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I. INTRODUCTION
On April 17, 2025, the Committee on Civil Service & Labor, chaired by Council Member Carmen De La Rosa, jointly with the Committee on Women & Gender Equity, chaired by Council Member Farah Louis, will hold an oversight hearing to discuss New York City’s commitment to maintaining and advancing equitable representation within the municipal workforce. The Committee will also hear Introduction Number 675-2024 (Int. 675), sponsored by Council Member De La Rosa; Resolution Number 66-2024 (Res. 66), sponsored by Council Member Cabán; Resolution Number 109-2024 (Res. 109), sponsored by Council Member Hudson; and Resolution Number 368-2024 (Res. 368), sponsored by Council Member Hanif. Those invited to testify include the Commission on Gender Equity (CGE) within the Mayor’s Office of Equity and Racial Justice (MOERJ), the Department of Citywide Administrative Services (DCAS), municipal labor unions, and other interested members of the public.
II. BACKGROUND 
The United States has a deep history of discrimination and exclusion in the workplace that has informed the implementation of initiatives – both by governments and private entities – aimed at improving representation.[footnoteRef:2] Segregation in the workplace has taken many forms, ranging from “Black Codes” that excluded Black workers from higher-paying skilled trade jobs, to systemic biases that prevent racial minorities and women from being considered for hire or promotion.[footnoteRef:3] The lingering effects of these policies are particularly evident when examining pay disparities across employees’ race and gender identity.[footnoteRef:4] In 2024, women in the United States earned an average of 85 cents for every dollar men earned, with many respondents to the study noting that women are treated differently by employers; these attitudes are compounded when women workers are making choices about how to balance work and family life.[footnoteRef:5] While the gap is slightly reduced in New York City, working women earned only 90 cents on the dollar compared to a man working in the same position in 2022.[footnoteRef:6] These pay disparities become more apparent when examining the intersection of gender and race, with Asian women earning 72 cents, Black women earning 57 cents, and Hispanic/Latina women earning only 54 cents.[footnoteRef:7] Representation in the workforce, particularly in high-paying positions and positions of leadership, combats discriminatory and segregationist norms embedded in recruitment and career advancement; affirmative action policies and anti-discrimination enforcement lead to increased workplace integration and narrowed wage gaps.[footnoteRef:8] [2:  EEOC History: The Law, U.S. Equal Employment Opportunity Commission, last accessed on April 11, 2025 at https://www.eeoc.gov/history/eeoc-history-law. ]  [3:  Marina Zhavoronkova, Rose Khattar, and Matthew Brady, Occupational Segregation in America, Center for American Progress (March 29, 2022), last accessed on April 11, 2025 at https://www.americanprogress.org/article/occupational-segregation-in-america/#:~:text=The%20Equal%20Pay%20Act%20of%20196319%20prohibited,of%20pregnancy%2C%20childbirth%2C%20or%20related%20medical%20conditions. ]  [4:  Richard Fry and Carolina Aragão, Gender pay gap in U.S. has narrowed slightly over 2 decades, Pew Research Center (March 4, 2025), last accessed on April 11, 2025 at https://www.pewresearch.org/short-reads/2025/03/04/gender-pay-gap-in-us-has-narrowed-slightly-over-2-decades/. ]  [5:  Id.]  [6:  L.K. Moe, Closing the Gender Pay Gap: Why Pay Equity Has Stalled in New York City and the Urgent Need for Action, Center for New York City Affairs at the New School and Women Creating Change (November 2023), last accessed on April 15, 2025 at https://static1.squarespace.com/static/53ee4f0be4b015b9c3690d84/t/655e441b40e39652847fca38/1700676644146/WCC+Gender+Pay+Equity+Report+FINAL_newdata_11_20_23.pdf. ]  [7:  Id.]  [8:  Marina Zhavoronkova, Rose Khattar, and Matthew Brady, Occupational Segregation in America, Center for American Progress (March 29, 2022), last accessed on April 11, 2025 at https://www.americanprogress.org/article/occupational-segregation-in-america/#:~:text=The%20Equal%20Pay%20Act%20of%20196319%20prohibited,of%20pregnancy%2C%20childbirth%2C%20or%20related%20medical%20conditions.] 

In response to this ongoing history of occupational segregation and discriminatory practices, many employers made efforts to improve equity and inclusion in the workplace and in doing so, created pathways for qualified, marginalized workers to enter into higher-paying positions in a setting that respected all employees.[footnoteRef:9] Common practices to improve representation in workforces include: the availability of trainings to help employees understand and embrace differences of social identity[footnoteRef:10] in the workplace and address microagressions; strengthening analytical tools to eliminate bias in processes for equitable pay and promotion; holding leaders and managers accountable to foster inclusive leadership; and implementing mechanisms for all employees to assess each other’s performance to live up to established standards of inclusivity.[footnoteRef:11] Research indicates that the implementation of such programs has tangible effects on the workforce.[footnoteRef:12] Employers prioritizing diversity, equity, and inclusion, or DEI, has increased employee engagement and higher rates of employee retention.[footnoteRef:13] Furthermore, studies show that when companies are evaluated on customer satisfaction, employee engagement and development, innovation, social responsibility, and financial strength, the firms that had a position dedicated to improving DEI scored significantly higher in nearly all metrics.[footnoteRef:14] A similar study by McKinsey & Company found that diverse companies are more likely than their less diverse counterparts to outperform financially.[footnoteRef:15]   [9:  Sundiatu Dixon-Fyle, Kevin Dolan, Dame Vivian Hunt, and Sara Prince, Diversity wins: How inclusion matters, McKinsey & Company (May 9, 2020), last accessed on April 15, 2025 at https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters. ]  [10:  Social identity can refer to an individual’s race, ethnicity, religion, gender identity, sexual orientation, physical ability, or other major category to which the individual feels belonging. ]  [11:  Sundiatu Dixon-Fyle, Kevin Dolan, Dame Vivian Hunt, and Sara Prince, Diversity wins: How inclusion matters, McKinsey & Company (May 9, 2020), last accessed on April 15, 2025 at https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters.]  [12:  Tory Clarke, Three Reasons The Case For Corporate DEI Programs Is Stronger Than Ever, Forbes (November 28, 2023), last accessed on April 11, 2025 at https://www.forbes.com/councils/forbeshumanresourcescouncil/2023/11/28/three-reasons-the-case-for-corporate-dei-programs-is-stronger-than-ever/. ]  [13:  Id.]  [14:  Tory Clarke, Three Reasons The Case For Corporate DEI Programs Is Stronger Than Ever, Forbes (November 28, 2023), last accessed on April 11, 2025 at https://www.forbes.com/councils/forbeshumanresourcescouncil/2023/11/28/three-reasons-the-case-for-corporate-dei-programs-is-stronger-than-ever/.]  [15:  Sundiatu Dixon-Fyle, Kevin Dolan, Dame Vivian Hunt, and Sara Prince, Diversity wins: How inclusion matters, McKinsey & Company (May 9, 2020), last accessed on April 15, 2025 at https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters. ] 


