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A. AGENCY ORGANIZATION AND STRUCTURE

The Department of Labor and Training (DLT) was established in 1996, pursuant to R. I.
General Laws 88 42-16.1-1 et seq. DLT is headquartered at Center General Complex,
1511 Pontiac Avenue, Cranston, RI. The Department's primary responsibility is the
protection and advancement of Rhode Island's workforce. DLT helps connect people with
meaningful employment through netWORKTri Centers when they are unemployed,
underemployed or simply want to change careers; Real Jobs RI bridges the gap
between employees and employers who may need training prior to being hired or
during their employment by creating sector-led workforce development partnerships.
DLT provides income support through the Unemployment Insurance, Temporary
Disability/Caregiver Insurance, Police and Fire Relief Fund and Worker's Compensation
programs to assist workers during difficult periods. The Department's goal is to facilitate a
rapid return to work and to help Rhode Island employers remain competitive. Another
function of the Department is to protect workers by enforcing rigorous safety regulations and
to monitor wage standards and employment practices.

The key to making Rhode Island a better place to live and work is economic vibrancy.
The Department provides grants, specialized employee training, tax credits, assistance
during temporary slowdowns, effective recruiting, planning information and instruction on
regulatory compliance. The Department works to strengthen partnerships (Employer
Services) between the business community and state and local workforce systems and to
foster industry clusters to speed the development of promising growth sectors.

Additional information may be found on the Department's website at www.dlIt.ri.qov.

BRIEF OUTLINE OF AGENCY UNITS

INCOME SUPPORT - Oversees Unemployment and Temporary Disability Insurance and
Workshare programs.

Unemployment Insurance (Ul) — provides temporary support to workers who lose their
jobs through no fault of their own. Claims are filed by telephone by contacting the
Ul Call Center or online at http://www.dlt.ri.gov/ui/.

Temporary Disability Insurance/Temporary Caregivers Insurance (TDI/TCI) —
TDI provides income support to eligible workers who sustain a wage loss resulting
from a non-work-related illness or injury; TCI provides income support to eligible
workers who are out of work to care for a seriously ill child, spouse, domestic
partner, parent, parent-in-law or grandparent, or to bond with a newborn child, newly
adopted child or new foster-care child.

Workshare Program — provides an alternative to traditional layoffs. During
temporary business slowdowns, an employer reduces work hours for employees, who in
turn become eligible for pro-rated Unemployment Insurance benefits.

POLICE & FIRE RELIEF FUND — If a police officer or firefighter, crash rescue person or
correctional officer receive a total disabling injury or dies in the performance of their duty,
the Police and Fire Unit offers financial support to them and their dependents by providing
a monthly annuity and/or tuition reimbursement at any Rhode Island college or university.
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WORKERS' COMPENSATION — Provides benefits to workers injured on the job. The
division monitors procedures and payments made by insurance carriers to employees as well as
collecting and disseminating statistical data, responding to compliance/fraud issues and
conducting educational and procedural seminars.

Arrigan Rehabilitation Center — the Chief Judge Robert F. Arrigan Rehabilitation Center,
located in Providence, provides broad-based rehabilitation programs for individuals in the
Workers' Compensation system, including evaluations, therapy, counseling and vocational
services.

WORKFORCE DEVELOPMENT —The Workforce Services Division is the single point of contact
for information on the wide range of employment and training services available to job seekers and
employers. The programs seek to connect individuals to employment, workforce information,
education and training. The Workforce Development Services division is a partnership of federal,
state and local services and agencies. The unit furnishes administrative and technical support,
ensuring that programs are administered according to laws and regulations, as well as agency goals
and objectives.

netWORKTri - One Stop Career Centers — employers, job seekers and those with special needs
can visit any one of the netWORKTIi Career Centers throughout the state and receive seamless
and comprehensive services. These career centers provide a full range of employment and
training services to both job seekers and employers at no charge. Services are in
Providence, Wakefield, West Warwick and Woonsocket. netWORKTi is an innovative
partnership of professional, labor, training, education and economic development
organizations. The Department of Labor is the primary partner offering employment services in
each center.

EXECUTIVE — The Executive Division includes the Director’s Office, Marketing/Communications, the
Office of Legal Services and Operations Management. The Marketing/Communications Unit is
responsible for the Department's internal and external communications including news releases,
advertising and promotion.

GOVERNOR'S WORKFORCE BOARD (GWB) — The Board serves as the federally
mandated State Workforce Development Board and incorporates the role and responsibilities of
the RI Human Resource Investment Council. The Board is formally established under Rl Gen. Laws §
42-102 as the State’s primary policy-making body on workforce development matters, and oversees
and coordinates both federal workforce development policy through implementation of the Workforce
Investment and Opportunity Act (WIOA), as well as the State workforce development policy through
allocation of the Job Development Fund (JDF). The Board has the responsibility and authority to plan,
coordinate, fund and evaluate nearly all statewide workforce development activities and services as
the primary advisor to the Governor in all matters related to the State’s workforce development
strategies.

Pursuant to authority granted by the U.S. Secretary of Labor, the Board also serves as Local
Workforce Development Board for the greater Rhode Island workforce area, which is comprised of
37 of Rhode Island’s 39 cities and towns, excluding Providence and Cranston. In that role, the
Board is responsible for all local board duties as defined under WIOA including planning, regional
labor market and workforce research, convening system stakeholders, engaging employers,
aligning services to promote career pathways, disseminating information on promising practices,
coordinating with education and training providers, and developing budgets for all workforce
programs. The Local Area Advisory Committee of the Board, created as condition to the Secretary’s
authority, oversees the One Stop (America’s Job Center) system for the local area, manages the
technology needs to improve access and communication among programs, conducts program
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oversight, negotiates local performance measures, selects operators and providers, and assesses
physical and programmatic accessibility of the one-stop centers. The Local Area Advisory
Committee also has initial input into the design, deliberation, and development of policies impacting
the local area, as well crafting the local area WIOA plan.

LABOR MARKET INFORMATION (LMI) — The Labor Market Information (LMI) Unit is the central
state resource for the collection, analysis, and dissemination of information pertaining to the
Rhode Island labor market. LMI is responsible for a wide range of labor market analysis and
research involving industry trends, occupational projections, wage rates, labor force movements,
population shifts, and demographics.

LMI operates four federal/state programs in cooperation with the Bureau of Labor Statistics (BLS).
These data collection programs include: Local Area Unemployment Statistics (LAUS), Occupational
Employment Statistics (OES), Current Employment Statistics (CES) and Quarterly Census of
Employment & Wages (QCEW). Information gathered from these programs is the basis for most
LMI products. LMI also extracts statistical information from Unemployment Insurance and
Temporary Disability Insurance administrative records to assemble reports on the diverse activities of
the Department.

WORKFORCE REGULATION AND SAFETY — Oversees Apprenticeship, Labor Standards,
Professional Regulation and Occupational Safety.

Apprenticeship — works to promote apprenticeship programs, combining on-the-job
training and classroom learning in various occupations.

Professional Regulation - responsible for testing and licensing technical professions,
ensuring compliance with prevailing wage laws and regulating and safeguarding apprenticeships
in the licensed trades.

Occupational Safety and Health - enforces state safety standards by performing and
reviewing inspections, issuing certificates of operation, and imposing standardized
measures as established by the federal government.

Labor Standards - enforces laws on minimum wage, child labor, overtime, industrial
homework, Sunday/holiday pay and parental and family medical leave.

BUSINESS AFFAIRS — Responsible for maintaining a comprehensive financial management system
covering all programs, grants and contracts administered by the Department. Major activities include
administrative and grant accounting, budgeting, procurement and mail room and other office service
operation.

OFFICE OF LEGAL SERVICES — The Office of Legal Services represents the Department
in court proceedings, administrative hearings and provides legal advice and counsel to staff on
issues arising under both state and federal law as they relate to DLT programs. The Legal Office also
initiates prosecution on unemployment compensation fraud and benefit overpayments and
workers' compensation lack of insurance. The Legal Office provides advice on DLT legal matters,
renders written and oral legal opinions, appears before various courts, boards and commissions
and attends in an advisory position at board meetings.

LABOR RELATIONS BOARD — An autonomous Board created within the Department of

Labor and Training that is empowered and directed to prevent any employer, or public sector
employee organization from engaging in any unfair labor practice.
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BOARD OF REVIEW — Hears and renders decisions on appeals arising from the Department
of Labor and Training (DLT), Unemployment Compensation and Temporary Disability Insurance
divisions and from employers on certain contested tax status issues.

HUMAN RESOURCES (Part of General Government Service Center, Department of
Administration) — Responsible for employee relations, labor relations, payroll, staff
development and training programs.

Processes personnel actions; administers personnel policies; monitors position classification
and compensation; prepares and monitors the annual internal affirmative action plan, assists in the
preparation of personnel service budgets and maintains employee benefit programs.

DEPARTMENT OF INFORMATION TECHNOLOGY (Department of Administration) —
Develops and maintains DLT applications and implements technologies to support all the
business units and their functions mentioned above. This includes systems design,
programming, maintenance and support. Mainframe, mid-range, server and desktop hardware
platforms are installed, operated and maintained. Network administration and security functions
are also supported. This includes; emalil, internet and secure data transmission.

Rl Department of Labor & Training

Organizational Chart
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B. PLAN ADMINISTRATION

Sexual Harassment Policy, Human Resources 2018

- ATATE OF REODE ISL4ND AND PROVIDENCE PLANTATIONS
E DEPARTMENT OF ADMINISTRATION
- Enterprise Policy

Human Resources 2018

Kyle Adamonis
401-222-3664

04-02-18 Evle Adamonis@hr ri_gov

Sexual Harassment Policy

1. Scope

This policy applies to all State Executive Branch agencies and emplovees whether permanent, non-
permanent, temporary, seasonal, full or part-time. Emplovees arealso required to familiarize themselves
with agency-specific sexual harassment polizies.

2. Imtroduction

The State of Ehode [sland promotes a workplace that iz free of sexual harassment Sexual
harmassment of employees occurring inthe workplace or in other settings related totheir emplovment
1s unlawful and will not be tolerated. Any retaliation against an individual whe has complained
about sexual harassment or retaliation agamst individeals for cooperating with an investigation ofa
sexual harassment complaint is similarly unlawful and willnot be tolerated. To achieve a workplace
free from sexual harassment, there are procedures by which inappropriate conduct will be dealt.

The State of Rhode I:land takes allegations of sexual harassment sericusly, and will promptly
respond to complaints of sexual harassment. Where it is determined that such inappropriate conduct
has occurred, action shall be taken to prevent further offending conduct and impose timely
comective action asis necessary, up to and including disciplinary action where appropriate.

Please note that while this policy sets forth goals of promoting a workplace that is free of sexual
harassment, the policy is not designed or intended to limit the authority to immediately impose
discipline or take remedial action for workplace conduct deemed unacceptable, regardless of
whether that conduct satisfies the definiticn of sexual harassment.

3. Definition of Sexual Harassment

In Zhode Island, "sexuval harassment” means any unwelcome sexual advances or requests for sexual
favors or any other vertal or physical conduct of a sexual nature when-

(1) Submission to that conduct or those advances or requests iz made either explicitly or implicitly a
term or condition of an individual's employment; or

(2) Submission to or rejection of the conduct or advances or requests by an individual iz used as the
basis for employment dzcisions affecting the individual; or
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{3) The conduct or advances or requests have the purpose or effect of unreasonably interfering with an
mndividual's work performance or creating an intimidating, hostile, or offensive working environment.
(R Gen Louws Secion 28-51-0 ond Tidle FIL Civil Righis dvi uf 1904).

Under these definitions, direct or implied requests by a supervisor for sexual favors in exchange for
actual, promised or implied job benefits, such as favorable reviews, salarv increases, job
opporunities and promotions, increased benefits, or continued employment constitutes sexual
harassment.

The legal definition of sexual harassment is broad and in addition to the above examples, other
sexually oriented conduct, whether it 13 intended or not, that is unwelcome ard has the effect of
creating a work place environment that is hostile, offensive, intimidating, or humiliating to male or
female workers may also constitute sexual harassment.

While it is not possible to list all those additional circumstances that may constitute sexual
harassment, the following are some examples of conduct, which if unwelcome, may constitute

sexua. harassment depending upon the totality of the circumstances, including the frequency and/or
severity of the conduct and itspervasiveness:

» wawelcome sexual advances, whether they invelve physical touching ornot;

= sexual epithets, jokes, written or oralreferences to sexual conduct, gossip regarding one's
sex life; comment on an individval's body, comment about an individual's sexual
activity, deficiencies, or prowess;

= displaving sexually suggestive objects, pictures, cartoons;

*  unwelcome leering, whistling, brushing against the body, sexpal gestures,
suggestive or insulting comments;

*  inguiries into one's sexual experiences; and

+  dizcussion of one's sexual activities or those of another perzon.

The complainant does not have to be the person at whom the unwelcome zexuval conduct is directed.
For example, the complainant can be an employee who is denied an emplovment opportunity or
benefit where emplovment opportunities or benefits are granted because of another individual's
submission to the emplover's sexual advances or recuests for sexpal favors. The complainant,
regarcless of gender, may be a witness to and personally offended by such concuct.

All emplovees should take special note that, as stated above, retaliation agains: an individual who
has complained about sexual barassment, or retaliation against individuals for cooperating with an
mnvestigation of a sexual harassment complaint is unlawful and will not be tolerated by the State of
Rhode Island. Retaliation includes threats, intimidation, reprisals, and/or acverse employment
actions against 1) a person in response to a complaint that employvee has made about discrimination
or harassment; 2} a person who assists in filing a complaint about discrimination or harassment;
and/or 3) a person who has testified about discrimination orharassment.

Page 2 of 5
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4. Supervisor's Responsibilities

Supervisors who observe, witness, or are informed of inappropriate behavior of a sexual nature or
incidents of sexual harassment must immediately report such behavior or incidents to the Division
of Human Resources. The supervisor is required to report the behavior or incident regardless of
whether a complaint is made or the conduct appears to be unwelcome, and even if the person
providing information requests that no action be taken.

5. Complaints of Sexual Harassment

If any State employee believes that he or she has been subjected to sexual harassment, the employee has
the right to file a complaint. This may be done in writing ororally.

Complaints may be filed by contacting your supervisor or the agency Human Resources liaison
listed on the attached Agency Liaison Contact List and posted on the State of Rhode Island Division
of Human Resources website at www.hr.ri.gov.

6. Complaint Process

When a state agency receives a complaint, it will promptly investigate the allegation in a fair and
expeditious manner. The investigation will be conducted by Human Resources in such a way as fo
maintain confidentiality to the extent practicable under the circumstances. The investigation will include
a private interview with the person filing the complaint and with witnesses. Human Resources will also
interview the person alleged to have committed sexual harassment.

When a person who has presented an internal complaint requests the status of the complaint, Human
Resources will provide a timely answer in writing to|the complainant.

When the investigation is completed, the agency will, to the extent appropriate, inform in writing
the person who filed the complaint and the person alleged to have committed the conduct of the
results of that investigation.

7. Additional Remedy

In addition to filing a complaint with Human Resources, employees also may file complaints with
the Associate Director for the Office of Diversity Equity and Opportunity (ODEO) in the
Department of Administration or a member of staff within the ODEO/State Equal Opportunity

to the extent practicable (other than notification to the Agency Director, when appropriate):

If ODEO makes a determination that there is probable cause of discrimination, it will try to
conciliate the complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If, after a hearing, the Hearing Officer determines that sexual harassment occurred,
the ODEO will present its findings and recommend corrective action. (Please note that if a

= Page 3 of 5
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complainant files a charge with either or both agencies specified in Section 8 below, the ODEO
will defer to the Rhode [sland Commission for Human Rights (RICHR) or Equal Employment
Opportunity Commission (EEQC) for investigation and/or resolution of the complaint).

8. State and Federal Remedies

In addition to the above, if an emplovee of the State of Rhode Island believes he or she has been
subjected to sexual harassment, he or she may file a formal ccmplaint with either or both
government agencies set forth below in accordance with applicable time limits. Using the State of
Rhode Island's complaint filing process does not prohibit an emplovee from filing a complaint with
these agencies.

