term stability of families with children who leave shelter. 

 

We would like to thank Chair Ayala and members of the committee for the opportunity to submit 

testimony on the vital resource of CityFHEPS.  

 

Introduction 

2024 was a record year for homelessness in New York. The state overall experienced a 53% 

increase in homelessness last year, the highest per capita rate in the nation, according to data 

from the Department of Housing and Urban Development (HUD). Meanwhile, a recent report 

from the State Comptroller’s office shows that the city’s homelessness population has more than 

doubled since 2022. Furthermore, New York experienced a 71% increase in unaccompanied 

youth experiencing homelessness from last year.  

 

Particularly with uncertainty at the federal level, it is imperative to invest in resources like 

CityFHEPS which are critical to housing stability and reducing homelessness. We must also 

collectively work to reduce administrative barriers to these resources working effectively.  

 

FHC strongly urges the full implementation of the CityFHEPS expansion that was passed into 

law in 2023. The series of changes have since been held up in legal processes, but New Yorkers 

and their families cannot wait any longer for the critical support that these vouchers provide.  

 

In addition to these reforms, and robust and consistent funding of the program, FHC urges the 

following administrative changes to better operationalize CityFHEPS. These recommendations 

are based on the experience of service providers, shelter operators, and people with lived 

experience.  

 

Reduce Barriers in CityFHEPS Administration 



• On Inspections: 

o Do Not Allow Minor Issues to Hold Up Move-In: Apartment inspection processes 

should be standardized and include a hierarchy of issues, such that minor issues 

will not result in an inspection failure. Currently, minor issues, which can be 

immediately rectified, such as a missing light switch cover, may result in an 

inspection failure and a severe delay to the client’s move-in date. This is modeled 

after NYCHA’s approach to inspections. 

o Reform Double Inspection Rule: For units which require a DHS inspection 

(cellars and ground floor units), DSS requires both a DHS and a separate HRA 

inspection. We call for the secondary inspection to be limited to a fraction of the 

units as a secondary review/audit procedure but not policy for every unit. 

• On Income Verification: 

o The $100 Rule: The incomes presented in a voucher package must be within $100 

of the original shopping letter amount. With low-income tenant incomes often 

varying greatly week by week, this discrepancy often triggers a rebudgeting letter, 

which is a source of delay. DHS/HRA staff who are reviewing this should be 

allowed to reissue the tenant share with the new income numbers, and not require 

a separate rebudgeting process. 

• On Public Assistance Single Issuance: 

o Time Frame: The current time frame is 30 days, but often the process for applying 

and getting the voucher is longer and requires the single issuance to be 

resubmitted. We recommend a 90-day time frame. 

o Add Option for Access HRA: There is currently no process on Access HRA to 

signify that an application is for single issuance public assistance. This results in 

many applications being treated as ongoing public assistance. This should be a 

distinct option on Access HRA to avoid confusion. 

• Process Improvements: 

o Electronic Paperwork: Application packet forms should be readable/fillable PDF 

forms that can be signed electronically and emailed back, while still allowing for 

a paper process. 

o Outreach: If a client’s application is missing documents, DSS should not wait to 

contact that client via mail or phone call. DSS should also reach out to clients via 

text or email which to have the best chance of successfully connecting with 

clients. DSS often calls to detail this type of information from an unknown 

number, so clients may not pick up, and then they miss the opportunity to talk 

about their application. Then, DSS’s next step is to send a letter to the client in the 

mail. The letter should be clear about what information is needed via the 

AccessHRA portal. Additionally, if a DSS staff person does call a client for this 

purpose; they should leave a call back number, along with hours of availability. 

o Family Moves Within Shelter. When families are transferred into new shelter 

locations, the application process should not begin again. When this has occurred, 



it has added significant time delays. Applications should maintain even when 

families move locations. 

 

We strongly recommend that the City fully implement the CityFHEPS expansion, as well as 

these administrative processes to reduce barriers in the housing placement process. Thank you 

for your consideration. 
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Honorable Members of the Committee, 

Thank you for the opportunity to submit written testimony on the critical issue of workforce 

retention in New York City’s civil service sector. As a staunch advocate for equitable 

compensation practices and efficient public service delivery, I am writing to highlight the 

importance of providing bonus pay for bilingual employees and the tangible benefits it can bring 

to our workforce and communities. 