a. Mayor’s Office of Equity and Racial Justice 

In November 2022, voters approved a ballot measure establishing the MOERJ.[footnoteRef:16] Launched in October 2023, the MOERJ is the City’s centralized equity office that engages with New York City’s agencies and constituents to promote racial justice, and is comprised of several offices and commissions, including the following:[footnoteRef:17]  [16:  See Charter § 3401; NYC Mayor’s Office of Equity, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/equity/about/about.page#:~:text=Launched%20in%20October%202023%2C%20the,justice%20within%20New%20York%20City. ]  [17:  NYC Mayor’s Office of Equity and Racial Justice, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/equity/about/about.page] 

· NYC Her Future (NHF) is dedicated to supporting the success of young women of color throughout NYC by providing them with tools to address disparities that these women may encounter in education, employment, justice and health. NHF helps connect young women in partnership with the City University of New York for a variety of academic and real-world experiences;[footnoteRef:18] [18:  NYC Her Future, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/content/nycherfuture/pages/. ] 

· The NYC Commission on Gender Equity (CGE) is a City agency created by Local Law 45 of 2020 [footnoteRef:19] and is part of MOERJ. [footnoteRef:20] CGE works collaboratively with City agencies that focus on economic mobility and opportunity, as well as health and reproductive justice and safety.[footnoteRef:21] CGE’s focus is to ensure that the City leads in the development of gender-equitable policies and programs for its workforce and residents.[footnoteRef:22] As an advisory body, CGE develops policies and makes recommendations for legislative and executive action to improve the lives of girls, women, intersex, transgender, gender-nonconforming and gender-nonbinary (TGNCNBI) people in New York City;[footnoteRef:23] [19:  Local Laws of the City of New York for the Year 2020, NYC.gov, last accessed on April 16, 2025 at https://www.nyc.gov/assets/genderequity/downloads/pdf/Local-Law-45.pdf ]  [20:  About: NYC Mayor’s Office of Equity and Racial Justice, NYC.gov, last accessed on April 16, 2025 at https://www.nyc.gov/site/equity/about/about.page ]  [21:  NYC Commission on Gender Equity (CGE), NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/content/genderequity.pages/.]  [22:  Id.]  [23:  Id.] 

· The NYC Unity Project (UP) works across City agencies to develop programs, policies, communications, and engagements that advance equity for NYC’s LGBTQ+ community. The NYC Unity Project works across three core focus areas that include 1) economic and community development; 2) acceptance and antidiscrimination, and 3) health equity.  To coordinate strategic partnerships throughout City agencies, academia, non-profit organizations, and the private sector;[footnoteRef:24]  [24:  NYC Unity Project, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/content/unityproject/pages/. ] 

· The NYC Young Men’s Initiative (YMI) is a public-private partnership created to address disparities among Black and Latino men ages 16 to 24 in education, employment, health and justice and was launched in September 2020 to provide tutoring and social emotional throughout the COVID pandemic. The program received $850,000 in FY21, and $1.58 million in FY22;[footnoteRef:25] and [25:  NYC Young Men’s Initiative, NYC.gov, last accessed on April 11, 2025 at https://www.nyc.gov/site/ymi/index.page.] 

· The NYC Pay Equity Cabinet (PEC), is a 2021 mayoral-appointed interagency body aimed at addressing race and gender-based pay disparities. Building on the work of NYC Taskforce on Racial Inclusion and Equity (TRIE), along with DCAS and CGE, the PEC reports to the Deputy Mayor for Administration and is composed of representatives from various City agencies who work towards creating a fairer and more equitable city.[footnoteRef:26]
 [26:  NYC Pay Equity Cabinet, NYC.gov, last accessed on April 11, 2025 at https://www.nyc.gov/office-of-the-mayor/news/704-21/mayor-de-blasio-pay-equity-cabinet-fight-race-gender-based-wage-disparities. ] 

b. Department of Citywide Administrative Services 

	DCAS provides City agencies with various forms of administrative support.[footnoteRef:27]  Such support includes the management of personnel services, the development and offering of training courses for current City employees, and the provision of guidance related to equal employment policies to City agency heads.[footnoteRef:28] DCAS plays a pivotal role in implementing policies that advance equitable opportunities for workers across the civil service.[footnoteRef:29]  [27:  For City Agencies: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/agencies/for-city-agencies.page.]  [28:  Id.]  [29:  Testimony of Deputy Commissioner of DCAS Katrina Porter, New York City Council Hearing by the Committee on Civil Service and Labor, Committee on Women and Gender Equity, and Committee on Civil and Human Rights, April 25, 2024. ] 

	DCAS offers a line of service known as Citywide Equity and Inclusion (CEI), which sets standards for City agencies to implement the City’s Equal Employment Opportunity (EEO) policies and procedures.[footnoteRef:30] The City’s EEO policy is designed to prevent workplace discrimination and harassment under the City’s protected categories, and promotes inclusivity and retention for the City’s municipal workers.[footnoteRef:31] CEI is also tasked with guiding agencies in preparation of their annual EEO plan submissions and diverse recruitment reports.[footnoteRef:32] Furthermore, CEI has several publications available on its website, ranging from guidance for agencies to respect and support TGNCNBI employees, explanations of the City’s reasonable accommodations laws, and descriptions of how City workers can submit an EEO complaint for violations.[footnoteRef:33]  [30:  Citywide Equity & Inclusion: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/agencies/equity-and-inclusion.page. ]  [31:  Id.]  [32:  Who We Are: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/about/who-we-are.page.]  [33:  Citywide Equity & Inclusion: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/agencies/equity-and-inclusion.page.] 