The United States Equal Employment Opportunity Commission (EEQC)
WWW_EE0C. IOV

John F. Kennedv Federal Building

475 Government Center, Boston, MA 02203

Phone: 1-800-669-4000

TTY: 1-800-669-6820

The Ehode Itland Commicsion for Human Rights (RICHR)
www.richr.rius

180 Westminster Street, 3d Floor

Providence, RI 02903

Phone: 401-222-2661

TTY: 7-1-1

Where it is determined that inappropriate conduct has occurred, the agency will act promptly to
prevent further offending conduct and impose corrective action as is necessary, including
disciplinan y aclion where appropriasle.

9. Disciplinary Action

Ifitis determined that an emplovee hasengaged ininappropriate conduct, the state agency will take
action as is appropriate under the circumstances. Such action mav range from counseling and
training to disciplinary actions, including termination from employment.

10. Legal References

This policy 1s administered in accordance with the following:

Federal Law:

Title VII of the Civil Rights Act of 1964, as amended.

- Page 4 of 5
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Rhode Island General Laws:

Title 28, Chapters 5, 5.1, 6 and 51.

11. Signatures

%M A\A\x
Director Date

—M />’¢ . /3 /16

Director of Administration Date
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N STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

11/19/15

Department of Administration Office: (401) 222-2160
Division of Human Resources Fax: (4013 222-1078
One Capitol Hill Rl Relay: 711

Providence, RI 02908-5860
Notice of Right to Be Free from
Discrimination
Due to Pregnancy, Childbirth and Related Medical Conditions

Recognizing that women in the labor force face unique challenges related to pregnancy. childbirth and/or related conditions
and, in an effort to combat pregnancy discrimination, promote public health, and ensure full and equal participation for
women in the labor force, the Rhode Island General Assembly has enacted Rhode Island General Law §28-5-7.4.

In accordance with this law, the State of Rhode Island WILL.:

e

Y

Provide reasonable accommodation(s) upon request to employees for conditions related to pregnancy, childbirth, or a
related medical condition unless such an accommodation would be an undue hardship on the State’s operations.

Statutory Exceptions: In the course of identifying a reasonable accommodation for conditions related to pregnancy,
childbirth, or a related medical condition, the State of Rhode Island will not:
= Create additional employment that the State would not otherwise have created, unless the employer does
so or would do so for other classes of employees who need accommodation, such as those who are
injured on the job or those with disabilities.
* Discharge any employee, transfer any employee with more seniority, or promote any employee who is
not qualified to perform the job, unless the employer does so or would do so to accommodate other
classes of employees who need it, such as those who are injured on the job or those with disabilities.

Allow an employee to express breast milk for a nursing child in accordance with the Fair Labor Standards Act at 29
U.5.C §207 (r) and Rhode Island General Law § 23-13.2-1.

In accordance with this law, the State of Rhode Island will NOT:

e

'

Y

'

Require an employee to take leave if another reasonable accommodation can be provided for a condition related to
pregnancy, childbirth or a related medical condition.

Require an employee with a need related to pregnancy, childbirth or a related medical condition to pursue or accept an
accommodation should the individual feel that such an accommodation is not appropriate for their needs.

Deny employment opportunities to an employee or prospective employee if the denial is based on a refusal to
reasonably accommodate an employee’s or prospective employee’s condition related to pregnancy. childbirth or a
related medical condition.

Add, abet, incite, compel, or coerce the doing of any act declared by § 28-5-7.4 of the Rhode Island General Laws to
be unlawful or obstruct or prevent any person from complying with the provisions of this law or any order issued
pursuant to this law or to attempt to directly or indirectly commit any act declared by this law to be unlawful.

If vou have guestions about this policy, wish to request a reasonable accommodation for conditions related to pregnrancy,
childbirth, or a related medical condition, or if vou have been discriminated against based on conditions related to
pregnancy, childbirth, or a related medical condition, please contact yvour Human Resources Qffice or the Department of
Administration, Division of Human Resources at 222-2160.

Further, if vou have been the victim of discrimination based on pregnancy, childbirth or related conditions and/or denial
af a reasonable accommaodation, vou may also comtact Rhode Island Commission for Human Rights, 180 Westminster Street,
3rd Floor, Providence, RI, 02903, (401 ) 222-2661.
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Rl Department of Labor and Training
STATEMENT OF POLICY ON EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

It is the policy of the Department of Labor and Training (“Department”) to promote fair and
equitable treatment of all employees and applicants, and to fully comply with federal and state
legislation and executive orders. Therefore, the Department will strive to ensure that all
employees adhere to the following directives.

The Department supports affirmative action and equal opportunity. The Department pledges
that it will post all vacancies, including transfers, and will recruit, hire, train and promote persons
in all job classifications without regard to race, color, sex, religion, sexual orientation, gender
identity or expression, age, national origin, disability or veteran status.

All employees and applicants have a right to equal opportunity in all terms, conditions or
privileges of employment, including but not limited to: recruitment, hiring, certification,
appointments, working conditions, work assignments, promotions, benefits, compensation,
training, transfers, layoffs, recall from layoffs, disciplinary actions, terminations, demotions or
requests for leave. The Department will not discriminate on the basis of race, color, religion,
age, sex, national origin, disability, veteran status, sexual orientation, or gender identity or
expression. The Department is committed to employ qualified members of both protected and
non-protected groups.

All employees have a right to a workplace free from harassment by supervisors or co-workers
based on race, color, sex, sexual orientation, gender identity or expression, religion, national
origin, age, disability or any other protected status. Harassment is defined as verbal or physical
conduct, interfering with an individual’s work performance or creating an intimidating, hostile or
offensive working environment.

Sexual harassment includes unwanted verbal or physical conduct of a sexual nature as well as
sexual advances or requests for sexual favors. Any form of harassment is unlawful, lowers the
morale and efficiency of the employees and will absolutely not be tolerated.

Employees and applicants have a right to reasonable accommodations based on disability.
Such accommodations include but are not limited to, making facilities accessible, job
restructuring, and acquisition of special technology or equipment.

The Americans with Disabilities Act/504 Coordinator for the Department is Cheryl A. Burrell.

The Department is committed to identifying and eliminating past and present effects of
discrimination in employment. In order to achieve this, we will identify those classes of
individuals which are underrepresented in our workforce, set goals and timetables for increasing
our employment of those underrepresented groups and implement an Affirmative Action Plan of
outreach, recruitment, training and other similarly designed programs.

The Chief of Equity and Equal Opportunity in collaboration with the Department of
Administration Human Resources Administrator and Office of Diversity, Equity, and Opportunity
(ODEO) is responsible for ensuring that the program is coordinated within the Department.

As the Director of the Department of Labor and Training, | assume the responsibility for
ensuring that this equal opportunity policy will be carried out within the Department.

At ¢/

Matthew D. Weldon Date
Director, Department of Labor and Training
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EQUAL OPPORTUNITY ADVISORY COMMITTEE
of the RI DEPARTMENT OF LABOR AND TRAINING

Duties and Responsibilities:

The Committee shall monitor issues and concerns relating to the presentation and implementation of
the Affirmative Action Plan of the Department of Labor and Training and advise the Director of the
Department of Labor and Training accordingly. Such issues and concerns shall include, but not
necessarily be limited to:

a) promoting the objectives of all state and federal laws within the Department in the spirit of
equal opportunity;

b) achieving equality of opportunity and due process in recruiting, hiring, training, promoting,
transferring and terminating employees;

¢) Achieving employee equity in entitlement to benefits and educational incentives.

Schedule of Meetings July 1, 2019 through June 30, 2020:

September 4, 2019
December 4, 2019
March 4, 2020 Meeting cancelled due to COVID-19
June 10, 2020 Meeting cancelled due to COVID-19
September 9, 2020  Meeting cancelled due to COVID-19
December 9, 2020 Meeting cancelled due to COVID-19

Schedule of Meetings July 1, 2020 through June 30, 2021:

No meetings have been scheduled during this period due to COVID-19
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COMMITTEE MEMBERS - 2021

Sandra Miller-Becton (F) -- Chairperson -- African-American
E&T Manager
Income Support

Linda Prince (F) -- Vice-Chair — African-American
Senior Research Analyst
Labor Market Information

Deanne McNeill (F) — Secretary -- African-American
Sr. Word Processing Typist
Workers’ Compensation — Arrigan Rehabilitation Center

Victoria Alves Salabert (F) -- Caucasian
Benefit Claims Specialist
Income Support -- TDI

Yolanda Benavides (F) -- Hispanic
Principal E&T Interviewer
netWORKTi

Ana Crimmins (F) -- Portuguese
Benefit Claims Specialist
Income Support -- Overpayment Unit

Francine Lepizzera (F) — Hispanic/Caucasian
Workforce Supervisor
Providence/Cranston

Lauren Moses (F) — Caucasian
Program Analyst
Workforce Partnership of Greater RI

Maria Pilon (F) — Cape Verdean
Business Service Specialist
Business Workforce Center

Patricia Vespia (F) — Caucasian
Benefit Claims Specialist
Income Support — Adjudication Unit
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Equal Opportunity Advisory Committee Meeting Minutes

Date: December 4, 2019
Location: Center General Complex, Bldg. 72-1

Attendees

Sandra Miller-Becton Francine Lepizzera Dee McNeill
Linda Prince Ana Crimmins Patricia Vespia
Victoria Alves Salabert Yolanda Benavides

Absentees

Lauren Moses Maria Pilon

Sandra Miller-Becton (Chair) called the meeting to order at approximately 1:40 p.m.
First order of business:

Sandra asked all members to review the Meeting Minutes. Afterwards, Linda made a motion to
accept it and Ana seconded it.

Old business:

The members discussed, at length, the petition submitted by Jack Andrade and decided, at this
time, not to make any changes to the By-laws.

The members engaged in a discussion about our role as committee members and still had
questions regarding it. Sandra reached out to Matt Weldon to attend today’s meeting to address
our role as committee members and answer questions regarding it, but evidently, he was unable
to attend.

New business:

Sandra stated the need for a new recruitment and suggested that the applicants come to one of
our meetings to field questions by all of the members.

We discussed the EEO Plan and how important it is to look at the statistics in the hiring process
and compare the semi-annual report to the annual report to ensure compliance and address any
inaccuracies or omissions in the report. It was noted that the committee has not been able to
effectively do so in the last couple of years. Noting that the current EEO Plan we received was
the last EEO Plan we received since the year 2015.

Later, a discussion ensued about discrimination and our role, if any, regarding it.
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Sandra had to leave at 3:00 p.m., so at 3:30 p.m., Linda made a motion to adjoin the meeting.
Dee accepted it, and Ana seconded it.

The next meeting will be held on March 4, 2020 from 1:30-3:30 p.m., at the Center General
Complex, Conference Rm. 72-1 (Fireplace Room).

Minutes prepared by: Dee McNeill 12/4/19
Secretary

17| Page



DIVISION HEADS, SUPERVISORS, HUMAN RESOURCES LIAISON

Mission: To assist the Agency's Chief of Equity & Equal Opportunity and Diversity Liaison in
implementing the Affirmative Action Plan whenever the opportunity presents; to recommend
changes which will enhance the Agency's Plan; to be responsive to any special concerns of minority,
female, and disabled employees, as well as other protected classes of employees.

Functions/Summary of Responsibilities:

1. Be knowledgeable of the goals for the Agency's Affirmative Action Plan.

2. Interview applicants for employment, transfer and promotion on the duties of the position
only.

3. Be constantly aware of maintaining harmonious work relationships among
employees.

4. Verify that policies and procedure manuals are available to all employees for review.

5. Assess training needs of all employees within sphere of supervision.

6. Be knowledgeable of employee discipline procedures and philosophy.

The Director is responsible for ensuring the Equal Opportunity Policy is implemented and
adhered to by the Department.

Assistant Directors have the responsibility to read, understand and share the plan with
current and newly hired, union and non-union employees. Assistant Directors will also establish
any necessary procedures needed to comply with the plan and encourage employees to apply
for training and promotional opportunities. When serving on an interview panel, Assistant
Directors will ensure fairness and equality in hiring decisions.

Supervisors must be familiar with the plan and ensure all employees act in accordance with
the policies and procedures. Supervisors are responsible for maintaining a workplace free from
discrimination, harassment and/or bullying. When serving on an interview panel, Supervisors
will ensure fairness and equality in hiring decisions. Supervisors are also responsible for
ensuring all newly hired staff attend Orientation and Equal Employment Opportunity (EEO) /
Sexual Harassment and Diversity Training.

The Human Resources Liaison will supply affirmative action table data and assist with
statistical reporting as needed.

*This space intentionally left blank*
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Diversity Liaison/EO Officer:

Cheryl A. Burrell
Chief of Equity and Equal Opportunity
RI Department of Labor and Training
1511 Pontiac Avenue
Cranston, RI 02920
Office Cell Phone: (401) 484-4094
Email: Cheryl.A.Burrell@dlt.ri.gov

Mission: To advise and assist the Department in developing policies, programs and systems which
will ensure equal opportunity in all areas of its operations. To maintain continuing responsibilities
for equity and equal opportunity within the agency including Job Service, Temporary Disability
Insurance, Job Training Partnership, Unemployment Insurance, Labor Standards, Professional
Regulation, Occupational Safety, Labor Relations, Weights and Measures, Workers' Compensation
and Rehabilitation and all other programs and functions within the agency's mandate.

Functions:

1. Develop a plan for accomplishing the agency's Equal Employment Opportunity/
Affirmative Action goals in hiring, retention and the promotion of diversity and
inclusion throughout all areas of the Department.

2. Promote the identification and elimination of discriminatory employment practices
through programs designed to familiarize employers with Equal Employment
Opportunity requirements.

3. Serve as the focal point for all Equal Opportunity activity regarding service to
clients.

4. Review and evaluate local office operations for conformity to Equal Opportunity
policies and legislation concerning services to applicants and employers and
arranges for and/or recommends remedial action.

5. Develop and conduct Equal Opportunity training for agency staff to promote a fuller
understanding of the meaning and implications of Titles VI and VII.

*This space intentionally left blank*
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Americans with Disabilities Act/504 Complaint Procedure

The Department of Labor and Training has adopted an internal grievance procedure providing for
prompt and equitable resolution of complaints alleging any action prohibited by the Americans
with Disabilities Act.

Complaints should be addressed to:
Cheryl A. Burrell
Chief of Equity and Equal Opportunity
Department of Labor and Training
1511 Pontiac Avenue
Cranston, RI 02920
Office Cell Phone: (401) 484-4094
Email: Cheryl.A.Burrell@dlt.ri.gov

Aggrieved individuals may file a complaint as follows:

1. A complaint should be filed in writing or verbally, containing the name and address of the
person filing it, and briefly describe the alleged violation(s) of the regulation.

2. The reported complaint will be brought to the Division of Human Resources Site
Operations/Business Partner Team who will investigate all complaints.

3. Employees can report a complaint directly to the Division of Human Resources, Site
Operations/Business Partner Team, in any of the following ways:
e Complete the complaint form at: T Discrimination Complaint Form
e Call: \ 1-401-574-8381
e Email: gz8 DOA.HRInvestigations@hr.ri.gov

4. An individual may also file a complaint with the Rhode Island Commission for
Human Rights or the U.S. Equal Employment Opportunity Commission. If a
charge has been filed, either simultaneously or at a later date with the Rhode
Island Commission for Human Rights or the U.S. Equal Employment
Opportunity Commission, the State of Rhode Island may defer to either
commission for investigation and any resolution and/or prosecution of any
charge.

*This space intentionally left blank
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Duties and Responsibilities of 504 Coordinator:

Cheryl A. Burrell
Chief of Equity and Equal Opportunity
Department of Labor and Training
1511 Pontiac Avenue
Cranston, Rl 02920
Office Cell Phone: (401) 484-4094
Email: Cheryl.A.Burrell@dlt.ri.gov

Mission: To oversee the Agency's efforts in adhering to the prescribed physical environment of all
DLT occupied facilities and accommodation needs for employees and customers; and to direct physical
plant changes as warranted.