New York City is one of the most linguistically diverse cities in the world, with over 200 languages 

spoken and nearly half of its residents speaking a language other than English at home. This 

linguistic diversity creates a profound need for bilingual staff in civil service roles to ensure that 

every resident, regardless of their language proficiency, can access essential public services.  

Whether, it is providing accurate information during a crisis, helping residents navigate complex 

systems like housing or healthcare, or ensuring children receive equitable educational 

opportunities, bilingual employees are essential to bridging these gaps and meeting the needs of 

our communities. 

The demand for bilingual staff is evident in every corner of the city—from schools and hospitals 

to emergency services and housing departments. Without sufficient bilingual personnel, language 

barriers can lead to delays, misunderstandings, and inequitable access to vital services, 

disproportionately affecting immigrants and non-English-speaking populations. The ability to 

effectively communicate with residents in their preferred language is not merely a convenience; it 

is a necessity for equitable public service delivery, and it is the law. 

Bilingualism is a valuable skill that requires years of learning and practice to perfect. However, in 

many instances, employees who use their language skills to perform additional duties, such as 

translating documents or interpreting for non-English-speaking residents, do not receive 

compensation that reflects the added value they provide. This lack of recognition can lead to 

feelings of being undervalued, fostering dissatisfaction and, ultimately, higher turnover rates. 

By instituting bonus pay for bilingual employees, New York City would send a strong message 

that it values the unique contributions of these workers, aligning compensation with 

responsibilities and promoting greater job satisfaction. 

Competitive compensation is a key driver of workforce retention. In today’s labor market, private 

sector employers increasingly offer financial incentives for bilingual candidates, recognizing their 

ability to meet the needs of a diverse clientele. Without similar incentives, the civil service risks 

losing talented bilingual individuals to private companies, exacerbating staffing shortages and 

undermining the City’s ability to serve its residents effectively. 

Bonus pay for bilingual employees would enhance the City’s ability to attract and retain skilled 

workers. It would position civil service roles as competitive career options for multilingual 

professionals, ensuring that the City retains a workforce capable of meeting its linguistic and 

cultural needs. 
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Providing bonus pay for bilingual employees is also an issue of equity. Many bilingual workers 

come from immigrant backgrounds and are often concentrated in roles with limited opportunities 

for advancement. Recognizing their language skills with additional pay would help address these 

inequities, fostering a more inclusive and supportive workplace environment. It would also 

encourage other employees to pursue language training, further enhancing the City’s linguistic 

capacity over time. 

While implementing bonus pay for bilingual employees represents an upfront cost, the long-term 

benefits far outweigh the expenses. Retaining skilled employees reduces recruitment and training 

costs associated with high turnover. Moreover, improved communication between civil servants 

and the communities they serve leads to greater trust in public institutions, increased resident 

satisfaction, and more efficient service delivery. 

Lastly, I strongly believe that providing bonus pay for bilingual civil service employees is a 

strategic investment in New York City’s workforce and the communities. It addresses the dual 

challenges of workforce retention and equitable service delivery, ensuring that all residents have 

access to the resources and support they need. By addressing the City’s great need for bilingual 

staff, bonus pay will not only strengthen the workforce but also enhance the quality and equity of 

public services. 

I urge the Committee to prioritize this initiative and take decisive action to implement a bilingual 

bonus pay policy for civil service employees. 

Thank you for considering this testimony. I am confident that this measure will not only improve 

workforce retention but also enhance the quality of public services in our great city. 

Sincerely,  

 

Nicolas Alberto Escobar 

Bronx Resident and City Employee 








	1 DCAS - Katrina Porter
	2 MO Labor Relations - Daniel Pollak
	United Probation Officers Association - Dalvanie Powell
	CIDNY
	New York City Managerial Employees Association
	Workers United - Megan Chamber
	Family Homelessness Coalition
	zGerber Archila
	zNicolas Alberto Escobar
	zzzAppearance