DCAS also provides training sessions to current civil service employees across all City agencies, including a variety of trainings specifically aimed at advancing inclusivity in the workplace that are developed and updated by the department’s CEI sector.[footnoteRef:34] The Cultural Awareness & Inclusivity trainings range in topic and cover subjects including, but not limited to: sexual harassment prevention; disability awareness and etiquette; unconscious bias in interviews; microagressions and microaffirmations; and guidelines for implementing reasonable accommodations.[footnoteRef:35] While many DCAS trainings charge a fee to attend, all Cultural Awareness & Inclusivity trainings are free and accessible to all City employees.[footnoteRef:36]  [34:  Who We Are: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/about/who-we-are.page. ]  [35:  Citywide Course Catalog Spring 2025: NYCityLearn, last accessed on April 10, 2025 at https://a856-learning.nyc.gov/Learner/ExploreAndLearn/8. ]  [36:  Id.] 

	The Office of Citywide Recruitment (OCR) within DCAS is tasked with conducting outreach to community-based organizations and other pathways to recruitment for City jobs.[footnoteRef:37]  This office also manages the City’s 55-a Program, which offers qualified persons with disabilities an opportunity to be hired into competitive civil service positions through an evaluation of their qualifications and interviews, and exempts such candidates from the requirement to take a civil service examination. [footnoteRef:38]  [37:  DCAS Office of Citywide Recruitment (OCR): NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/agencies/recruitment-citywide.page. ]  [38:  55-a Program: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/employment/55-a-program.page. ] 

	DCAS is also tasked with administering the Public Service Corps Program, which offers internships at participating City agencies for undergraduate and graduate students.[footnoteRef:39] DCAS is required to make efforts to recruit students from diverse backgrounds, and to offer internships at a broad range of agencies for students to gain experience.[footnoteRef:40] Students enrolled in a Public Service Corps internship can be paid or receive academic credit for their work.[footnoteRef:41] In recent years, this program has been successful in recruiting women and employees from diverse backgrounds, with roughly 75% of participating students identifying as Black, Hispanic, or Asian.[footnoteRef:42]  [39:  New York City Public Service Corps: NYC Department of Administrative Services, NYC.gov, last accessed on April 10, 2025 at https://www.nyc.gov/site/dcas/employment/internship-and-fellowships-nyc-public-service-corps.page. ]  [40:  Administrative Code § 12-212.]  [41:  Id.]  [42:  Testimony of Assistant Commissioner for Workforce Operations at DCAS Kadian Outar, New York City Council Hearing by the Committee on Civil Service and Labor and Committee on Higher Education, October 31, 2024.] 

	Moreover, DCAS implements several initiatives mandated by City Council action to improve pay equity and address disparities within the municipal workforce.[footnoteRef:43]  [43:  Testimony of Deputy Commissioner of DCAS Katrina Porter, New York City Council Hearing by the Committee on Civil Service and Labor, Committee on Women and Gender Equity, and Committee on Civil and Human Rights, April 25, 2024.] 

· Local Law 18 of 2019 requires DCAS to collect pay and employment equity data annually, and to work with the Mayor’s Office of Data Analytics (MODA) to conduct an analysis of such data on pay, employment rate, and retention in the City workforce.[footnoteRef:44]  [44:  Administrative Code § 3-171; Administrative Code § 12-208.] 

· Local Law 27 of 2023 requires DCAS to contract with an independent entity to conduct a 3-year pay equity comparative worth analysis.[footnoteRef:45] This local law also requires agency heads to adopt and implement annual plans to provide equal employment opportunities, and to submit such plans to DCAS.[footnoteRef:46] Additionally, this local law requires agency heads to submit an annual report to DCAS regarding the agency’s administration of anti-sexual harassment trainings.[footnoteRef:47] [45:  Administrative Code § 12-208.1.]  [46:  Charter § 815(a)(19).]  [47:  Charter § 815(1).] 

· Local Law 28 of 2023 requires the Office of Diversity and Inclusion to train City agencies to develop job postings and recruitment materials that promote diverse recruitment, and to evaluate current practices for unconscious biases.[footnoteRef:48]  [48:  Charter § 814.1(c)(9).] 

· Local Law 76 of 2024 requires DCAS to administer workplace culture surveys to municipal employees, providing all workers with the opportunity to confidentially share perceived barriers to promotion, views on diversity and equity in the agency, and concerns regarding colleagues or supervisors who are engaged in harmful or aggressive behaviors that negatively impact the workplace culture.[footnoteRef:49]  [49:  Administrative Code §12-218.] 

· Local Law 77 of 2024 requires that DCAS submit an annual report regarding the department’s efforts to fill competitive promotional positions with direct line, collateral line, or comparable position employees.[footnoteRef:50]  [50:  Administrative Code §12-217.] 

	In addition to participating in the foregoing initiatives aimed at improving equitable representation in the workforce, DCAS has conducted ongoing reviews of the minimum qualifications for certain City positions, thereby reducing barriers to municipal employment and diversifying talent pools for careers in the civil service.[footnoteRef:51]  [51:  Testimony of Deputy Commissioner of DCAS Katrina Porter, New York City Council Hearing by the Committee on Civil Service and Labor, Committee on Women and Gender Equity, and Committee on Civil and Human Rights, April 25, 2024.] 


c. New York City Equal Employment Practices Commission 


The New York City Equal Employment Practices Commission (EEPC) audits and monitors municipal employment policies to ensure fairness, equity, and compliance with anti-discrimination laws.[footnoteRef:52] It assists City agencies in developing affirmative employment programs, educating employees on equal opportunity, and implementing effective complaint procedures.[footnoteRef:53]  [52:  Who We Are: The Equal Employment Practices Commission, NYC.gov, last accessed on April 8, 2025 at https://www.nyc.gov/site/eepc/index.page.]  [53:  Id.] 

As mandated by Local Law 13 of 2019, the EEPC conducts an annual analysis of racial, ethnic, and gender underutilization in the municipal workforce.[footnoteRef:54] This analysis compares the representation of Asian, Black, Hispanic, and female employees in City agencies to their availability in the broader labor market.[footnoteRef:55] Underutilization is defined as the gap between the expected and actual number of employees from a demographic group based on this availability. [footnoteRef:56] The report evaluates underutilization within designated job groups—broad categories of similar positions across agencies.[footnoteRef:57] For instance, the three largest job groups in the City workforce are police and detectives, paraprofessionals, and social workers, which together account for 62,663 employees.[footnoteRef:58] In the 2024 report, the EEPC analyzed the workforce composition across 75 City entities under its jurisdiction.[footnoteRef:59] Findings showed that overall levels of underutilization remained largely unchanged from 2023 to 2024, though the percentage of job groups with underrepresentation of Black and Asian employees increased slightly.[footnoteRef:60] [54:  The Equal Employment Practices Commission, Underutilization in the New York City Workforce in 2024: A Report in Fulfillment of New York City Local Law 13 (2019) available at: https://www.nyc.gov/assets/eepc/downloads/pdf/reports/LL13%20UU%20Report%20-%20NYC%202024%20(2025).pdf.]  [55:  Id.]  [56:  Id.]  [57:  Id.]  [58:  Id.]  [59:  Id.]  [60:  Id.] 