Functions/Responsibilities:

1.

2.

Be knowledgeable of the provisions of the ADA;

Conduct studies of all DLT physical facilities and evaluate for compliance;
Recommend changes to comply with the Act;

Maintain a schedule of construction changes and needs;

Attend periodic meetings to keep current on ADA provisions and necessary

actions.

*This space intentionally left blank*
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Dissemination of Plan and Policy:

Internally, a copy of the Affirmative Action Policy will be posted on the RIDLT website, bulletin
boards, and made available for distribution upon request. All policies, procedures, grievance
procedures, posters on equal opportunity, sexual harassment, unbiased work environment,
veterans and individuals with disabilities will be posted on bulletin boards and/or the RIDLT
website. All Executive Orders pertaining to equal opportunity will also be posted on bulletin boards
and/or the RIDLT website for all employees. All state job vacancy notices will be posted on the
Rhode Island State Jobs website at: https://dlt.ri.gov/statejobs/ or the State of Rhode Island Career
Pages website at: https://www.governmentjobs.com/careers/rhodeisland

The Affirmative Action Plan and Equal Opportunity policies will be disseminated as follows:

a. The Director shall issue a memorandum to all members of the senior leadership team,
including assistant directors, chiefs, administrators, and supervisors stating the
importance of their support in this endeavor.

b. The Director shall also notify all staff through a DLT Communications email of the
online version of the Affirmative Action Plan and Equal Opportunity policies for their
awareness and viewing.

c. All new employees will be naotified of the Equal Opportunity policies at the time of
hire.

d. The Equal Opportunity Advisory Committee will assist in the communication of this
program and help in the dissemination of information.

e. Equal Opportunity posters and information will be posted on the RIDLT website,
bulletin boards and in various offices.

f. A copy of the plan will be distributed to all assistant directors, chiefs, administrators,
and supervisors, as well as to any employee (for review) upon request.

Externally, the Department’s Plan will be accessible on the Department’s website under the Equal
Opportunity tab.

If the above measures are taken, applicants and employees should be aware of the Department’s
procedures and policies related to discrimination. However, it is imperative that the Department follow
through and ensure that the AAP is made available, both internally and externally, in the manner
described above.

*This space intentionally left blank*
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POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department of Labor and Training fully endorses and cooperates with the Division of Human
Resources’ complaint intake and investigation procedure which provides for prompt and fair
resolution of complaints alleging discrimination in any area of employment on the basis of race,
color, sex, religion, age, national origin, sexual orientation, gender identity or expression, or
disability.

Complaint Procedure:

Handling employee complaints internally is a highly sensitive, multi-faceted process that may
involve many people. The purpose of this procedure is to make sure complaints (harassment,
discrimination, workplace violence, or retaliation) are investigated in a timely manner and any
appropriate corrective action is taken to ensure inappropriate and/or illegal actions and behaviors
cease immediately.

The Department of Administration, Division of Human Resources (HR) Site Operations/Business
Partner Team investigates HR-related complaints across Executive Agencies. This includes
complaints related to discrimination, harassment, sexual harassment, workplace violence, and
retaliation.

When the HR Site Operations/Business Partner Team receives a complaint, it will investigate the
allegations and work closely with the Agency throughout the process. The HR Site Operations/
Business Partner Team will also maintain regular contact with the employees involved in the
complaint throughout the process.

How to Report a Complaint:

A person may report a complaint orally or in writing to the Division of Human Resources, Site
Operations/Business Partner Team or continue to report through any existing channels, including
the employee’s supervisor or manager, DLT Chief of Equity and Equal Opportunity, Executive
Director of Human Resources, Human Resources Chief of Staff, and the Office of Diversity,
Equity and Opportunity (ODEO). The reported complaint will be brought to the Division of Human
Resources Site Operations/Business Partner Team who will investigate all complaints.

Employees can report a complaint directly to the Division of Human Resources, Site
Operations/Business Partner Team, in anv of the following ways:

e Complete the complaint form at: T Discrimination Complaint Form

e Call: & 1-401-574-8381

e Email: k& DOA.HRInvestigations@hr.ri.gov

An individual may also file a complaint with the Rhode Island Commission for Human
Rights or the U.S. Equal Employment Opportunity Commission. If a charge has been
filed, either simultaneously or at a later date with the Rhode Island Commission for
Human Rights or the U.S. Equal Employment Opportunity Commission, the State of
Rhode Island may defer to either commission for investigation and any resolution and/or
prosecution of any charge.

ﬁﬁm/&éd C 2/

Matthew D. Weldon Date
Director, Department of Labor and Training
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POLICY ON SERVICE DELIVERY

The Department of Labor and Training is committed to providing fair, courteous and
equitable service to the public. The Department will make every effort to provide interpretive
services to the non-English speaking public. As per Rhode Island General Law 28-5.1 of the
State of Rhode Island, all Divisions of the Department shall render services to all persons
without discrimination based on race, color, religion, sex, age, national origin, sexual
orientation, gender identity or expression or disability.

Each Division is further responsible for making sure that discrimination does not exist in any
programs and activities it assists. This includes grants, contracts and all areas where the
State dollar is spent.

If any person feels that he/she has been discriminated against, they may file a complaint
orally or in writing to the Division of Human Resources, Site Operations/Business Partner
Team or continue to report through any existing channels, including the employee’s
supervisor or manager, DLT Chief of Equity and Equal Opportunity, Executive Director of
Human Resources, Human Resources Chief of Staff, and the Office of Diversity, Equity and
Opportunity (ODEO). The reported complaint will be brought to the Division of Human
Resources Site Operations/Business Partner Team who will investigate all complaints.

To report a complaint directly to the Division of Human Resources, Site Operations/
Business Partner Team, you may:

e Complete the complaint form at: B Discrimination Complaint Form

e Call: \» 1-401-574-8381

e Email: k&8 DOA.HRInvestigations@bhr.ri.gov

An individual may also file a complaint with the Rhode Island Commission for Human Rights
or the U.S. Equal Employment Opportunity Commission. If a charge has been filed, either
simultaneously or at a later date with the Rhode Island Commission for Human Rights or the
U.S. Equal Employment Opportunity Commission, the State of Rhode Island may defer to
either commission for investigation and any resolution and/or prosecution of any charge.

N A — Glo/et

Matthew D. Weldon Date
Director, Department of Labor and Training

*This space intentionally left blank*
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POLICY ON CONTRACTS

In accordance with Rhode Island General Law 28-5.1, the Department of Labor and Training shall
require that all contractors and suppliers of goods and services sign contracts containing an Equal
Opportunity Clause. The clause shall state that the parties agree to adhere to the provisions of all
applicable laws, rules and regulations, both State and Federal, including, but not limited to Rhode
Island General Law 28-5.1, Title VII of the Civil Rights Act of 1964, Rehabilitation Act of 1973 and
Executive Orders 11246 and 11375. Every effort will be made to solicit bids from Minority Business
Enterprises, Women’s Business Enterprises, and Veteran Business Enterprises. This policy is and
will continue to be posted in conspicuous areas.

/M/“/"/‘é"—’ (-/3’/?/:

Matthew D. Weldon Date
Director, Department of Labor and Training
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INDIVIDUALS WITH DISABILITIES, DISABLED VETERANS AND
COVERED VETERANS

AFFIRMATIVE ACTION POLICY

The Department of Labor and Training will take Affirmative Action to employ and advance individuals
with disabilities and veterans in accordance with requirements set forth in the Americans with Disabilities
Act of 1990, Rhode Island General Law 28-5.1, Executive Order 92-2 and the Vietnam Era Veterans
Readjustment Assistance Act of 1974.

It is the policy and practice of the Department of Labor and Training to provide equal opportunity for
every employee. The Department encourages qualified individuals with disabilities, disabled veterans
and covered veterans to participate fully in all employment opportunities. This policy applies to all
decisions about recruitment, hiring, compensation, benefits, transfers, promotions, layoffs and other
conditions of employment.

Accordingly, all employment decisions shall be consistent with the principles of equal employment
opportunity.

The Department will communicate to all employees and applicants its obligation to take affirmative
action to employ qualified individuals with disabilities, disabled veterans, and covered veterans, in such
a way as to ensure understanding and acceptance.

The Department will maintain contact with agencies and organizations that serve this special
population for the purposes of encouraging individuals with disabilities, disabled veterans and
covered veterans to apply for employment within our agency. This will include such recruitment sources
as Vocational Rehabilitation Services, the Department of Human Services, and appropriate educational
or training institutions to assist in recruiting qualified individuals with disabilities and covered veterans.

Cheryl A. Burrell, Chief of Equity and Equal Opportunity, is designed as the American with Disabilities
Act/504 Coordinator for the Department of Labor and Training. Responsibilities include:
¢ Monitoring the Department’s grantee agencies for 504 accessibility
e Coordinating with all divisions in the implementation of all federal rules and regulations affecting
the Department in terms of compliance with the mandates of Section 504 of Title V of the
Rehabilitation Act of 1973, as well as any acts, statutes, and state executive orders on equal
opportunity
e Making every effort to provide reasonable accommodations, which may include modifying the job
site, utilizing technology and/or equipment, changing schedules or procedures, and any other
measures that enable an individual to function at their optimum level when hired
Where possible, restructuring the job to accommodate an employee's special needs
e Encouraging anyone in this population to design and implement their own career development
plan by participating in education and training programs

All employment related brochures, recruitment and job postings will contain "An Equal
Opportunity/Diversity Employer” statement.

M/Lw/é—«— ¢ 7/~

Matthew D. Weldon Date
Director, Department of Labor and Training
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COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELIGION OR NATIONAL ORIGIN

The Department of Labor and Training will fully comply with all laws and executive orders. The
Department will strive to fulfill requests for religious accommodation through voluntary substitutions,
flexible work schedules, changes in job assignments or transfers. The Department offers employees
four “personal days” of paid leave per year that may be used for accommodating religious holidays
or obligations.

The Department does not discriminate against any qualified person in any facet of hiring or
employment because of their religion or national origin.

SN A — ¢ /2

Matthew D. Weldon Date
Director, Department of Labor and Training
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

In our efforts to comply with federal law, state law and executive orders on discrimination based on
sex, the Department of Labor and Training will comply with the following procedures and practices:

1.

2.

10.

11.

12.

Candidates from both sexes will be recruited for all jobs.

Advertisements will not express a preference for applicants of a particular sex when
placed for recruitment of personnel.

Written personnel policies indicate that there will be no discrimination on the basis of sex.

No distinction based on sex will be made in employment opportunities, wages and hours of
work, employee benefits or any other condition of employment.

Mandatory or optional ages for retirement will be equal for both males and females.

Appropriate physical facilities will be provided for both sexes. Lack of facilities will not be used
to reject applicants of either sex.

Pregnancy leaves of absence for female employees are granted on an individual basis,
depending on an individual's physical condition, under the Department’s leave of absence
policy. Parental leave is afforded to all employees for the purpose of child

raising in accordance with Personnel Rule 5.0661 (d) and State and Federal FMLA
provisions.

Where seniority lists or lines of progression are used, they shall not be based on an
employee’s sex.

Salaries and wage schedules will not be based on an employee’s sex.

As openings occur, the department will take affirmative action to recruit and place
women in those jobs in which we have determined that females are under-represented.

Women will have equal opportunity to participate in training programs sponsored by the
department to the extent that they are under-represented. Special efforts will be made to
include women in any management training programs that are offered.

The Department recognizes its obligation to provide a work atmosphere free of
harassment and intimidation. Any forms of sexual harassment, such as unwelcome
sexual advances, requests for sexual favors and/or other verbal or physical conduct of
a sexual nature will not be tolerated. Violations of this policy will be handled
appropriately as part of the department’s disciplinary procedures and its posted policy

/Pyt — ¢ 17/5

Matthew D. Weldon Date
Director, Department of Labor and Training
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RETALIATION OR COERCION STATEMENT

An employee or agent of the Rhode Island Department of Labor and Training who shall discriminate
against an individual through the use of retaliation, coercion, intimidation, threats or other such
action because such individual has filed a complaint, testified or participated in any way in any
investigation proceeding or hearing regarding discrimination in employment or public service or
because such individual has opposed any act made unlawful under the Americans with Disabilities
Act (ADA) of 1990 or Rhode Island Fair Employment Practices Act or any rules and regulations
issued pursuant to either, shall be subject to disciplinary action. Said action may include suspension

from employment or dismissal where the discrimination is found to be willful or repeated.

*This space intentionally left blank*
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C. PROGRAM STATISTICS

Forms

APPLICANT DATA
AGENCY: Labor and Training DATE:  7/1/19-6/30/20
Applicants

Claﬁi&;ﬁtion Position Numiber Egg;;s Unicn LT;S; List Itdigt ";';ilh: Minority | Female | Disabled | Veterans | Hire | Promotion T{Vailgir:r T;:::_:g' GIF::ge
ADMINISTRATIVE 15E050101-04125 A 1 65 33 308 5 6 5F 124A
N TRNG | 16a0-0101-{37381) B 1 19 67 56 1 3 M 1204
SENCRENESTANG | jeapenintarast) B 1 19 67 56 1 3 M 320A
e, NG | ssar-so101{37321) B 1 19 67 56 1 3 5M 320A
SENOREMELTRNG | seap-a0iDi- B 1 19 67 56 1 3 5F 3204
e B 1 19 | 67 | =6 1 3 |4 220
e TRNG | 1650-£0101-(3 B 1 19 &7 56 1 3 5F 320A
SENCRENESTANG | jeapenintx B 1 19 67 56 1 3 5F 320A
AR e | tesesoesTas) B 1 19 | 67 56 1 3 |sm 2204
O e TANS | spam-e0101-a73a1) B 1 19 67 56 1 3 ™M 320A
s ke & | resosoiei-arase) E 1 0 88 79 0 1 2F 320A
RS pagh || sotoooion esy) E 1 1 119 | 103 1 1 2F HNIA
v 1232 E 1 5 82 64 0 3 2F HNIA
e 1680-50101-02811 A 1 12 1 31 1 0 5F 137A
AmER ATIVE 1880-50101-{37380) A 1 30 125 115 2 7 5M 124A
SeerRm R | tee0m0i0rera A 1 10 22 19 1 0 5F 137A
S Toonam 1680-50101-04050 A 1 8 41 36 0 0 5F 134A
DATA AMALYST II 1680-60101-04148 A 1 6 34 22 1 1 5F 138A
oo SOWEE | 1se0-50101-04118 A 1 27 1 29 3 1 5F 839A
ometR'e | 1eee-s0101-08140 A 1 21 65 57 0 3 5F 138A
oA 1880-50101-4152 B 1 81 201 175 10 14 5F HNIA
eanere 1880-50101-415¢ B 1 34 175 153 1 8 5F #N/A
o ey & 1680-50101-03285 B 1 34 132 118 1 6 5F 131A
ot 1680-50101-04147 B 1 29 96 81 7 17 5M 126A
i 1680-50101-04188 B 1 21 81 68 1 6 5F HN/A
NTRuS panisyy | 1980-10000-00073 B 1 2 1 72 0 2 2F 319A
LEGAL COUNSEL-ES | 120-50101-03443 B 1 13 22 20 1 0 1F 889F
e thnucan 1880-50101-01805 B 1 13 26 26 1 4 5F 127A
T ENE TRNG | 1830-50101-(27381) B 1 19 67 56 1 3 2M 320A
ENORENDSTRNG | qaen.s0101-(27381) B 1 19 87 56 1 3 5F 320A
et e oty | 1940100000008 c 1 a2 1 26 1 6 5M 3227
DATA ANALYST I 1652-80100-00026 A 1 13 35 20 3 2 5M 138A
EEGAL COUNSEL - | 5305010103443 B 1 13 22 20 1 0 5F
;55:%'?3222(‘:“ 1640-10000-00103 [ 1 12 1 7 0 1 5M #NIA
it 41232 1 5 82 64 0 3 2F ANIA
(pamemn nzzz 1 5 82 64 0 3 M| #NA