The report also showed that in 2024, there were 223 instances of underutilization across the municipal workforce, a slight increase from 219 in 2023.[footnoteRef:61] Black workers continued to face the highest rates of underutilization, appearing in 19% of job groups, followed by Asian workers in 8%, women in 14%, and Hispanic workers in 5%.[footnoteRef:62] Notably, the percentage of job groups with underutilization increased for both Black and Asian workers, while underutilization for women declined slightly compared to the previous year.[footnoteRef:63] These trends suggest that despite some progress in specific areas, persistent disparities remain—and, in some cases, are deepening.  [61:  Id.]  [62:  Id.]  [63:  Id.] 

Black workers were underutilized in 19 percent of job groups, the highest of the demographic groups analyzed.[footnoteRef:64] Black workers faced the highest levels of underutilization in several key job groups, including managers and management specialists, police and detectives, and craft roles—which encompass skilled positions requiring technical expertise, such as electricians, plumbers, and machine operators.[footnoteRef:65] These positions generally offer above-average City salaries, making their underrepresentation particularly concerning.[footnoteRef:66] Women also experienced considerable underutilization in the police and detectives and craft job groups.[footnoteRef:67] [64:  Id.]  [65:  Id.]  [66:  Id.]  [67:  Id.] 

Workforce separations, or departures from the City workforce, significantly contributed to continued underutilization in the municipal workforce, particularly among Black employees and Women.[footnoteRef:68] In 2024, these groups left City service at rates equal to or greater than their representation in the workforce, exacerbating existing disparities.[footnoteRef:69] For example, Black employees made up 32% of the workforce in 2023 but accounted for 39% of separations in 2024.[footnoteRef:70] Similarly, women comprised 41% of the workforce in 2023 yet represented 47% of all separations in 2024.[footnoteRef:71] These disproportionate exits suggest systemic retention challenges that must be addressed to make meaningful progress toward workforce equity. [68:  Id.]  [69:  Id.]  [70:  Id.]  [71:  Id.] 

While the EEPC’s 2024 report analyzing underutilization in the City workforce emphasizes the importance of hiring underrepresented individuals at rates that meet or exceed their availability in the labor market, it makes clear that recruitment alone is not enough to address underutilization.[footnoteRef:72] To create lasting change, the report recommends institutionalizing robust career development and retention practices across all City agencies.[footnoteRef:73] It acknowledges that the City has taken steps in this direction—such as implementing career counseling programs, conducting performance evaluations, offering exit interviews, and launching a learning management system—but stresses that these efforts must be scaled and coordinated.[footnoteRef:74] Effectively combatting underutilization requires a comprehensive, system-wide strategy that supports employees throughout the entire lifecycle of their City service—long before they consider leaving.[footnoteRef:75] [72:  Id.]  [73:  Id.]  [74:  Id.]  [75:  Id.] 


d. EquityNYC 

Mayoral Executive Order 45 of 2019 mandates that New York City agencies and offices publicly report on five key metrics assessing the City's equity-related work.[footnoteRef:76] These equity metrics evaluate who the City serves, where services are located, who the City employs, who receives City contracts, and the internal equity practices agencies implement.[footnoteRef:77] [76:  City Agencies’ Strategies for Equity 2024: EquityNYC, NYC.gov, last accessed on April 8, 2025 at https://equity.nyc.gov/equity-stories/city-agencies-strategies-equity-2024.]  [77:  Id.] 

EquityNYC within the Mayor’s Office for Economic Opportunity, provided an analysis of the fifth equity metric, internal equity practices, providing a snapshot of how City agencies incorporate equity into their operations.[footnoteRef:78] To assess these efforts, agencies completed an online survey detailing their initiatives, including working groups, specialized training, and targeted programs designed to foster inclusion and fairness.[footnoteRef:79] [78:  Id.]  [79:  Id.] 

Between March and June 2024, 35 agencies participated in the survey, revealing a varied but concerted effort toward advancing equity.[footnoteRef:80] More than half—57% of agencies—reported offering division-wide or agency-wide trainings focused on equity-related concepts and skills.[footnoteRef:81] Nearly 90% of agencies employed strategies such as resume scrubbing, representative interview panels, and standardized scoring to promote equitable hiring practices, ensuring fairer recruitment and advancement opportunities.[footnoteRef:82] However, only 17% of agencies reported providing mentorship or training programs specifically designed to support career advancement for individuals from identities historically underrepresented in leadership positions.[footnoteRef:83] Additionally, 31% of agencies contracted with third-party vendors to support their social and racial equity work.[footnoteRef:84] These external partners facilitated initiatives such as foundational equity training, conflict management and reconciliation, and the development of metrics to track accountability.[footnoteRef:85] [80:  Id.]  [81:  Id.]  [82:  Id.]  [83:  Id.]  [84:  Id.]  [85:  Id.] 

These findings highlight the City's ongoing commitment to embedding equity within its workforce and operations, while also underscoring areas where further progress is needed to ensure meaningful and lasting change.


III. ISSUES AND CONCERNS 
a. Executive Orders from the Trump Administration in 2025
	Since the January 2025 inauguration, the Trump administration has issued several executive orders and memoranda targeting DEI programs and other inclusive initiatives in the public and private sectors.[footnoteRef:86] An executive order is a signed, written and published directive from the President of the United States that manages operations of the federal government.[footnoteRef:87]  While executive orders do not have to pass through both houses of Congress, and therefore have limited powers, they must respect the limits of the Constitution and comply with laws as passed by Congress.[footnoteRef:88] [86:  Trump’s Executive Orders on Diversity, Equity, and Inclusion, Explained, The Leadership Conference on Civil and Human Rights (February 12, 2025), last accessed on April 11, 2025 at https://civilrights.org/resource/anti-deia-eos/. ]  [87:  What Is An Executive Order? American Bar Association (January 25, 2021), last accessed on April 14, 2025 at https://www.americanbar.org/groups/public_education/publications/teaching-legal-docs/what-is-an-executive-order-/.]  [88:  Id.] 