Totals 21 15 | 0 | 0| 681 | 2603 | 2393 52 128 0 0 0 0
Race/Ethnic Code : Gender Code
1 - Black or African American (Not Hispanic or Latino) F - Female
EEO Category 2 - Hispanic or Latino M - Male

A - Officials/Managers/Administrators

B - Professionals
C - Technicians
CF - Faculty

D - Protective Services

E - Paraprofessionals

F - Administrative Support
G - Skilled Craft

H - Service Maintenance

American Indian or Alaska Native (Not Hispanic or

Latino)

4- Asian (Not Hispanic or
Latino)

5- White (Not Hispanic or Latino)

6- Native Hawaiian or Other Pacific Islander (Not Hispanic or
Latino)

7 - Two or More Races (Not Hispanic or Latino)

3-

Disabled Code
D - Disabled

Veteran Code
V - Veteran
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APPLICANT FLOW DATA

AGEMNCY: Labor and Training DATE: FMM9-6/30020
MALE FEMALE
- |22 ~2Y | -~ |z8gu-]lES ~ Y| - E29u-] -
gz | LI 2= b o s a9 1= 2=z 4 @
13|50 ce| 2 Pig 2 |EEYEE||51 2| B |25 2 FERE| 2 | §
"gef|is| g 5% IR cg||2E 25|z B 2 BEgin) B
= =} = = = = o = - [ = *
SN IR B IR
APPLICANTS
OFFICIALEIADMINISTRATORS | 735 27 14 11 0 132 0 i 45 90 18 3 329 0 3 12 16
PROFESSIONALS 963 33 32 4 1 204 0 25 69 [ 142 [ 16 2 392 0 42 0 1
TECHHNICIANS 2036 | 75 74 19 2 410 0 34 125 | 343 [ 35 b 770 1 80 14 48
FACULTY
PROTECTI¥E SERY¥ICES
PARA-PROFESSIONALS 118 1 13 0 1 2 1 3 92 0 0 2 0 2 0 1
ADMINISTRATIVE SUPPORT
SKILLED CRAFT
SERYICE/MAINTENANCE
TOTAL 3852 || 136 | 133 | 34 4 748 0 67 242 | 667 69 1M (1493 1 155 26 b6
HIRES
OFFICIALSIADMINIETRATORS 1 1
PROFESSIONALS 22 2 1 4 1 1 1 12
TECHHNICIANS
FACULTY
FROTECTIYE SERY¥ICES
PARA-PROFESSIONALS 4 3 1
ADMINISTRATIVE SUPPORT
SKILLED CRAFT
SERYICE/MAINTENANCE
TOTAL 27 2 1 0 0 4 0 0 1 4 1 0 14 0 0 0 0
PROMOTIONS
OFFICIALSIADMINISTRATORS 8 2 6
PROFESSIONALS 10 1 1 1 6
TECHNICIANS 1 1
FACULTY
PROTECTIYE SERYICES
FARA-PROFESSIONALS
ADMINISTRATIYE SUPPORT
SKILLED CRAFT
SERYICE/MAINTENANCE
TOTAL 19 0 1 0 0 4 0 0 1 1 0 0 12 0 0 0 0
TERMINATIONS
OFFICIALS!ADMINISTRATORS 2 1 1
PROFESSIONALS 8 1 1 1 5
TECHNICIANS
FACULTY 2 1 1
PROTECTIYE SERYICES
PARA-PROFESSIONALS 2 1
ADMINISTRATIYE SUPFORT
SKILLED CRAFT
SERYICE!/MAINTENANCE
TOTAL 14 0 1 0 0 3 0 0 1 1 0 0 8 0 0 0 0

* Mot Hispanic or Latino

** |nclude dizabled in appropriate job categories.
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ANNUAL AFFIRMATIVE ACTION STATISTICAL SUMMARY

AGENCY: Labor and Training DATE: July 1, 2019 — June 30, 2020

PAGE 1 OF 4

CURRENT WORKFORCE [as of Juse 30, 2020])
EED-4 BLACK O “n‘iﬂf‘?" u:\.:;:rln:m Tt OR
Job enparees | nae  |MReRTY| renae |iaecen | vererans | il [N T | ek | lohe | waces
Cateqgories IHHL'| JHuL| |:|i:::-$k IHHL'|
OFFicial=r
Managers T8 29 3 28 LI 1% 2 1 0 0 LI 0
Adminiztrators
Professionals 380 66 (1] 182 1] 12 27 29 4 1] 1] 1}
Faculty 1] LI 0 LI LI 0 0 0 0 0 LI 0
Technicians ha B B 14 1] Z6 1 L 1} 1] 1] 1}
Protective 0 0 0 0 0 0 0 0 0 0 0 0
Services
Para- 124 4 16 37 ] 43 a 14 0 0 1 0
Profeszionals
Adminiztrative 38 3 6 1 0 14 0 1 0 0 0 0
Swupport
Skilled Craft 0 0 0 0 0 0 0 1] 1] 0 0 1]
i 0 0 0 0 0 0 0 0 0 0 0 0
aintemance
Total Employees EF9 10 n 272 1] 10 33 B2z L 1] 1 1}
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ANNUAL AFFIRMATIVE ACTION STATISTICAL SUMMARY

AGENCY: Labor and Training DATE: July 1, 2019 —June 30, 2020

PAGE 2 OF 4

LAST YEAR'S WORKFORCE ([as of Juse 30, 2013)

e wangaiians | oo

enpiomees | e |MnomTe| reaie foasies |vevenans SO MEPARE| st | gk | STHEE | MR
[HHL] [HHL'| lili::ll:'_fﬁ [HHL]

38 12 3 26 0 1 2 1 1} 0 0 0
258 62 &0 176 1 L ] 27 29 i 1] ] 1]
] 1] 1] ] 1] 1] ] 0 1] 1] ] 1]
28 12 b 16 1] 1] 2 4 1] 1] ] 1]
0 0 0 0 0 0 0 0 1} 0 0 0
15 8 16 37 3 & 1 12 1 1 0 0
16 5 ¥ 1 0 0 2 5 1} 0 0 0
0 0 0 0 0 0 0 0 1} 0 0 0
0 0 0 0 0 0 0 0 1} 0 0 0
85 99 92 266 4 1 34 52 L 1 0 0
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ANNUAL AFFIRMATIVE ACTION STATISTICAL SUMMARY

AGENCY: Labor and Training DATE: _ July 1, 2019 —June 30, 2020
PAGE 3 OF 4
DIFFERENCE +J-
e wiiain | T o8
enprevees | nae |MHORITH[ renate | oisasiee | vereans | P DRG] Aweka RO | aane | maces
IHHL'| (HHL Islt::f:lr:k IHHL|
40 17 0 2 0 14 0 0 0 0 0 0
122 4 0 [ -1 L 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
H -4 1] -2 1] 26 -1 ] 1] 1] 1] ]
0 0 0 0 0 0 0 0 0 0 0 0
74 -4 1] 1] -3 a7 ] 1 -1 -1 1 1]
22 -2 -1 0 0 14 -2 -1 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
1] 1] 1] 1] 1] 1] 1] 1] 1] 1] 1] 1]
294 1 -1 [ -4 99 B 1] -1 -1 1 1]
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ANNUAL AFFIRMATIVE ACTION STATISTICAL SUMMARY

AGENCY: Labor and Training DATE: July 1, 2019 —June 30, 2020
PAGE4 OF 4
HIRING GOALS GOALE MET Current Workforce: As of June 30th, 2020

Last Year's Workforce: As of June 30th, 2019
Difference: Increases or Decreases
Goals: Numerical projections, July 1st, 2019 to June 30,
2020 for employment of minorities and women.

HIHSEITY | FEHALE | DISABLED YETERAHS [|HIHORITY | FEHALE | DISARLED | YETERAHS

Percent

39.43% Minority Applicants 68.48% Female Applicants
34.62% Minority Hiring 16.92% Female Hiring

Termination Percent

21.43% Minority
57.14% White Female

21.43% White Male

Goals Met

A =Achieved
A+ =Achieved Plus

N =Did Not Achieve
P =Partially Achieved

Total Current Workforce Percent
16.20% White Male
13.40% Minority
40.06% Female
0.00% Disabled
16.20% Veterans
5.74% Black or African American (*Not Hispanic or Latino)
7.66% Hispanic or Latino
0.00% American Indian or Alaska Native (*Not Hispanic or Latino)
-0.59% Asian (*Not Hispanic or Latino)
0.15% Native Hawaiian or Other Pacific Islander (*Not Hispanic or Latino)
0.00% Two or Move Races (*Not Hispanic or Latino

35| Page



JOB-GROUP ANALYSIS

SUMMARY
AGENCY: Labor and Training DATE: July 1, 2019 —June 30, 2020
Male
1 2 3 4 5 6 T
Cgf:;:r"i':s bl ol I o | o eieme] o | mwn | o | mwo | s | e | % | mey | o Tg« 5%

[MHL)

Officals/Managers,
Administrators 57 3 5% 0 0% 0 0% 0 0% 0 0% | 29 |51% | O 0% 0 0%

Professionals 213 45 21% || 10 | 5% 6 3% 0 0% 0 0% | 853 (25% | O 0% 0 0%

Technicians 26 & 23% | 2 8% 2 8% 0 0% 0 0% g8 |31% | 0 0% 0 0%

Para-Professionals 37 12 32% | 1 3% 0 0% 1 3% 0 0% 4 (1% | © 0% 0 0%

Administrative Support|| 14 7 50%| O 0% 1 7% 0 0% 0 0% 2 |14% | 0O 0% 0 0%

GRAND TOTAL 347 73 [21% || 13 [ 4% 9 3% 1 0% 0 0% | 96 | 28% | O 0% 0 0%

Female
1 2 3 4 5 & T
Efck Hizpanic AlLAM Asian wihie HHIGRI Twe or
EEO Jﬂ_h EmTT:L“ M;z::ie’ % [MHL) 05 |erbatine | 04 [MHL) %% [MHL) oG [MHL] oG [MHL) o More o5
Categories Floyees i Races

[MHL)

Officals/Managers,
Administrators 57 3 5% 2 4% 1 2% 0 0% 0 0% | 25 (44% | O 0% 0 0%

Professionals 213 45 [ 21% || 14 | 7% | 13 | 6% 0 0% 2 1% | 115 | 54% | O 0% 0 0%

Technicians 26 & 23% (| O 0% 2 8% 0 0% 0 0% | 12 |46% | O 0% 0 0%

Para-Professionals 37 12 32% || O 0% | 10 [27% | O 0% 0 0% [ 21 |57% | O 0% 0 0%

Administrative Support | 14 7 50% 2 14% | 4 |29% | O 0% 0 0% 5 |36% | 0 0% 0 0%

GRAND TOTAL 347 73 21% (| 18 | 5% | 30 | 9% 0 0% 2 1% | 178 | 51% | O 0% 0 0%
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EEO Job Category:

JOB-GROUP ANALYSIS

Officials Managers & Administrators

DATE:

July 1, 2019 - June 30, 2020

Frale Fomale
e o omes| | T | el R Rl ey Bt I wor | | | [
ADMIHFINANGIAL MANAGEMENT 0137 2 0 0% 0 2 2
ADMINISTRATIVE OFFIGER 0124 5 1 20% 2 2 3 1 2
ADMINISTRATIVE OFFICER 0324 1 0 0% 0 1 1
ADMINS TRLABORRELATIONS EOARD 05833 1 0 0% 0 1 1
ADMINSTRTR OFERATIONS MANAGEME i 3 0 0% 1 1 2 2
AFFRTCSHF TRAINCOORDNTR: 0324 1 1 100% 0 1
AETISTANT CHIEF OF FLANNING 0137 2 1 50% 1 1 1 1
ASST ADMIN OF YOG REHAEREHAE) 013z 1 0 0% 1 1 0
AEETDIR ADMIMIETRATIVE SERYIC 0143 1 0 0% 1 1 0
ASSTOIRDEFTLABOR TRHGIWRS 0140 1 0 0% 1 1 0
ASSTOIRFINANCIAL CHTRMGHMT 011 1 0 0% 0 1 1
ASSTOIRFORBUSINESS AFF(DLT] 0133 1 0 0% 0 1 1
ASSTOIRLABOR MKTINFO MGMT 0133 1 0 0% 0 1 1
ASSTOIRPL PGMDEY(DET) 0133 1 0 0% 0 1 1
CHAIRPERSON LER RELATIONED ME 0353 1 0 0% 1 1 0
GHAIRFERSON MERED OF REVWES) 0837 1 0 0% 1 1 0
CHF ADMDIYOF REHAE EDUCOLT om0 1 0 0% || 1 1 0
CHFLIC EAMRDIN COMMLIG RES 1333 1 0 0% || 1 1 0
CHF OF INFO PUELIC RELATIONS 0123 1 0 0% 0 1 1
GHF FUELIG AFF AIRS OFFICER{OLT 0137 1 0 0% 0 1 1
CHIEF DATA OFERATIONS 0333 1 0 0% 0 1 1
CHIEF REFEREE, EDRRDOF REVIEW 0135 1 0 0% 1 1 0
CHIEF, FROGRAMDEVELOFMENT 0134 3 0 0% 0 3 3
CODE COMMMEMBER: (IND 20 COMM) 0504 1 0 0% 1 1 0
DATAANALYSTI 0138 2 0 0% 1 1 1 1
DEFUTY DIRECTOR(OLT) 014 1 0 0% 0 1 1
DIF,DEFT OF LAEOR TRANING 0345 1 0 0% 1 1 0
EHEE IR GOYHRS WORKFORGOED 0833 1 0 0% 0 1 1
—— 0 [ ow | 0 2 2
LaBoRRELATIONS EosRorEeEr | 0952 4 0 0% | 3 3 1 1
MEFOF LERP{MHTS DETE AFFL ED 0300 1 0 0% 1 1 0
MEMEUR FIFEFITTER: REF TEGH 0504 3 0 0% 3 3 0
MEM OF EDOF FOLICEFERSON RELF 0504 2 0 0% 2 2 0
MEMEEF; OF ED (EX&H OF ELEGTR) 0504 2 0 0% 2 2 0
FREVAILING WAGE INVESTIGATOR 0322 1 0 0% 1 1 0
RiSTATEARERSHPCOUMCILMEM | 0507 2 0 0% | 2 2 0
SUPYRG DETBUSINESS OFFICER 0132 1 0 0% 0 1 1
SUBTOTAL 57 3 5% 29 0 0 0 29 0 0 28 2 0 0 25 0 0
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JOB-GROUP ANALYSIS