	President Trump has signed over 100 executive orders since he began his second presidential term in January 2025.[footnoteRef:89] As of April 2025, there is ongoing litigation on several of the executive orders, adding uncertainty to the outcome of the orders.[footnoteRef:90] Through executive orders and memoranda, the administration has eliminated federal jobs that focused on enhancing DEI programs, terminated grants for schools that use affirmative action to determine admission or incorporate anti-racism principles in their teachings, and threatened to cut funding for healthcare facilities that provide gender-affirming care for minors.[footnoteRef:91] The Trump administration claims in its executive order that the elimination of DEI programs would restore merit-based hiring practices for employers; however, as discussed above, little data indicates that this is the case.[footnoteRef:92]  [89:  Executive Orders, White House, last accessed on April 11, 2025 at https://www.whitehouse.gov/presidential-actions/executive-orders/. ]  [90:  See, e.g. Associated Press, Block on Trump's executive orders restricting DEI programs is lifted (March 14, 2025), https://www.npr.org/2025/03/14/nx-s1-5328791/trump-diversity-executive-order-block.]  [91:  Jessica Guynn, DEI explained: What is DEI and why is it so divisive? What you need to know. USA Today (March 4, 2025), last accessed on April 15, 2025 at https://www.usatoday.com/story/money/2025/03/04/trump-dei-backlash-explained/81170427007/; Gene Johnson, Judge blocks Trump order threatening funding for institutions that offer care for transgender youth, Associated Press (March 1, 2025), last accessed on April 15, 2025 at https://apnews.com/article/trump-transgender-gender-affirming-care-14ff427c42ac52e37305ae51fd5a66bb.  ]  [92:  Exec. Order No. 14173 90 F.R. 8633 (2025), last accessed on April 12, 2025 at  https://www.federalregister.gov/documents/2025/01/31/2025-02097/ending-illegal-discrimination-and-restoring-merit-based-opportunity; Terina Allen, DEI: Advancing Merit-Based Hiring That Makes Companies More Profitable and Competitive, Forbes (January 30, 2025), last accessed on April 15, 2025 at https://www.forbes.com/sites/terinaallen/2025/01/30/dei-advancing-merit-based-hiring-that-makes-companies-more-profitable-and-competitive/.] 

At least 4 executive orders signed since the current federal administration took office have focused on ending consideration of diversity and equity in federal workforce hiring:
· Executive Order 14151 of January 20, 2025: Ending Radical and Wasteful Government DEI Programs and Preferencing. This executive order that instructs executive agencies to end “diversity, equity, and inclusion” (or “DEI”) programs within federal grant and contract processes.[footnoteRef:93] [93:   Exec. Order No. 14151, 90 Fed. Reg. 8339 (January 20, 2025), https://www.federalregister.gov/documents/2025/01/29/2025-01953/ending-radical-and-wasteful-government-dei-programs-and-preferencing.] 

· Executive Order 14173 of January 21, 2025: Ending Illegal Discrimination and Restoring Merit-Based Opportunity. This executive order directed federal agencies to no longer allow federal contracts or grants consider workforce balancing based on race, color, sex, sexual preference, religion, or natural origin, and to terminate programs related to diversity and equity.[footnoteRef:94] [94:  Exec. Order No. 14173 90 F.R. 8633 (2025), https://www.federalregister.gov/documents/2025/01/31/2025-02097/ending-illegal-discrimination-and-restoring-merit-based-opportunity. For further description of the Department of Justice’s implementation of the executive order, see Memorandum from the Office of the Attorney General, Ending Illegal DEI and DEIA Discrimination and Preferences (February 5, 2025), last accessed on April 11, 2025 at https://www.justice.gov/ag/media/1388501/dl?inline. ] 

· Executive Order 14170 of January 20, 2025: Reforming the Federal Hiring Process and Restoring Merit to Government Service.[footnoteRef:95] The executive order requires the development federal hiring plan that prevents hiring of individuals based on their race, sex, or religion.  [95:  Exec. Order No. 14170 90 F.R. 8621 (2025), https://www.federalregister.gov/documents/2025/01/30/2025-02094/reforming-the-federal-hiring-process-and-restoring-merit-to-government-service.] 

· Executive Order 14210 of February 11, 2025: Implementing the President's "Department of Government Efficiency" Workforce Optimization Initiative.[footnoteRef:96] The executive order directs agencies to prioritize firing the workforce that works on all agency diversity, equity, and inclusion initiatives. [96:  Exec. Order No. 14120 90 F.R. 9669 (2025), https://www.federalregister.gov/documents/2025/02/14/2025-02762/implementing-the-presidents-department-of-government-efficiency-workforce-optimization-initiative ] 


In addition, President Trump has signed at least 5 executive orders requiring the review of the security clearance of individual law firms, citing concerns around the pro bono work of those law firms and calling out their hiring practices.[footnoteRef:97] At least one law firm agreed to divert hours of their pro bono legal work in support of the federal government’s projects and end “diversity, equity, and inclusion policies,”[footnoteRef:98] after which President Trump signed another executive order revoking the executive order aimed at that law firm.[footnoteRef:99]  [97:  Exec. Order No. 14250 90 F.R. 14549 (2025) Addressing Risks from WilmerHale; Exec. Order No. 14246
90 F.R. 13997 (2025) Addressing Risks from Jenner & Block; Exec. Order No. 14237 90 F.R. 13039 (2025) Addressing Risks from Paul Weiss; Exec. Order No. 14230 90 F.R. 11781 (2025) Addressing Risks from Perkins Coie LLP; Exec. Order No. 14263, https://www.whitehouse.gov/presidential-actions/2025/04/addressing-risks-from-susman-godfrey/.]  [98:  Sara Merken and Mike Scarcella, Trump is not 'dictating' legal work in Paul Weiss deal, chairman says REUTERS (March 24, 2025), https://www.reuters.com/world/us/trump-is-not-dictating-legal-work-paul-weiss-deal-chairman-says-2025-03-23/ ; Mike Scarcella, Sara Merken, and David Thomas, Law firm targeted by Trump sues as five other top firms make deals, Reuters (Apr. 11, 2025) https://www.reuters.com/legal/trump-says-law-firms-agree-pro-bono-work-common-causes-2025-04-11/.]  [99:  Exec. Order No. 14244 90 F.R. 13685 (2025), Addressing Remedial Action by Paul Weiss https://www.whitehouse.gov/presidential-actions/2025/03/addressing-remedial-action-by-paul-weiss/.] 