EEO Job Category: Professionals DATE: _ July 1, 2019 —June 30, 2020
Tiale Fomals .
sop TmE L P v N ) ol P I g Pl g el R I o
bl
ASST ADMIM, FINANGIAL MGHT 0134 1 0 0% 0 1 1
ASSTADMINIZTRATOR REHRE UNIT 0137 1 0 0% 0 1
EBENEFIT CLAIMS SPECIALIET 0323 25 G 24% 8 5 17 2 1 14
EBUSINES 5 MANAGEMENT OFFICER 0Bz6 1 0 0% 0 1 1
[E— VR o | 0% | 4 4 3 :
CHF HOISTINGENGINEERINVESTIS | 0328 1 0 0% 1 1 0
CHF OF LagoR TRANNGOPERSTID | 0134 5 0 0% 1 1 4 4
CHF FLUMEINGIVEST (ED FLUMEN 0330 1 0 0% 1 1 0
CHF PREVAILING WAGEINVESTIGTR: 0330 1 0 0% 0 1 1
CHIEF RESEARCH ANALYSIS 0134 1 0 0% 0 1 1
COMPENSATION CLAIME AHALYST 03z2 3 0 0% 1 1 2 2
COORDEMFLOY TRHGFGRMS 0131 19 i 32% 5 2 3 14 3 1 10
GOORD UHEMF INS PROGRAMS 0131 1 0 0% 1 1 0
LT BUSINES S OF FIGER: 0321 3 0 0% 1 1 2 z
EDUGATION UNIT REF RESENTATIVE 0326 2 0 0% 0 2 2
EMERGUNEMPLOYMENTINSURCLAIM | D320 12 2 17% 9 1 11 1 1 9
EMP TRNGFINANCIAL AHALYST | 0132 1 0 0% | o 1 1
EMPLOVMENT TRAININGHSR oizs | & 2 [l25% | 3 | 1 2 5 1 4
EMPLOYMENT TRHG ADMMISTRATO | D135 2 0 0% 1 1 1 1
ExcuTIvE CounsEL 0533 1 1 [ 100% | 1 1 o
FISCAL MANAGEMENT OFFICER: 0B26 1 0 0% 0 1 1
FRAUD OVERF-AYMENT INVESTIGATOR | (0321 3 0 0% 2 2 1 1
INTERPRETING INTRYWR (SPANISH) 0313 1 1 100% 0 1 1
IHYEST WRE COMP FRAUD PREVUNI AE30 3 1 17% 2 2 4 1 3
LABOR EOARD CASE AGENT 0125 1 0 0% 0 1 1
LEGAL COUNSEL -ES 0353 7 2 29% 4 3 3 1 2
MANAGEMENT ASSISTANGE SUPERYE | (131 3 0 0% 3 3 0
MEDIGAL ASSISTANT 0320 2 0 0% 0 2 2
PRINDET BUSINES 5 OFFICER: oz 2 2 100% 1 1 1
FRINEMPLOY TRHGINTERVIEWER: 0323 29 4 14% 8 1 7 21 1 2 18
FRINEMPLOYMENT TRNGMER 0130 5 1 20% 1 1 4 1 3
FRNRESEARCH TECHNIIAN il R 0 0% | o 1 1
FROGRAMMING SERVICES OFFICER 013 1 0 0% 1 1
FiEFEREE-E0ARD OF REVIEW 0137 4 1 25% 3 3 1 1
SEHIOR DLT EUSINESS OFFICER: 0324 4 0 0% 1 1 3 3
SENIOREMF TRNGINTERVIEWER: 0000 1 0% 0 1 1
SENIOREMP TRHGINTERVIEWER: 0320 26 11 42% 9 5 3 7 4 1 12
e 0gz3 | 1 1 | 100% | o 1 1
sPrsmvocRERRE@ISDETERM) | 0329 1 0 0% 0 1 1
SREMPLYMNT TRHSMNTRHSEVL SF- 0126 ) 3 8% 2 2 6 1 2 3
SRPREVAILING WAGE INVESTIGATO 0327 1 0 0% 1 1 0
SRRESEARGH TECHHIGIAN 0323 3 1 33% 0 3 1 2
SUPERYISOR OF OFFICE SYS(DLT) 0131 1 0 0% 1 1 0
E—— el o | o | 1 1 1 1
UITGLAIMS MANAGER: 0326 1 0 0% 0 1 1
WORKERS GOMFRATHTCARECOORD | (0520 2 0 0% 0 2 2
SUBTOTAL 213 45 21% 69 10 0 0 53 0 0 144 14 13 0 2 115 0 0




JOB-GROUP ANALYSIS

EEO Job Category: Technicians DATE: July 1, 2019 —June 30, 2020
TMale Female
. ToraL || 1 3 . 5 & S Toral |1 ¥ M s &
sosTimLe BRADE | iriovess [ranonimes|| % || male || U | | | | i | | || |
ASETCOORD EMPLOY TRHGFGRME 0129 12 1 8% 2 9 1 10 10
ASSTR0ORDUNEMFLOYINSURFROS | 0129 1 0 0% 0 1 1
CERTFED DCCUR THERAPY ASSTCOTA | 0320 1 0 0% 1 1 0
CHFEOILER PRES VESSEL INSPC 0330 1 1 100% 1 1 0
CHF ELEC INVES T(ED E4AM ELECR) 0330 1 0 0% 1 1 0
CHF LABOR STAND ARD EXAMINER: 0330 1 0 0% 0 1 1
CHIEF ELEVATOR INSFECTOR: 0330 1 0 0% 1 1 0
GHIEF MEGH INVESTIGATOR(E ME] 0330 1 0 0% 1 1 0
IHDUS SFTY TECH(BDILER INZF) 032z 1 0 0% 1 1 0
INDUSTRIAL SFTY SPEC OGGF SFTV 032z 1 0 0% 1 1 0
LAEOR STAHDARDS EXAMINEF: 032z 4 3 75% 2 1 1 2 2
SF GOMPUTER OFERATOR 0315 1 1 100% 1 1 0
SUETOTAL 26 g 23% || 12 2 2 0 0 8 0 0 14 0 2 0 0 12 0 0
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JOB-GROUP ANALYSIS

EEO Job Category: Para-Professionals DATE: July 1, 2019 —June 30, 2020

Fiale Frmals
Sl W W R g o | LR |l | o i | s | [ e
AZET ADM OFF 0321 1 0 0% 1 1
GHIEF IMPLEMENTATION AIDE 0125 3} 0 0% 0 6 6
CHIEF IMPLEMENTATION AIDE 0325 1 0 0% 1 1 0
p—— = 0 |low || o 1 1
DISAELEDNETERANS JOEASSISTAN| 0320 2 0 0% 1 1 1 1
EMF TRNGINT INTRF [SFANSH 0320 9 9 100% 0 9 9
EMFTRNGINTYR INTRFRT(PORT) | (1520 1 0 0% 0 1 1
EMPLOY TRHGASSISTANT 0316 3 0 0% 0 3 3
IMPLEMENTATIGH AIDE 032z | 4 0 |low || o 4 4
IMPLEMENTATION AIDE ABZZ 1 0 0% 0 1 1
INTERFRETER (SFANIZH) 0316 1 1 100% | O 1 1
LOGAL YETERANS EMFLOY. REF 0320 2 1 50% 2 1 1 0
FHYSICAL THERAF T ASSISTANT 0320 5 1 20% 2 1 1 3 3
SUBTOTAL a7 12 32% 6 1 0 1 0 4 0 0 A 0 10 0 ] 21 0 0
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JOB-GROUP ANALYSIS

EEO Job Category: Administrative Support DATE: _ July 1, 2019 —June 30, 2020

Fale Fomale
aonse |t iemi) | Tt | 2 (e | | | [ | (e | | [
CENTRAL MAIL ROOM CLERK o03M 2 1 50% 1 1 1 1
CLERK SECRETART 0616 1 0 0% 0 1 1
LEGAL ASSISTANT 0313 1 1 100% 1] 1 1
MEDICAL RECORDS TECHHICIAN | 0320 1 1 100% 0 1 1
OFFICEMAAGER 023 2 0 0% 0 2 2
FRINGLERK-TYPIST 0312 1 0 0% 0 1 1
SRWORD PROCESSING TYPIST 0312 B 4 67% 2 1 1 4 2 1 1
SUBTOTAL 14 7 50% 3 0 1 0 0 2 0 0 11 2 4 0 0 5 0 0
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DETERMINING UNDERREPRESENTATION AND GOAL SETTING

AGENCY: Labor and Training

DATE: _July 1, 2019 —June 30, 2020
PAGE 1 OF 3
wORKFORCE
AHERICH HATIVE
BLACK O HIHDIAH HFRITAH | T o
EED-4 ToTAL arkican | HISFARICE RERH | WHITE |OROTHER | HoRE
Job Categories ||ErPLovees HIHORITY| PEHALE |vETERAHS |DisaBLED “"r::::?lﬁ m:rﬂo ::,':-ﬁ: pay |t ,:::,::.':k T::fls
IHHL'| [HHL'|
OFficialst
Managers K 3 28 15 2 1 0 23
Administrators
Profescionals 380 60 182 12 27 29 i BE
Faculty
Techmicians &0 B 14 26 2 4 &
Protectire
Bervices
Para- 116 16 | 37 | a3 1 14 1 !
Profezcionals
Adminiztrative 40 g 1" T 7 4 2
Support
Zkilled Craft
Service
Maistenance
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DETERMINING UNDERREPRESENTATION AND GOAL SETTING

AGENCY: Labor and Training DATE: _ July 1, 2019 —June 30, 2020
PAGE 2 OF 3
UNDERREPFRESENTATION
WHERICH HATIVE
EED-4 P::EE:: HISFRHIC HIH-:-DP:“H ASAH | WHITE ::ﬁ:::: “H-'I-;-:l::k
Job Categaries HIHORITY| PEHALE | YETERAHS |DISARLED “Hr::mﬁ“ I.ﬁ?lkﬂﬁ ::‘:‘.ﬁ: muey | pwy .:f‘,f,::.',fk T::._Ef
[HHL'| IHHL'|
OFFicials!
Managers 21 12 -10 5 4 1l 1 3 28 0 2
Adminiztrators
Profezsionals 59 13 10 27 4 30 4 10 210 1 1
Faculty 0 0 0 0 0 0 0 0 0 0 0
Technicians 13 17 -22 4 3 L 1 F 36 0 F
Protective 0 0 0 0 0 0 0 0 0 0 0
Services
Para- 20 | 23 | -38 8 9 4 0 4 | 80 0 3
Professionals
Adminiztrative 7 10 12 3 1 2 0 1 28 0 1
Support
Ekilled Craft 0 0 0 0 0 0 0 0 0 0 0
Serrice 0 0 0 0 0 0 0 0 0 0 0
Maintenance
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DETERMINING UNDERREPRESENTATION AND GOAL SETTING

AGENCY: Labor and Training DATE: _July 1, 2019 —June 30, 2020
PAGE 3OF3
AAP HIRING GOALS
AHERICH HATIVE
EED-4 PLACKOR] | HIEIAH HeAllaH| Toe R
- APFEICAH ok astaH | wHITE |oRoTHER| Hore
HIHGEITY| PEHALE | YETERAHS |pIsARLED ok . .
Job Categories e R o IS I A
[HHL'| [HHL'|
OFFicial=!
Managers 1
Administrators
Professionals s 1 1
Faculty
Technicians 1
Protectire
Services
Para- 1
Profezzionals
Adminiztrative 1
Support
Skilled Craft
Service
Maintenance
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D. IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS

Self-Evaluation of Affirmative Action Program Performance:

a)

b)

Description of Affirmative Action Program:

The Department has numerous policies in place, with several mentioned in this Plan, to
ensure equal employment opportunity for all current and potential employees. A review of
the past years’ workforce shows that, although the overall staffing increased by over 76%,
the Department has made no gains in the employment of minorities and individuals with
disabilities. However, there has been an increase in the employment of women, and a
significant increase in the employment of veterans. The Department hopes that through an
extensive review of its hiring practices and improvement of those practices, as well as a
renewed reliance on its partnerships with community-based organizations, there will be an
increase in the number of minorities and individuals with disabilities hired at all levels. The
Department will implement recruitment strategies that attract qualified individuals with
disabilities and minorities, and will support them once they have been hired through
training and promotional opportunities.

Job Category Composition:

Officials/Managers/Administrators: 78 total; 3 minorities (2 Black, 1 Hispanic), 28
females, 50 males, O disabled, 15 veterans.

Professionals: 380 total; 60 minorities (27 Black, 29 Hispanic, 4 Asian), 182 females, 198
males, O disabled, 12 veterans.

Technicians: 59 total; 6 minorities (1 Black, 4 Hispanic), 14 females, 73 males, 0 disabled,
26 veterans.

Para-Professionals: 124 total; 16 minorities (9 Black, 14 Hispanic, 1 Native Hawaiian/
Other Pacific Islander), 37 females, 87 males, 0 disabled, 43 veterans.

Administrative Support: 38 total; 6 minorities (4 Hispanic), 11 females, 27 males, 0
disabled, 14 veterans.

There are no DLT staff classified as faculty, protective services, skilled craft, or service
maintenance.

Numerical Goals Not Met and Explanation on Why They Were Not Achieved:

Officials/Managers/Administrators: A goal of hiring 1 minority, and 1 person with a
disability was set, but not achieved. With more than a 105% increase in the number of
employees within this job category over the reporting period, there does not appear to be
any reasonable explanation as to why these hiring goals were not achieved. However, the
Department will make a concerted effort to review processes and address any systemic
barriers (perceived or real) that inhibit our ability to achieve the goals of diversity and
inclusion.
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Professionals: A goal of hiring 1 person with a disability was set, but not achieved. With
more than a 47% increase in the number of employees within this job category over the
reporting period, there does not appear to be any reasonable explanation as to why this
hiring goal was not achieved. However, the Department will make a concerted effort to
review processes and address any systemic barriers (perceived or real) that inhibit our
ability to achieve the goals of diversity and inclusion.

Technicians: A goal of hiring 1 person with a disability was set, but not achieved. With
more than a 110% increase in the number of employees within this job category over the
reporting period, there does not appear to be any reasonable explanation as to why this
hiring goal was not achieved. However, the Department will make a concerted effort to
review processes and address any systemic barriers (perceived or real) that inhibit our
ability to achieve the goals of diversity and inclusion.

Para-Professionals: A goal of hiring 1 person with a disability was set, but not achieved.
With more than a 175% increase in the number of employees within this job category over
the reporting period, there does not appear to be any reasonable explanation as to why this
hiring goal was not achieved. However, the Department will make a concerted effort to
review processes and address any systemic barriers (perceived or real) that inhibit our
ability to achieve the goals of diversity and inclusion.

Administrative Support: A goal of hiring 1 person with a disability was set, but not
achieved. With more than a 137% increase in the number of employees within this job
category over the reporting period, there does not appear to be any reasonable explanation
as to why this hiring goal was not achieved. However, the Department will make a
concerted effort to review processes and address any systemic barriers (perceived or real)
that inhibit our ability to achieve the goals of diversity and inclusion.

The Department will work with the DOA Human Resource liaison, Chief of Equity and
Equal Opportunity, as well as the Equal Opportunity Advisory Committee to address the
underrepresentation of minorities and individuals with disabilities.

Employment, Recruitment, and Selection Process:

This Department will increase its efforts to identify and encourage qualified individuals
with disabilities and minorities to apply for vacancies, especially in underrepresented job
categories. All personnel involved in recruiting, screening, selection and promotion will be
trained in bias-free decision making and non-discrimination practices to ensure the
elimination of possible discrimination in all personnel actions. The process will be
reviewed to make certain that minority group members and individuals with disabilities
are not bypassed or overlooked for discriminatory reasons.

The Department will also continue to work closely with the Office of Diversity, Equity, and
Opportunity (ODEO) receiving referrals of qualified applicants from underrepresented
communities.

Exit Interviews:

All terminating/transferring employees have the option of an Exit Interview with the
ODEO/State Equal Opportunity Office. It is the policy of the Department to ask all
terminating employees to participate in an informal exit interview to ascertain what
positive and negative work climate experiences they encountered. Each terminating
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employee is given an Equal Opportunity Exit Interview Form and asked to return it to the
ODEO/State Equal Opportunity Office. A copy of the Exit Interview Sign-Off Form and
Confidential Exit Survey Inquiry are included in the Appendix.

Flex-Time:

The Department does not use flex-time practices for salaried or employees. Hourly
employees work 7-hour shift between 8 AM and 4 PM.

Posting of Positions:

This agency will continue to post all job vacancies on the state ApplyRI website

(https://www.governmentjobs.com/careers/rhodeisland). Union positions are posted on
ApplyRI for a minimum of seven days.

Transfer and Promotion Practices:

DLT abides by union contract provisions regarding the hiring and promotion of staff. In
addition, there is in place an open interviewing process from the pool of qualified
applicants who meet the stated education and experience necessary for
transfers/promotions.

Technical Compliance:

The Director's non-discrimination policies will be disseminated to all employees. These
policies, along with all posters pertaining to equal opportunity are posted in conspicuous
areas throughout the Department. The Department sends its policies on Service
Delivery and Contracts to appropriate users and vendors. All job vacancy notices are
currently posted in a timely fashion in a central location within the Department. The
DOA Division of Human Resources also maintains all employment applications in
accordance with rules pertaining to the retention of records. The Department will
continue to monitor these procedures to be sure that our commitment to Affirmative Action
is understood and complied with. The EEO is the Law poster can be found on the DLT
website at: https://dlt.ri.gov/discrimination.php

Terminations:

Terminations include retirement, voluntary resignation, involuntary resignation (job
abandonment) and dismissals. For employees in the Classified service who are
dismissed, it is the final step in a progressive disciplinary model where all employees are
afforded due process. This process typically includes verbal reprimands, written
reprimands, suspensions and then dismissal except in cases where the offense rises to
the level of immediate dismissal. In the event an employee is facing possible suspension
or termination, they are afforded a Loudermill meeting, more commonly referred to as a
pre-disciplinary meeting, where they are given the opportunity to respond to allegations
prior to a disciplinary decision being rendered. The employee’s responses are taken into
consideration by representatives of the Division of Human Resources and Department
management in determining what level of discipline, if any, is appropriate. In the event it
is determined that disciplinary action, to include termination, is appropriate and executed,
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employees have recourse through various processes. Employees in the Classified
service who maintain Union affiliation may appeal their disciplinary action through the
grievance hearing process conducted by the Division of Human Resources, Labor
Relations Unit and ultimately, the Arbitration process as outlined in their respective
collective bargaining agreements. Employees in the Classified service who do not
maintain Union affiliation may seek recourse through the Personnel Appeal Board. Any
employee who voices concerns regarding discrimination may file a complaint orally or in
writing to the Division of Human Resources, Site Operations/Business Partner Team or
continue to report through any existing channels, including the employee’s supervisor or
manager, DLT Chief of Equity and Equal Opportunity, Executive Director of Human
Resources, Human Resources Chief of Staff, and the Office of Diversity, Equity and
Opportunity (ODEO). The reported complaint will be brought to the Division of Human
Resources Site Operations/Business Partner Team who will investigate all complaints.
Thus, individuals who are involuntarily terminated have a full process for protecting their
rights against unreasonable dismissal.

Training Programs:

The Department encourages employees to participate in training activities sponsored by
the Office of Training and Development, the Department's internal training unit and
other job related pre-approved college courses which will prepare staff for
promotional opportunities. To this end, training opportunities are publicized by bulletin
board notices and email notifications.
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E. AFFIRMATIVE ACTION PLAN FOR INDIVIDUALS WITH DISABILITIES, DISABLED
VETERANS AND COVERED VETERANS

The Department of Labor and Training administers a specialized veteran grant program
within its American Job Center delivery system known as the Jobs for Veteran State Grant
(JSVG). The JVSG program employs seven veterans within the agency and utilizes Title 38
veteran preference in its hiring practice which prioritizes protected veteran status. The JVSG
program provides veterans assistance to find meaningful employment, including state
employment.

In reviewing the affirmative action statistics of the Department for the period of July 1, 2019
through June 30, 2020, the Department’s current workforce of approximately 679 employees is
comprised of just 110 veterans (16%) and O people with disabilities (0%). For veterans, this is
significantly higher than RI’s civilian workforce of 8% veterans, but well below its disabled
civilian workforce of 7% disabled. The Department must continue to prioritize outreach to
gualified disabled veterans and individuals with disabilities. One way it can do so is by
ensuring that agency job postings include specific language encouraging individuals with
disabilities to apply.

Additionally, DLT facilitates veteran job fairs, recruitments and hiring events throughout the
state multiple times a year. Additionally, in DLT’s netWORKTi offices, individuals with
disabilities can access information on open positions within the agency and receive
assistance to apply, if needed.

When a disabled veteran is requesting reasonable accommodations, the veteran can self-
identify to his or her immediate supervisor or make a request directly to the ADA/504
Coordinator. A disabled veteran may request a reasonable accommodation at any time,
orally or in writing. When a request for accommodations is made by a veteran to their
supervisor, the supervisor must forward the request immediately to the ADA/504
Coordinator. Reasonable accommodations will be made to enable a veteran or person with a
disability to function at their optimum level. These accommodations may include restructuring
the job, maodifying the job site, offering support services, and/or providing special equipment or
technology. In the past, accommodations were made for individuals with both permanent and
temporary disabilities.

Regarding physical and mental qualifications, when physical or mental qualifications
were in question, the Department considered evaluations from licensed physicians
regarding the individual's ability to perform in relation to the established job description. The
Department followed established policies and procedures where psychological evaluations were
required.

Copies of the Affirmative Action Plan are disseminated to all divisions, offices and field
locations within the Department and made available on the Department’s website. Hard
copies of the plan are available to any applicant or employee upon request.

Finally, regarding work environment, the Department strives to promote a climate within the
workplace that is free from all discrimination and/or harassment, including discrimination-based
disability or veteran status.
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As previously stated, it is the policy of the Department of Labor and Training to comply with
Section 503 of the Rehabilitation Act of 1973, to take affirmative action to employ and advance in
employment qualified individuals with disabilities at all job levels. This action will involve all
personnel activities including hiring, promotion, demotion, transfer, recruitment or recruitment
advertising, layoff or termination, rates of pay or other forms of compensation, selection for training
and benefits.

Cheryl A. Burrell is the individual responsible for implementation of the policy. Those
responsibilities include:

1. Hold regular discussions with management, supervisors and employees to ensure their
compliance with the program.

2. ldentify problem areas.
3. Serve as a liaison between the Department and government agencies.

4. Serve as a liaison between the Department and organizations of and for individuals with
disabilities, disabled veterans and covered veterans. Also, to be available as the Department’s
representative in their service activities.

5. Disabled veterans and covered veterans will be provided with the same career counseling as
other employees of the Department of Labor and Training.

6. Ensure that employees placed through affirmative action efforts will not be subject to
harassment designed to interfere with the filing of a complaint, furnishing information, or
participating in any manner with the administration of the act.

PRACTICES AND PROCEDURES
Outreach Recruitment:

A review of the Department of Labor and Training personnel procedures has been conducted to
assure that careful consideration is given to the job qualifications of individuals with disabilities,
disabled veterans and covered veterans.

The job qualifications of individuals with disabilities, disabled veterans and covered veterans are
given proper consideration and these individuals receive equal opportunity to participate in
Department sponsored training programs.

Physical and Mental Qualifications:

The Department of Labor and Training does not apply any general physical or mental job
gualifications that would tend to screen out the qualified individuals with disabilities, disabled
veterans and covered veterans. All job qualifications are related to the specific job or jobs for which
the individual is being considered and are consistent with business necessity and the safe
performance of the job.
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Reasonable Accommodations:

The Department of Labor and Training makes reasonable accommodations to the physical and
mental limitations of an employee or applicant within the limits imposed by business necessity,
costs and expenses. The Department will make such changes when appropriate and make every
effort to accommodate individuals with disabilities on an individual basis.

Work Environment:

The Department strives to maintain a working environment free of discrimination, intimidation and
harassment. The Department also maintains the general work area where the disabled, disabled
veteran and covered veteran work to ensure that it is conducive to continued employment and
upward mobility.

Report on last year’s activities:

During the previous reporting period, the Department worked to identify and remove any barriers
that affected individuals with disabilities and met requests for reasonable accommodations.

Report on this year’s plans:

The Department plans to continue its work to identify and remove barriers that would affect
individuals with disabilities and will continue to work with individuals with disabilities to meet
reasonable accommodation requests.

The Department will apply the definition of “Covered Veteran” for the purpose of employment as
set forth in "Covered" Veterans as defined by the Vietnam-Era Veteran’s Readjustment Assistance
Act (VEVRAA) of 1974, (VEVRAA) amended by the Jobs for Veteran’s Act of 2002. The
Department will work to achieve the aspirational goal of 7% for persons with disabilities and will
continue its efforts to meet any identified needs of employees or potential employees who are
disabled, disabled veterans, and

covered veterans.
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F. DETERMINING UNDERREPRESENTATION & GOAL SETTING 2019-2020

During the 2019-2020 Plan Year, twenty-seven (27) new employees joined the Department of Labor
and Training staff. The Equal Employment Opportunity Job Category analysis of these new hires is

detailed below:

NEW HIRES DURING 2019-2020 PLAN YEAR

EEO Total White Males Minorities Females
Job Category Employees
Officials/administrators 1 1
Professionals 22 4 6 15
Para-Professionals Fil 3 i
TOTAL 27 4 9 20

Analysis to Determine Underrepresentation by Job Cateqory:

Officials/Administrators

Currently, 3 of the 78 employees in this job category are minorities. With the State’s population of
32.7% minorities, there would be 26 minority employees in this category if there was equal
representation. This represents an underrepresentation of 23 minority employees.

Also, 0 of the 78 employees in this job category are individuals with disabilities. With a goal of
7.0% individuals with a disability, there would be 6 individuals with a disability in this category if the
aspirational goal was attained. This represents an underrepresentation of 6 employees with a
disability.

Professionals

Currently, 60 of the 380 employees in this job category are minorities. With the State’s population
of 32.7% minorities, there would be 124 minority employees in this category if there was equal
representation. This represents an underrepresentation of 64 minority employees.

Also, 0 of the 380 employees in this job category are individuals with disabilities. With a goal of
7.0% individuals with a disability, there would be 27 individuals with a disability in this category if
the aspirational goal was attained. This represents an underrepresentation of 27 employees with a
disability.

Technicians

Currently, 6 of the 59 employees in this job category are minorities. With the State’s population of
32.7% minorities, there would be 19 minority employees in this category if there was equal
representation. This represents an underrepresentation of 13 minority employees.
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Also, 0 of the 59 employees in this job category are individuals with disabilities. With a goal of
7.0% individuals with a disability, there would be 4 individuals with a disability in this category if the
aspirational goal was attained. This represents an underrepresentation of 4 employees with a
disability.

Para-Professionals

Currently, 16 of the 124 employees in this job category are minorities. With the State’s population
of 32.7% minorities, there would be 41 minority employees in this category if there was equal
representation. This represents an underrepresentation of 25 minority employees.

Also, 0 of the 124 employees in this job category are individuals with disabilities. With a goal of
7.0% individuals with a disability, there would be 9 individuals with a disability in this category if the
aspirational goal was attained. This represents an underrepresentation of 9 employees with a
disability.

Administrative Support

Currently, 6 of the 38 employees in this job category are minorities. With the State’s population of
32.7% minorities, there would be 12 minority employees in this category if there was equal
representation. This represents an underrepresentation of 6 minority employees.

Also, 0 of the 38 employees in this job category are individuals with disabilities. With a goal of
7.0% individuals with a disability, there would be 3 individuals with a disability in this category if the
aspirational goal was attained. This represents an underrepresentation of 3 employees with a
disability.

UNDERREPRESENTATION OF MINORITIES AND DISABLED

Underrepresen- Underrepresen-
EEO Total tation of tation of Persons
Job Category Employees Minorities with Disabilities
Officials/Administrators 78 23 6
Professionals 380 64 27
Technicians 59 13 4
Para-Professionals 124 25 9
Administrative Support 38 6 3
TOTAL 679 131 49

The Department continues to keep the minority community informed of job openings in the department
through posting job vacancies via the state ApplyRI notification and application system. This has been
helpful in ensuring that we reach those agencies and organizations on the official State EEO list and
beyond.

The Department’s commitment to the "Spirit" of Equal Opportunity Employment has produced
the following results:

Of the twenty-seven persons hired, twenty (or 74%) are female and nine (or 33%) are minority (three
Black or African American, five are Hispanic or Latino, and one Asian). Most of the new hires (twenty-

53| Page



two) were in the Professionals category, one was in the Official/Administrator category, and four were
in the Para-Professionals category.

It should be noted that the Department continues to build on its commitment to diversity in hiring
practices overall. The Department strives to focus on the higher paying professional categories, which
include non-union managerial and supervisory positions over which the agency exercises greater
flexibility in hiring.

Achievements:

In terms of promotional opportunities, it should be noted that during the Plan Year, 19 employees were
promoted; 14 (or 74%) were female and 3 (or 16%) were minorities (two Hispanic or Latino and one
was Black or African American). This included one Black or African American female that was
promoted to the Professionals category, one Hispanic or Latino female promoted to the Professionals
category, and one Hispanic or Latino male that was promoted to the Professionals category.

Plan Year 2020-2021 Goals - Plan to Improve Diversity Hiring and Workplace Inclusion

During the 2020-2021 Plan Year the Rhode Island Department of Labor and Training will:

1. GOAL: Review systemic practices to ensure non-discrimination
The Department’s Chief of Equity and Equal Opportunity will lead an agency wide review of hiring
and promotional processes and address any systemic practices that inhibit the Department’s ability
to achieve the goals of diversity and inclusion.

2. GOAL: Hire more candidates from underrepresented categories
When vacancies occur, the Department will aspire to hire employees in the underrepresented
categories delineated above. Currently, minorities and individuals with disabilities are
underrepresented in the Officials, Managers/ Administrators, Professionals, Technicians, Para-
Professionals, and Administrative Support categories.

3. GOAL: Bolster minority recruiting activity
The Department will continue to post vacancy notices through ApplyRI, the online State jobs
application system. Additionally, when the opportunity presents itself, we will advertise through
local minority publications and media, as well as through national publications for those positions
with unique requirements.

4. GOAL: Increase emphasis on promulgating this plan to current employees and new hires.
All members of the senior leadership team, including assistant directors, chiefs, administrators, and
supervisors will promote policies and procedures in this plan to all current and newly appointed
staff.

5. GOAL: Encourage employees to participate in state sponsored programs to increase job
efficiency through training.
Department of Labor and Training employees will be encouraged to participate in training through
the new Learning Management System, ePath. We will continue to present in-house training
sessions for staff members on diversity, implicit bias, discrimination, harassment and ethics in the
workplace.
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Description of Job Categories

OFFICIALS AND ADMINISTRATORS: Occupations in which employees set broad policies, exercise
overall responsibility for execution of these policies or direct individual departments or social phases of
the agency's operations or provide specialized consultation on a regional, district or area basis.
Includes: Department heads, Bureau Chiefs, Division Chiefs, Directors, Deputy Directors, Controllers,
Wardens, Superintendents, Sheriffs, Police and Fire Chiefs and Inspectors, Examiners (Bank,
Hearing, Motor Vehicle, Warehouse), Inspectors (Construction, Building, Safety, Rent-and-Housing,
Fire, A.B.C. Board, License, Dairy, Livestock, Transportation), Assessors, Tax Appraisers and
Investigators, Coroners, Farm Managers and kindred workers.

PROFESSIONALS: Occupations which require specialized and theoretical knowledge which is usually
acquired through college training or through work experience and other training which provides
comparable knowledge. Includes: Personnel and Labor Relations workers, Social Workers, Doctors,
Psychologists, Registered Nurses, Economists, Dieticians, Lawyers, Systems Analysts, Accountants,
Engineers, Employment and Vocational Rehabilitation Counselors, Teachers or Instructors, Police &
Fire Captains and Lieutenants, Librarians, Management Analysts, Airplane Pilots and Navigators,
Surveyors & Mapping Scientists and kindred workers.

TECHNICIANS: Occupations which require a combination of basic scientific or technical knowledge
and manual skill which can be obtained through specialized post-secondary school education or
through equivalent on-the-job training. Includes: Computer Programmers, Drafters, Survey and
Mapping Technicians, Licensed Practical Nurses, Photographers, Radio Operators, Technical
lllustrators, Highway Technicians, Technicians (Medical, Dental. Electronic, Physical Sciences), Police
and Fire Sergeants, Inspectors (Production or Processing Inspectors, Testers and Weighers) and
kindred workers.

PROTECTIVE SERVICE WORKERS: Occupations in which workers are entrusted with Public Safety,
Security and Protection from destructive forces. Includes: Police Patrol Officers, Fire Fighters, Guards,
Deputy Sheriffs, Bailiffs, Correctional officers, Detectives, Marshals, Harbor Patrol Officers, Game and
Fish Wardens, Park Rangers (except Maintenance) and kindred workers.