Furthermore, President Trump signed several executive orders on sex and gender identity related to agency hiring and funding practices:[footnoteRef:100] [100:  Nigel Chiwaya, Elyse Perlmutter-Gumbiner, Sarah Dean, Tara Prindiville, Caroline Kenny, Ben Kamisar, Bridget Bowman, Scott Bland, Matt Rivera and Megan Shannon, Tracking Trump's executive orders, NBC News (Feb. 5, 2025/ Updated Feb. 20, 2025) https://www.nbcnews.com/data-graphics/tracking-trumps-executive-orders-rcna189571.] 

· Executive Order 14168 of January 20, 2025: Defending Women From Gender Ideology Extremism And Restoring Biological Truth To The Federal Government. This executive order mandates that all federal agencies recognize only two biological sexes: male and female.[footnoteRef:101] [101:  Exec. Order No. 14168, 90 F.R. 8615 (2025), https ://www.federalregister.gov/documents/2025/01/30/2025-02090/defending-women-from-gender-ideology-extremism-and-restoring-biological-truth-to-the-federal.] 

· Executive Order 14183 of January 27, 2025: Prioritizing Military Excellence and Readiness. This executive order directs the Department of Defense to revise policies to exclude individuals who identity with a gender different from their biological sex from military service, citing concerns over physical readiness and overall military effectiveness.[footnoteRef:102] [102:  Exec. Order No. 14183, 90 F.R. 8757 (2025), https://www.federalregister.gov/documents/2025/02/03/2025-02178/prioritizing-military-excellence-and-readiness.] 

· Executive Order 14190 of January 29, 2025: Ending Radical Indoctrination in K-12 Schooling (Jan 29, 2025). This executive order instructs agencies to end funding for K-12 schools that support transgender students.[footnoteRef:103] [103:  Exec. Order No. 14190 90 F.R. 8853 (2025), https://www.federalregister.gov/documents/2025/02/03/2025-02232/ending-radical-indoctrination-in-k-12-schooling.] 


On March 19, 2025, President Trump issued a memorandum to direct the removal of concepts of DEI from the criteria for Foreign Service tenure and promotion criteria.[footnoteRef:104] [104:  Removing Discrimination and Discriminatory Equity Ideology From the Foreign Service, White House (March 19, 2025) https://www.whitehouse.gov/presidential-actions/2025/03/removing-discrimination-and-discriminatory-equity-ideology-from-the-foreign-service/ ] 

b. Impact of Presidential Executive Orders
Private Sector
The executive orders cited in the previous section touched on programs aimed at improving equitable representation in federal government hiring, federal grants, and federal contracts; nonetheless, several private companies announced the end of policies explicitly promoting diversity in their workforce.[footnoteRef:105]  [105:  Conor Murray and Molly Bohannon, IBM Reportedly Walks Back Diversity Policies, Citing ‘Inherent Tensions’: Here Are All The Companies Rolling Back DEI Programs, Forbes (April 11, 2025), https://www.forbes.com/sites/conormurray/2025/04/11/ibm-reportedly-walks-back-diversity-policies-citing-inherent-tensions-here-are-all-the-companies-rolling-back-dei-programs/; Fact Sheet: Target’s Belonging at the Bullseye Strategy, Target (January 24, 2025), https://corporate.target.com/press/fact-sheet/2025/01/belonging-bullseye-strategy. ] 

Scientific Research
In the wake of the executive order to end grants related to diversity, equity and inclusion, the United States National Institutes of Health (NIH) has terminated nearly 800 research projects.[footnoteRef:106] Nature reports that the cuts affect the scientific fields related to the health of transgender people and the broader LGBT+ community, reflecting Executive Order 14168, which aimed to end the recognition of transgender people by stating there are only two sexes.[footnoteRef:107] The status of scientific research acknowledging diversity is uncertain as the litigation over termination of on-going grants is still ongoing.[footnoteRef:108] [106:  Max Kozlov and Chris Ryan, How Trump 2.0 is slashing NIH-backed research — in charts Nature (April 10, 2025), https://www.nature.com/articles/d41586-025-01099-8.]  [107:  Id.]  [108:  Nicole Jones, NIH cuts triggered a host of lawsuits: Nature’s guide to what’s next, Nature (April 11, 2025), https://www.nature.com/articles/d41586-025-01192-y.] 

LGBTQ Service Members
Defense Secretary Hegseth issued a memo stating that service members or applicants for military service who were transgender or “exhibit symptoms consistent with gender dysphoria” were incompatible with service and would be disqualified from the U.S. military.[footnoteRef:109] The memo directs the Department of Defense to complete the new policy to “separate” service members by June 25, 2025.[footnoteRef:110] [109:  Scott Neuman, Pentagon plans to begin removing trans service members from the military next month, NPR (March 1, 2025), https://www.npr.org/2025/02/27/g-s1-51057/transgender-soldiers-military-ban-trump;  Memorandum: Additional Guidance on Prioritizing Military Excellence and Readiness, Office of the Under Secretary of Defense (February 26, 2025), https://www.documentcloud.org/documents/25546869-sec-def-memo/. ]  [110:  Id.] 

IV. LEGISLATIVE ANALYSIS 
	Int. 675-2024 - A Local Law in relation to the establishment of a task force to study the gender pay disparity and economic self-sufficiency among the labor force in the city.
Int. 675, sponsored by Council Member De La Rosa, would establish a task force to study the gender pay disparity and economic self-sufficiency among the labor force in the city and to make recommendations on how to decrease the gender pay disparity and increase economic self-sufficiency. The task force would be required to submit a report with recommendations for legislation, policy, and best practices relating to decreasing the gender pay disparity and increasing economic self-sufficiency to the Mayor and the Council one year after the first meeting of the task force.


V. CONCLUSION 
 The 2024 State Comptroller’s Report shows that New York City has over 284,000 full-time employees in the municipal workforce, with reports that 21,503 employees left the City’s civil service in the first seven months of the 2024 Fiscal Year.[footnoteRef:111]  The continued implementation of equitable and inclusive policies aimed at celebrating diversity is a key tool that can be used to buttress the recruitment and retention of talented employees.[footnoteRef:112]At today’s hearing, the Committee will seek updates on the various initiatives that City agencies have been implementing to improve equitable representation for diverse employees, learn about ongoing efforts to maintain programs focused on fostering inclusion, and hear from advocates and community stakeholders on how to best serve constituents.  [111:  2024 Update on New York City Staffing Trends, Office of the New York State Comptroller (May 2024), last accessed on April 15, 2025 at https://www.osc.ny.gov/files/reports/osdc/pdf/report-2-2025.pdf.; Spotlight: Watching the Workforce – Introducing the Comptroller’s NYC Agency Staffing Dashboard, Office of New York City Comptroller Brad Lander, NYC.gov (June 11, 2024), last accessed on April 15, 2025 at https://comptroller.nyc.gov/wp-content/uploads/documents/Spotlight-Watching-the-Workforce-June-2024.pdf. ]  [112:  Expressing Support for Diversity, Equity, and Inclusion (DEI) Programs and Policies, Speaker Adrienne Adams’ Remarks on Resolution 729-2025, New York City Council (April 10, 2025), last accessed on April 11, 2025 at https://council.nyc.gov/press/2025/04/10/2831/#:~:text=Resolution%20729%2C%20sponsored%20by%20Speaker,the%20city%20and%20state%20level. ] 



Int. No. 675

By Council Members De La Rosa, Farías, Gennaro, Gutiérrez, Louis, Cabán, Ossé, Rivera, Marte, Bottcher, Restler, Hudson, Banks, Schulman and Williams

..Title
A Local Law in relation to the establishment of a task force to study the gender pay disparity and economic self-sufficiency among the labor force in the city
..Body

Be it enacted by the Council as follows:

Section 1. Definitions. For purposes of this local law, the following terms have the following meanings:
City. The term “city” means the city of New York.
Economic self-sufficiency. The term “economic self-sufficiency” means earning the amount of income necessary in the city of New York to meet basic needs, including food, housing, utilities, health care, transportation, taxes, dependent care, and clothing, without public subsidies and without private or informal assistance.
Task force. The term “task force” means the gender pay disparity and economic self-sufficiency task force established by this local law.
§ 2. Task force established. There is hereby established a task force to be known as the gender pay disparity and economic self-sufficiency task force.
§ 3. Duties. The task force shall review the public, private, and non-profit labor force to: 
a. Determine the best method or methods to measure the gender pay disparity in the labor force in the city; 
b. Determine an economic self-sufficiency standard for the labor force in the city; and
c. Conduct a study of the gender pay disparity and economic self-sufficiency among the labor force in the city.
§ 4. Membership. a. The task force shall be composed of the following members:
1. The executive director of the commission on gender equity or such executive director’s designee, who shall serve as chair;
2. The executive director of the office for economic opportunity or such executive director’s designee;
3. The commissioner of citywide administrative services or such commissioner’s designee;
4. The commissioner of the office of labor relations or such commissioner’s designee;
5. The president of the New York city economic development corporation or such president’s designee;
6. Three members appointed by the mayor, at least one of whom shall be a representative from a labor union and two of which shall be representatives from nonprofits; and
7. Three members appointed by the speaker of the council who shall be individuals with expertise in gender pay disparity or economic self-sufficiency, including individuals who do advocacy work or research in such topics.
b. All appointments required by this section shall be made no later than 90 days after the effective date of this local law.
c. Each member of the task force shall serve at the pleasure of the officer who appointed the member. In the event of a vacancy on the task force, a successor shall be selected in the same manner as the original appointment. All members of the task force shall serve without compensation.
§ 5. Meetings. a. The chair shall convene the first meeting of the task force no later than 30 days after the last member has been appointed.
b. The task force may invite relevant experts and stakeholders to attend its meetings and to otherwise provide testimony and information relevant to its duties.
c. The task force shall meet no less than once each quarter to carry out the duties described in section three. The task force shall hold at least one public hearing before submitting the report required by section six.
d. The meeting requirement of subdivision c shall be suspended when the task force submits its report as required by section six.
§ 6. Report. a. No later than one year after the first meeting of the task force, the task force shall submit a report to the mayor and the speaker of the council setting forth its recommendations for legislation, policy and best practices relating to decreasing the gender pay disparity and increasing economic self-sufficiency in the city. The report shall include a summary of information the task force considered in formulating its recommendations.
b. The commission on gender equity shall publish the task force’s report electronically on its website no later than 30 days after its submission to the mayor and the speaker of the council.
§ 7. Agency support. Each agency affected by this local law shall provide appropriate staff and resources to support the work of such agency related to the task force.
§ 8. Termination. The task force shall terminate 180 days after the date on which it submits its report, as required by section six.
§ 9. Effective date. This local law takes effect immediately.
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Res. No. 66

..Title
Resolution expressing solidarity with unionization drives across New York City’s workforce and affirming the right to have union elections free from anti-democratic union-busting practices.
..Body

By Council Members Cabán, Aviles, De La Rosa, the Public Advocate Mr. Williams), Powers, Brewer, Hanif, Louis, Hudson, Nurse, Ossé, Ung, Restler, Feliz, Williams, Won, Sanchez, Stevens, Joseph, Gutiérrez, Hanks and Menin

Whereas, The freedom of workers to join together in unions and negotiate with employers through collective bargaining, is widely recognized as a fundamental right across the world. In the United States, this right is protected by the United States Constitution; and
Whereas, When Americans have wanted to make the economy fairer and more responsive to the needs of workers, they have traditionally joined together in unions to do so; and
Whereas, Unions fought for—and work to strengthen—many of the standards and norms that protect and uplift Americans today, including Social Security, child labor laws, antidiscrimination laws, health and safety laws, Unemployment Insurance, the 40-hour workweek, and the federal minimum wage; and
Whereas, According to a 2021 report from the Bureau of Labor Statistics, nationally, just 10.3% of workers are unionized, hailing from diverse sectors, but the largest numbers are found in the public sector and private sector industries such as education and health services; and
Whereas, The COVID-19 pandemic and its effects on the workforce has spurred a surge of labor organizing across the nation, prompting work stoppages and unionization campaigns in unconventional sectors, in an effort to promote self-determination and worker power; and
Whereas, American workers and labor groups filed 1,174 petitions to unionize from October through March 2022, 57% more than the same period in 2021; and 
Whereas, Burgeoning unionization campaigns have emerged in industries and occupations where they have not existed before, such as digital journalists, New York City Council staffers, gig economy workers, and graduate and adjunct faculty at universities; and
Whereas, Workers across the country have been bolstered by successful victories over large corporations to unionize essential industries, including Amazon and Starbucks workers; and
Whereas, In April 2022, Amazon Workers at the Staten Island warehouse, known as JFK8, voted in favor of being represented by a worker-led union, Amazon Labor Union, citing the need to defend against Amazon’s abusive practices, such as aggressive production quotas, dehumanizing work environments, unsafe workplaces, and low wages; and 
Whereas, Following the successful organizing of three Starbucks stores in and around Buffalo, New York, approximately 250 Starbucks stores filed petitions with the National Labor Relations Board (NLRB) and as of May 4th, 2022, 50 Starbucks stores have successfully voted to unionize, including four stores in New York City; and
Whereas, These efforts have prevailed despite fierce union-busting tactics deployed by corporate opposition, including one-on-one meetings with supervisors, mandatory employee meetings, also known as “captive audience” meetings, union-busting consultants, retaliatory terminations, videos, and leaflets all discouraging workers from organizing that have been well documented by media sites, including the New York Times and Washington Post; and
Whereas, Amazon and Starbucks’ obstruction of worker unionization drives are only made more egregious by the rising wealth of Jeff Bezos and Howard Shultz’s billionaire class during the pandemic; and 
 Whereas, According to a 2021 report from the Brookings Institute, from January 2020 through October 2021, the value of founder Jeff Bezos’ Amazon shares rose by $110 billion, while founder and current CEO Howard Schultz’s Starbucks shares increased by more than $750 million; and
Whereas, Throughout the pandemic unionized workers have had influence in how their employers navigate the pandemic, demonstrating that when workers have been able to act collectively and through their union, they have been able to secure enhanced safety measures, additional premium pay, and paid sick time; now, therefore, be it 
Resolved, that that the Council of the City of New York expresses solidarity with unionization drives across New York City’s workforce and affirms the right to have union elections free from anti-democratic union-busting practices.
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Res. No. 109