PARAPROFESSIONALS: Occupations in which workers perform some of the duties of a professional
or technician in a supportive role, which usually require less formal training and/or experience that is
normally required for professional or technical status. Such positions may fall within an identified
pattern of staff development and promotion under a "New Careers" concept. Includes: Research
Assistants, Medical Aids, Child Support Workers, Policy Auxiliary, Welfare Service Aids, Recreation
Assistants, Homemakers Aides, Home Health Aides, Library Assistants and Clerks, Ambulance
Drivers and Attendants and kindred workers.

ADMINISTRATIVE SUPPORT: Occupations in which workers are responsible for internal and external
communication, recording and retrieval of data and/or information and other paperwork required in an
office. Includes: Bookkeepers, Messengers, Clerk Typists, Stenographers, Court Transcribers,
Hearing Reporters, Statistical Clerks, Dispatchers, License Distributors, Payroll Clerks, Office Machine
and Computer Operators, Telephone Operators, Legal Assistants, Sales Workers, Cashiers, Toll
Collectors and kindred workers.
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SKILLED CRAFT WORKERS: Occupations in which workers perform jobs which require special
manual skill and a thorough and comprehensive knowledge of the processes involved in the work
which is acquired through on-the-job training and experience or through apprenticeship or other formal
training programs. Includes: Mechanics and Repairers, Electricians, Heavy Equipment Operators
Stationary Engineers, Skilled Machining Occupations, Carpenters, Compositors and Typesetters,
Power Plant Operators, Water and sewage Treatment Plant Operators and kindred workers.

SERVICE/MAINTENANCE: Occupations in which workers perform duties which result in or contribute
to the comfort, convenience, hygiene of safety of the general public or which contribute to the upkeep
and care of group may operate machinery. Includes: Chauffeurs, Laundry and Dry-Cleaning
Operatives, Truck Drivers, Bus Drivers, Garage Laborer, Custodial Employees, Gardeners and
Groundskeepers, Refuse Collectors and Construction Laborers, Park Ranger Maintenance, Farm
Workers (except Managers), Craft Apprentices/Trainees/Helpers and kindred workers.

*This space intentionally left blank*
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Racial/Ethnic Identification

An employee may be included in the group by which he or she appears to belong, identifies
with or is regarded in the community as belonging. However, no person should be counted in
more than one racial/ethnic group.

BLACK OR AFRICAN AMERICAN (Not Hispanic or Latino): A person having origins in any of
the black racial groups of Africa.

HISPANIC OR LATINO: A person of Cuban, Mexican, Puerto Rican, South or Central
American, or other Spanish culture or origin regardless of race.

NATIVE AMERICAN OR ALASKA NATIVE (Not Hispanic or Latino): A person having origins
in any of the original peoples of North and South America (including Central America), and
who maintain tribal affiliation or community attachment.

ASIAN (Not Hispanic or Latino): A person having origins in any of the original peoples of the
Far East, Southeast Asia, or the Indian Subcontinent, including, for example, Cambodia,
China, India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam.

WHITE (Not Hispanic or Latino): A person having origins in any of the original peoples of
Europe, the Middle East, or North Africa.

NATIVE HAWAIIAN OR PACIFIC ISLANDER (Not Hispanic or Latino): A person having
origins in any of the peoples of Hawaii, Guam, Samoa, or other Pacific Islands.

TWO OR MORE RACES (Not Hispanic or Latino): All persons who identify with more than
one of the above five races.

Standards adopted by the United States Equal Employment Opportunity Commission and the
Office of Federal Contract Compliance Program.
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PRIVATE EMPLOYMENT,
STATE AND LOCAL GOVERNMENTS
EDUCATIONAL INSTITUTIONS
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Title VII of the Civil Rights Act of 1964, as amended, prohibits discrimination in hiring, promotion,
discharge, pay, fringe benefits, and other aspects of employment, on the basis of race, color, religion,
sex or national origin.

The law covers applicants to and employees of most private employers, state and local governments
and public or private educational institutions. Employment agencies, labor unions, and apprenticeship
programs are also covered.

AGE:

The Age Discrimination in Employment Act of 1967, as amended, prohibits age discrimination and
protects applicants and employees 40 years of age or older from discrimination on account of age in
hiring, promotion, discharge, compensation, terms, conditions, or privileges of employment. The law
covers applicants to and employees of most private employers, state and local governments,
educational institutions, employment agencies and labor organizations.

SEX (WAGES):

In addition to sex discrimination prohibited by Title VII of the Civil Rights Act (see above), the Equal
Pay Act of 1963, as amended, prohibits sex discrimination in payment of wages to women and men
performing substantially equal work in the same establishment. The law covers applicants to and
employees of most private employers, state and local governments and educational institutions. Labor
organizations cannot cause employers to violate the law. Many employers not covered by Title VII,
because of size, are covered by the Equal Pay Act.

DISABILITY:

The Americans with Disabilities Act of 1990, as amended, prohibits discrimination on the basis of
disability, and protects qualified applicants and employees with disabilities from discrimination in
hiring, promotion, discharge, pay, job training, fringe benefits, and other aspects of employment. The
law also requires that covered entities provide qualified applicants employees with disabilities with
reasonable accommodations that do not impose undue hardship. The law covers applicants to and
employees of most private employers, state and local governments, educational institutions,
employment agencies and labor organizations.
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EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color, religion,
sex or national origin, and requires affirmative action to ensure equality of opportunity in all aspects of
employment.

INDIVIDUALS WITH DISABILITIES:

On September 24, 2013, the U.S. Department of Labor’s Office of Federal Contract Compliance
Programs published a Final Rule in the Federal Register that makes changes to the regulations
implementing Section 503 of the Rehabilitation Act of 1973, as amended (Section 503) at 41 CFR Part
60-741. Section 503 prohibits federal contractors and subcontractors from discriminating in
employment against individuals with disabilities (IWDs) and requires these employers to take
affirmative action to recruit, hire, promote, and retain these individuals. The new rule strengthens the
affirmative action provisions of the regulations to aid contractors in their efforts to recruit and hire IWDs
and improve job opportunities for individuals with disabilities. The new rule also makes changes to the
nondiscrimination provisions of the regulations to bring them into compliance with the ADA
Amendments Act of 2008.The new Section 503 regulations became effective on March 24, 2014.
However, contractors with a written affirmative action program (AAP) already in place on the effective
date have additional time to come into compliance with the AAP requirements. This compliance
structure seeks to provide contractors the opportunity to maintain their current AAP cycle.

Highlights of the New Regulations

Utilization goal: The new regulations establish a nationwide 7% utilization goal for qualified IWDs.
Contractors apply the goal to each of their job groups, or to their entire workforce if the contractor has
100 or fewer employees. Contractors must conduct an annual utilization analysis and assessment of
problem areas and establish specific action-oriented programs to address any identified problems.

Data collection: The new regulations require that contractors document and update annually several
guantitative comparisons for the number of IWDs who apply for jobs and the number of IWDs they
hire. Having this data will assist contractors in measuring the effectiveness of their outreach and
recruitment efforts. The data must be maintained for three years to be used to spot trends.

Invitation to Self-ldentify: The new regulations require that contractors invite applicants to self-identify
as IWDs at both the pre-offer and post-offer phases of the application process, using language
prescribed by OFCCP. The new regulations also require that contractors invite their employees to self-
identify as IWDs every five years, using the prescribed language. This language is posted in the Self-
Identification Form, below.

Incorporation of the EO Clause: The new regulations require that specific language be used when
incorporating the equal opportunity clause into a subcontract by reference. The mandated language,
though brief, will alert subcontractors to their responsibilities as Federal contractors.

Records Access: The new regulations clarify that contractors must allow OFCCP to review documents
related to a compliance check or focused review, either on-site or offsite, at OFCCP's option. In
addition, the new regulations require contractors, upon request, to inform OFCCP of all formats in
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which it maintains its records and provide them to OFCCP in whichever of those formats OFCCP
requests.

ADAAA: The new regulations implement changes necessitated by the passage of the ADA
Amendments Act (AD AAA) of2008 by revising the definition of "disability" and certain
nondiscrimination provisions.

COVERED VETERANS AND DISABLED VETERANS:

38 U.S.C. 4212 of the Vietnam Era Veterans Readjustment Assistance Act of 1974, as amended,
prohibits job discrimination and requires affirmative action to employ and advance in employment
gualified covered veterans.

Covered veterans means any of the following:

I) Disabled veterans;

2) Veterans who served on active duty in the Armed Forces during a war or in a campaign or
expedition for which a campaign badge has been authorized;

3) Veterans who, while serving on active duty with the Armed Forces, participated in a United States
military operation for which an Armed Forces Service Medal (AFSM) was awarded pursuant to
Executive Order 12985; and

4) Recently separated veterans.

Applicants to and employees of companies with a Federal government contract or subcontract are
protected under the authorities above. Any person who believes a contractor has violated its
nondiscrimination or affirmative action obligations under Executive Order 11246, as amended, Section
503 of the Rehabilitation Act or 38 U.S.C. 4212 of the Vietnam Era Veterans Readjustment Assistance
Act should immediately contact:

The Office of Federal Contract Compliance Programs (OFCCP) Employment Standards
Administration, U.S. Department of Labor,

200 Constitution Avenue, N.W., Washington, D.C. 20210,

(202) 523-9368,

or an OFCCP regional or district office, listed in most directories under U.S. Government, Department
of Labor.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX: In addition to the protection of Title VII of the Civil Rights
Act of 1964, Title VI of the Civil Rights Act prohibits discrimination on the basis of race, color, or
national origin in programs or activities receiving Federal financial assistance. Employment
discrimination is covered by Title VI if the primary objective of the financial assistance is provision of
employment, or where employment discrimination causes or may cause discrimination in providing
services under such programs. Title 1X of the Education Amendments of 1972 prohibits employment
discrimination on the basis of sex in educational programs or activities that receive Federal assistance.

If you believe you have been discriminated against in a program of any institution that receives
Federal assistance, you should contact immediately the Federal agency providing such assistance.

INDIVIDUALS WITH DISABILITIES: Section 504 of the Rehabilitation Act of 1973 is a national law that
protects qualified individuals from discrimination based on their disability. The nondiscrimination
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requirements of the law apply to employers and organizations that receive financial assistance from
any Federal department or agency, including the U.S. Department of Health and Human Services
(DHHS). These organizations and employers include many hospitals, nursing homes, mental health
centers and human service programs.

Section 504 forbids organizations and employers from excluding or denying individuals with disabilities

an equal opportunity to receive program benefits and services. It defines the rights of individuals with
disabilities to participate in, and have access to, program benefits and services.
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TITLE 28
Labor and Labor Relations
CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1
§ 28-5.1-1 Declaration of policy.

(a)(1) Equal opportunity and affirmative action toward its achievement is the policy of all units of
Rhode Island state government, including all public and quasi-public agencies, commissions, boards
and authorities, and in the classified, unclassified, and non-classified services of state employment.
This policy applies in all areas where the state dollar is spent, in employment, public service, grants
and financial assistance, and in state licensing and regulation.

(2) All policies, programs, and activities of state government shall be periodically reviewed and
revised to assure their fidelity to this policy.

3) Each department head shall make a report to the governor and the general assembly not later
than September 30 of each year on the statistical results of the implementation of this chapter and to

the state equal opportunity office; provided, that the mandatory provisions of this section do not apply
to the legislative branch of state government.

(b)The provisions of this chapter shall in no way impair any contract or collective bargaining
agreement currently in effect. Any contract or collective bargaining agreements entered into or
renewed after July 6, 1994 shall be subject to the provisions of this chapter.

§ 28-5.1-2 State equal opportunity office.

(a) There shall be a state equal opportunity office. This office, under the direct administrative
supervision of the office of diversity, equity and opportunity, shall report to the governor and to the
general assembly on state equal opportunity programs. The state equal opportunity office shall be
responsible for ensuring compliance with the requirements of all federal agencies for equal opportunity
and shall provide training and technical assistance as may be requested by any company doing
business in Rhode Island and all state departments as is necessary to comply with the intent of this
chapter.

(b) The state equal opportunity office shall issue any guidelines, directives, or instructions that are
necessary to effectuate its responsibilities under this chapter, and is authorized to investigate possible
discrimination, hold hearings, and direct corrective action to the discrimination.

8 28-5.1-3. Affirmative action.

(a) The state equal opportunity office shall assign an equal opportunity officer as a liaison to agencies
of state government.

(b) Each state department or agency, excluding the legislative branch of state government, shall
annually prepare an affirmative action plan. These plans shall be prepared in accordance with the
criteria and deadlines set forth by the state equal opportunity office. These deadlines shall provide,
without limitation, that affirmative action plans for each fiscal year be submitted to the state equal
opportunity office and the house fiscal advisor no later than March 31. These plans shall be submitted
to and shall be subject to review and approval by the state equal opportunity office.

63| Page



(c) Any affirmative action plan required under this section deemed unsatisfactory by the state equal
opportunity office shall be withdrawn and amended according to equal opportunity office criteria, in
order to attain positive measures for compliance. The state equal opportunity office shall make every
effort by informal conference, conciliation and persuasion to achieve compliance with affirmative action
requirements.

(d) The state equal opportunity office shall effect and promote the efficient transaction of its business
and the timely handling of complaints and other matters before it and shall make recommendations to
appropriate state officials for affirmative action steps towards the achievement of equal opportunity.

(e) The state equal opportunity administrator shall serve as the chief executive officer of the state
equal opportunity office, and shall be responsible for monitoring and enforcing all equal opportunity
laws, programs, and policies within state government.

(f) No later than July 1 each state department or agency, excluding the legislative branch of state
government, shall submit to the state equal opportunity office and the house fiscal advisor sufficient
data to enable the state equal opportunity office and the house fiscal advisor to determine whether the
agency achieved the hiring goals contained in its affirmative action plan for the previous year. If the
hiring goals contained in the previous year's plan were not met, the agency shall also submit with the
data a detailed explanation as to why the goals were not achieved.

(g) Standards for review of affirmative action plans shall be established by the state equal opportunity
office, except where superseded by federal law.

(h) For purposes of this section, "agency" includes, without limitation, all departments, public and
guasi-public agencies, authorities, boards, and commissions of the state, excluding the legislative
branch of state government.

() The state equal opportunity office shall continually review all policies, procedures, and practices for
tendencies to discriminate and for institutional or systemic barriers for equal opportunity, and it shall
make recommendations with reference to any tendencies or barriers in its annual reports to the
governor and the general assembly.

(i) Relevant provisions of this section also apply to expanding the pool of applicants for all positions
where no list exists. The equal opportunity administrator is authorized to develop and implement
recruitment plans to assure that adequate consideration is given to qualified minority applicants in
those job categories where a manifest imbalance exists, excluding those job categories in the
legislative branch of state government.

§ 28-5.1-3.1. Appointments to state boards, commissions, public authorities, and quasi-public
corporations.

(a) The general assembly finds that, as a matter of public policy, the effectiveness of each appointed
state board, commission, and the governing body of each public authority and quasi-public corporation
is enhanced when it reflects the diversity, including the racial and gender compaosition, of Rhode
Island's population. Consequently, each person responsible for appointing one or more individuals to
serve on any board or commission or to the governing body of any public authority or board shall
endeavor to ensure that, to the fullest extent possible, the composition of the board, commission, or
governing body reflects the diversity of Rhode Island's population.
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(b) During the month of January in each year the boards, agencies, commissions, or authorities are
requested to file with the state equal opportunity office a list of its members, designating their race,
gender, and date of appointment.

(c) Of the candidates considered for appointment by the governor and the general assembly, the
governor and the general assembly shall give due consideration to recommendations made by
representatives of Rhode Island’'s minority community-based organizations. The human resources
outreach and diversity office shall act as the liaison with state government and shall forward the
recommendations to appointing authorities.

(d) The appointing authority, in consultation with the equal employment opportunity administrator and
the human resources outreach and diversity administrator within the department of administration,
shall annually conduct a utilization analysis of appointments to state boards, commissions, public
authorities and quasi-public corporations based upon the annual review conducted pursuant to § 28-
5.1-3.