..Title
Resolution calling on the New York State Legislature to pass, and the Governor to sign, A.1435, also known as the "New York City Teleworking Expansion Act”.
..Body

By Council Members Hudson, De La Rosa, the Public Advocate (Mr. Williams), Abreu, Gutiérrez, Hanif, Krishnan, Cabán, Schulman, Brewer and Louis

Whereas, The U.S. Office of Personnel Management defines telework as a work flexibility arrangement under which an employee performs the duties and responsibilities of their position, and other authorized activities, from an approved worksite other than the location from which they would otherwise work; and
Whereas, At the onset of the COVID-19 pandemic, many New York City (City) agencies leveraged telework to accomplish their missions during a dangerous and disruptive time; and  
Whereas, Now that City workers have returned to their offices, many contend that a City telework policy would increase employee productivity, promote diversity and inclusion, and support employee retention; and
Whereas, Workers report that teleworking eliminates the distractions of a traditional office setting, improving employee efficiency by allowing them to retain more of their time in the day and better accommodate their personal, mental, and physical needs to optimize productivity; and
Whereas, According to U.S. News & World Report, telecommuters log five to seven more hours per week than non-telecommuters; and
Whereas, Additional benefits of telework are greater location and schedule flexibility to accommodate people with disabilities, including mobility challenges and sensory impairments, and
Whereas, Mass adoption of telework has the potential to expand employment opportunities for people with disabilities, for whom tasks like daily grooming and commuting can add strain and complexity to the day, and contribute to increased personal stress and safety risks; and
Whereas, The convenience of telework, especially from the home, can offer an added incentive for many older workers to delay retirement or reenter the workforce; at the same time, employers could tap into this expanded labor pool without having to consider costs associated with office space and transportation; and
Whereas, Telework offers a strategic recruitment advantage for employers; and
Whereas, A December 2022 report by the City Comptroller (Comptroller) found that as of October 2022, the government vacancy rate almost reached 8 percent, far greater than the pre-COVID-19 pandemic rate of about 2 percent; and
Whereas, According to the Comptroller’s report, in many critical City agencies the vacancy rate stood far higher: the Department of Small Business Services’ vacancy rate was 32.0 percent, the Department of Buildings’ vacancy rate was 22.7 percent, and the Department of City Planning’s vacancy rate was 22.3 percent; and 
Whereas, The Comptroller’s report recommended that the City build a comprehensive strategy to attract, retain, and right-size the City workforce, including the implementation of telework for appropriate City titles; and
Whereas, A telework policy tailored to the needs of each City agency has the potential to improve employee efficiency and cure staffing shortages, while encouraging the inclusion of marginalized groups in the City workforce; and 
Whereas, The New York City Teleworking Expansion Act, A.1435, sponsored by Assembly Member Nily Rozic, would require City agencies to establish a policy and program to allow employees to perform all or a portion of their duties through teleworking to the maximum extent possible without diminished employee performance; now, therefore, be it
Resolved, That the Council of the City of New York calls on the State Legislature to pass, and the Governor to sign, A.1435, also known as the "New York City Teleworking Expansion Act.”
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Res. No. 368

..Title
Resolution calling on the United States Congress to pass, and the President to sign, the Living Wage for Musicians Act.
..Body

By Council Members Hanif, Ossé, Rivera, Menin, Cabán, Brannan, Louis, Brewer, Riley, Farías and Bottcher

Whereas, Streaming music services have become the dominant method of music consumption, accounting for 84 percent of total recorded music revenue in the United States in 2022, according to the Recording Industry Association of America (RIAA); and
Whereas, Revenues from paid subscription services have grown for seven consecutive years and reached $10.2 billion in 2022, according to RIAA; and 
Whereas, According to RIAA, there were more than 1.9 trillion songs streamed on demand in 2022; and 
Whereas, A Business Insider report from 2020 found recording artists earn a royalty rate as little as $0.0033 per stream; and
Whereas, At the rate of $0.0033 per stream, it would take more than 800,000 monthly streams for a recording artist to earn the equivalent of a $15-per-hour full-time job; and 
Whereas, Over 14,000 working musicians live in New York City, according to a report published by the Office of the New York City Comptroller; and
Whereas, New York City’s musicians contribute substantially to the City’s cultural landscape and economy; and
Whereas, According to the Comptroller’s report, many musicians in New York City face volatile employment situations and economic insecurity; and 
Whereas, On March 7, 2024, Congresswoman Rashida Tlaib and Congressman Jamaal Bowman introduced the Living Wage for Musicians Act, which would create a new streaming royalty with the aim to compensate artists and musicians more fairly at a penny per stream when their music plays on streaming service; and 
Whereas, The Living Wage For Musicians Act would tax streamers’ non-subscription revenue and add a fee to streaming subscriptions, passing the revenues to a non-profit distribution fund that would pay artists proportionately to their monthly streams; and 
	Whereas, The Living Wage for Musicians Act includes a maximum payout per track, per month, to generate more sustainable income for a broader and more diverse set of artists; now, therefore, be it,
Resolved, That the Council of the City of New York calls on the United States Congress to pass, and the President to sign, the Living Wage for Musicians Act.
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