(e) The equal employment opportunity administrator shall report the results of the analysis to the
Rhode Island commission for human rights and to the general assembly by or on January 31 and July
31 of each year, consistent with § 28-5.1-17. The report shall be a public record and shall be made
available electronically on the secretary of state's website.

§ 28-5.1-3.2. Enforcement.

(a) The state equal opportunity administrator is authorized to initiate complaints against any agencies,
administrators, or employees of any department or division within state government, excluding the
legislative branch, who or which willfully fail to comply with the requirements of any applicable
affirmative action plan or of this chapter or who or which fail to meet the standards of good faith effort,
reasonable basis, or reasonable action, as defined in guidelines promulgated by the federal Equal
Employment Opportunity Commission as set forth in 29 CFR 1607.

(b) Whenever the equal employment opportunity administrator initiates a complaint, he or she shall
cause to be issued and served in the name of the equal employment opportunity office a written
notice, together with a copy of the complaint, requiring that the agency, administrator, agent, or
employee respond and appear at a hearing at a time and place specified in the notice. The equal
employment opportunity office shall follow its lawfully adopted rules and regulations concerning
hearings of discrimination complaints.

(c) The equal employment opportunity office shall have the power, after a hearing, to issue an order
requiring a respondent to a complaint to cease and desist from any unlawful discriminatory practice
and/or to take any affirmative action, including, but not limited to, hiring, reinstatement, transfer, or
upgrading employees, with or without back pay, or dismissal, that may be necessary to secure
compliance with any applicable affirmative action plan or with state or federal law.

(d) A final order of the equal employment opportunity office constitutes an "order" within the meaning
of § 42-35-1(j); is enforceable as an order; is to be rendered in accordance with § 42-35-12; and is
subject to judicial review in accordance with § 42-35-15.

§ 28-5.1-4. Employment policies for state employees.

(a) Each appointing authority shall review the recruitment, appointment, assignment, upgrading, and
promotion policies and activities for state employees without regard to race, color, religion, sex, sexual
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orientation, gender identity or expression, age, national origin, or disability. All appointing authorities
shall hire and promote employees without discrimination.

(b) Special attention shall be given to the parity of classes of employees doing similar work and the
training of supervisory personnel in equal opportunity/affirmative action principles and procedures.

(c) Annually, each appointing authority shall include in its budget presentation any necessary
programs, goals and objectives that shall improve the equal opportunity aspects of their department's
employment policies.

(d) Each appointing authority shall make a monthly report to the state equal opportunity office on
persons hired, disciplined, terminated, promoted, transferred, and vacancies occurring within their
department.

8§ 28-5.1-5. Personnel administration.

(a)(1) The office of personnel administration of the department of administration, in consultation with
the office of diversity, equity and opportunity, shall prepare a comprehensive plan indicating the
appropriate steps necessary to maintain and secure the equal-opportunity responsibility and
commitment of that division. The plan shall set forth attainable goals and target dates based upon a
utilization study for achievement of the goals, together with operational assignment for each element
of the plan to assure measurable progress.

(2) The office of personnel administration shall:

(i) Take positive steps to ensure that the entire examination and testing process, including the
development of job specifications and employment qualifications, is free from either conscious or
inadvertent bias, and

(i) Review all recruitment procedures for all state agencies covered by this chapter for compliance
with federal and state law, and bring to the attention of the equal opportunity administrator matters of
concern to its jurisdiction.

(3) The division of budget shall indicate in the annual personnel supplement progress made toward the
achievement of equal-employment goals.

(4) The division of purchases shall cooperate in administering the state contract-compliance programs.

(5) The division of statewide planning shall cooperate in ensuring compliance from all recipients of
federal grants.

(b) The office of labor relations shall propose in negotiations the inclusion of affirmative-action
language suitable to the need for attaining and maintaining a diverse workforce.

(c) There is created a six-member (6) committee that shall monitor negotiations with all collective
bargaining units within state government specifically for equal-opportunity and affirmative-action
interests. The members of that committee shall include the director of the Rhode Island commission
for human rights, the associate director of the office of diversity, equity and opportunity, the equal
opportunity administrator, the personnel administrator, one member of the house of representatives
appointed by the speaker, and one member of the senate appointed by the president of the senate.
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§ 28-5.1-6. Commission for human rights.

The Rhode Island commission for human rights shall exercise its enforcement powers as defined in
chapter 5 of this title and in this chapter and shall have the full cooperation of all state agencies.
Wherever necessary, the commission shall, at its own initiative or upon a complaint, bring charges of
discrimination against those agencies and their personnel who fail to comply with the applicable state
laws and this chapter. This commission also has the power to order discontinuance of any
departmental or division employment pattern or practice deemed discriminatory in intent by the
commission, after a hearing on the record, and may seek court enforcement of such an order. The
commission shall utilize the state equal opportunity office as its liaison with state government. The
Rhode Island commission for human rights is authorized to make any rules and regulations that it
deems necessary to carry out its responsibilities under this chapter, and to establish any sanctions
that may be appropriate within the rules and regulations of the state.

8 28-5.1-7. State services and facilities.

(a) Every state agency shall render service to the citizens of this state without discrimination based on
race, color, religion, sex, sexual orientation, gender identity or expression, age, national origin, or
disability. No state facility shall be used in furtherance of any discriminatory practice nor shall any state
agency become a party to any agreement, arrangement, or plan which has the effect of sanctioning
those patterns or practices.

(b) At the request of the state equal opportunity office, each appointing authority shall critically analyze
all of its operations to ascertain possible instances of noncompliance with this policy and shall initiate
sustained, comprehensive programs based on the guidelines of the state equal opportunity office to
remedy any defects found to exist.

§ 28-5.1-8. Education, training, and apprenticeship programs.

(a) All educational programs and activities of state agencies, or in which state agencies patrticipate,
shall be open to all qualified persons without regard to race, color, religion, sex, sexual orientation,
gender identity or expression, age, national origin, or disability. The programs shall be conducted to
encourage the fullest development of the interests, aptitudes, skills, and capacities of all participants.

(b) Those state agencies responsible for educational programs and activities shall take positive steps
to insure that all programs are free from either conscious or inadvertent bias, and shall make quarterly
reports to the state equal opportunity office with regard to the number of persons being served and to
the extent to which the goals of the chapter are being met by the programs.

(c) Expansion of training opportunities shall also be encouraged with a view toward involving larger
numbers of participants from those segments of the labor force where the need for upgrading levels of
skill is greatest.

§ 28-5.1-9. State employment services.

(a) All state agencies, including educational institutions, which provide employment referral or
placement services to public or private employees, shall accept job orders, refer for employment, test,
classify, counsel and train only on a nondiscriminatory basis. They shall refuse to fill any job order
which has the effect of excluding any persons because of race, color, religion, sex, sexual orientation,
gender identity or expression, age, national origin, or disability.

67| Page



(b) The agencies shall advise the commission for human rights promptly of any employers,
employment agencies, or unions suspected of practicing unlawful discrimination.

(c) The agencies shall assist employers and unions seeking to broaden their recruitment programs to
include qualified applicants from minority groups.

(d) The department of labor and training, the governor's commission on disabilities, the advisory
commission on women, and the Rhode Island economic development corporation shall fully utilize
their knowledge of the labor market and economic conditions of the state, and their contacts with job
applicants, employers, and unions, to promote equal employment opportunities, and shall require and
assist all persons within their jurisdictions to initiate actions which remedy any situations or programs
which have a negative impact on protected classes within the state.

§ 28-5.1-10. State contracts.

The division of purchases shall prepare any rules, regulations, and compliance reports that shall
require of state contractors the same commitment to equal opportunity as prevails under federal
contracts controlled by federal executive orders 11246, 11625 and 11375. Affirmative action plans
prepared pursuant to those rules and regulations shall be reviewed by the state equal opportunity
office. The state equal opportunity office shall prepare a comprehensive plan to provide compliance
reviews for state contracts. A contractor's failure to abide by the rules, regulations, contract terms, and
compliance reporting provisions as established shall be ground for forfeitures and penalties as
established by the department of administration in consultation with the state equal opportunity office.

§ 28-5.1-11. Law enforcement.

The attorney general, the department of corrections, and the Rhode Island justice commission shall
stress to state and local law enforcement officials the necessity for nondiscrimination in the control of
criminal behavior. These agencies shall develop and publish formal procedures for the investigation of
citizen complaints of alleged abuses of authority by individual peace officers. Employment in all state
law enforcement and correctional agencies and institutions shall be subject to the same affirmative
action standards applied under this chapter to every state unit of government, in addition to applicable
federal requirements.

§ 28-5.1-12. Health care.

The state equal opportunity office shall review the equal opportunity activity of all private health care
facilities licensed or chartered by the state, including hospitals, nursing homes, convalescent homes,
rest homes, and clinics. These state licensed or chartered facilities shall be required to comply with the
state policy of equal opportunity and nondiscrimination in patient admissions, employment, and health
care service. The compliance shall be a condition of continued participation in any state program, or in
any educational program licensed or accredited by the state, or of eligibility to receive any form of
assistance.

8§ 28-5.1-13. Private education institutions.

The state equal opportunity office shall review all private educational institutions licensed or chartered
by the state, including professional, business, and vocational training schools. These state licensed or
chartered institutions shall at the request of the board of regents of elementary and secondary
education be required to show compliance with the state policy of nondiscrimination and affirmative
action in their student admissions, employment, and other practices as a condition of continued
participation in any state program or of eligibility to receive any form of state assistance.
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§ 28-5.1-14. State licensing and regulatory agencies.

State agencies shall not discriminate by considering race, color, religion, sex, sexual orientation,
gender, identity or expression, age, national origin, or disability in granting, denying, or revoking a
license or charter, nor shall any person, corporation, or business firm which is licensed or chartered by
the state unlawfully discriminate against or segregate any person on these grounds. All businesses
licensed or chartered by the state shall operate on a nondiscriminatory basis, according to equal
employment treatment and access to their services to all persons, except unless otherwise exempted
by the laws of the state. Any licensee, charter holder, or retail sales permit holder who fails to comply
with this policy is subject to any disciplinary action that is consistent with the legal authority and rules
and regulations of the appropriate licensing or regulatory agency. State agencies which have the
authority to grant, deny, or revoke licenses or charters will cooperate with the state equal opportunity
office to prevent any person, corporation, or business firm from discriminating because of race, color,
religion, sex, sexual orientation, gender, identity or expression, age, national origin, or disability or
from participating in any practice which may have a disparate effect on any protected class within the
population. The state equal opportunity office shall monitor the equal employment opportunity activities
and affirmative action plans of all such organizations.

8§ 28-5.1-15. State financial assistance.

State agencies disbursing financial assistance, including, but not limited to, loans and grants, shall
require recipient organizations and agencies to undertake affirmative action programs designed to
eliminate patterns and practices of discrimination. At the request of the state equal opportunity office,
state agencies disbursing assistance shall develop, in conjunction with the state equal opportunity
office, regulations and procedures necessary to implement the goals of nondiscrimination and
affirmative action and shall be reviewed for compliance according to state policy.

8 28-5.1-16. Prior executive orders — Effect.

All executive orders shall, to the extent that they are not inconsistent with this chapter, remain in full
force and effect.

§ 28-5.1-17. Utilization analysis.

(a)(1) The personnel administrator, in consultation with the equal employment opportunity
administrator, and the human resources outreach and diversity administrator within the department of
administration, shall annually conduct a utilization analysis of positions within state government based
upon the annual review conducted pursuant to 8§ 28-5.1-3 and 28-5.1-4.

(2) To the extent the analysis determines that minorities as currently defined in federal employment
law as Blacks, Hispanics, American Indians (including Alaskan natives), Asians (including Pacific
Islanders), are being underrepresented and/or underutilized, the personnel administrator shall, through
the director of administration, direct the head of the department where the under-representation and/or
under-utilization exists to establish precise goals and timetables and assist in the correction of each
deficiency, to the extent permitted by law and by collective bargaining agreements.

(3) The initial analysis shall be directed toward service oriented departments of the state, state police,
labor and training, corrections, children, youth and families, courts, transportation, and human
services.

(4) The equal employment opportunity administrator shall be consulted in the selection process for all
positions certified as underrepresented and/or underutilized and shall report the results of progress
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toward goals to the governor and to the general assembly by January 31 and July 31 of each year. A
copy of these results which shall be referred to the Rhode Island commission for human rights which
may, in its discretion, investigate whether a violation of chapter 28-5 has occurred. The results shall be
a public record and shall be made available electronically on the secretary of state's website.

(b)(1) In the event of a reduction in force, the personnel administrator, in consultation with the equal
employment opportunity administrator and director of the department(s) where the reduction is
proposed, shall develop a plan to ensure that affirmation action gains are preserved to the extent
permitted by law and by collective bargaining agreements. A copy of this plan shall be referred to the
Rhode Island commission for human rights which may, in its discretion, investigate whether a violation
of chapter 28-5 has occurred. The plan shall be a public record and shall be made available
electronically on the secretary of state's website.

(2) The equal employment opportunity administrator shall report the results of the plans and their
subsequent actions to the governor and to the general assembly by January 31 and July 31 of each
year, to the Rhode Island commission for human rights. The report shall be a public record and shall
be made available electronically on the secretary of state's website. Consistent with § 28-5.1-6, the
Rhode Island commission for human rights shall have the power to order discontinuance of any
department or division employment pattern or practice deemed discriminatory in intent or result by the
commission.

(3) The equal opportunity administrator shall notify the commission of reports and results under this
chapter.
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TITLE 28
Labor and Labor Relations

CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-41.1

§ 28-5-41.1 Right to fair employment practices — Gender identity or expression. — Whenever in this
chapter

there appears the terms "race or color, religion, sex, disability, age, country of ancestral origin, or
sexual orientation” there shall be inserted immediately thereafter the words "gender identity or
expression."

*This space intentionally left blank*
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STATE EXECUTIVE ORDERS

EXECUTIVE ORDER 17-02
Promotion of Diversity, Equity and Opportunity

EXECUTIVE ORDER 13-05
Promotes Diversity, Equal Opportunity and Minority Business Enterprises in Rhode Island

EXECUTIVE ORDER 05-02
Establishes the Human Resources Outreach and Diversity Office and their responsibilities

EXECUTIVE ORDER 05-01
Promotes Equal Opportunity and the Prevention of Sexual Harassment in State Government

EXECUTIVE ORDER 94-22
Promotes Minority Business Enterprises in Rhode Island State Government.

EXECUTIVE ORDER 93-1
Equal Opportunity and Affirmative Action Policy for units in State Government.

EXECUTIVE ORDER 92-2
Compliance with Americans with Disabilities Act.

EXECUTIVE ORDER 86-10
Establishes the Refuge Policy for the State.

EXECUTIVE ORDER 85-16

Designates the State 504 coordinator to create policies, practices and programs regarding
accessibility of State buildings and properties to disabled persons.
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State of Rhode Island and Providence Plantations
Gina M. Raimondo
Governor

EXECUTIVE ORDER

17-02

January 5, zory

PROMOTION OF DIVERSITY, EQUITY AND OPPORTUNITY

WHEREAS, Rhode Island is committed to equal opportunity and equity in all aspects of
state government employment, procurement, programs, and activities; and

WHEREAS, diversity and inclusion are core values that are essential to a creative,

innovative, and productive workplace, as well as a thriving business climate in Rhode Island; an

WHEREAS, the State of Rhode Island is strengthened by the diversity in our population,
and we are at our best when we value and respect the contributions of all members of our society;
and

WHEREAS, building a framework for open dialogue and communication between our
state government and its people is an important step toward community engagement; and

WHEREAS, this administration is committed to establishing a close and collaborative

working relationship with a diverse group of community partners who share in our interest to
promote equity and fairness in state government.

NOW, THEREFORE, I, GINA M. RAIMONDO, by virtue of the authority vested in me as
Governor of the State of Rhode Island and Providence Plantations, do hereby order as follows:

A. There is hereby established an Advisory Council (*Council”) that shall exist for the
purpose of advising the Office of Diversity, Equity and Opportunity (“ODEQ") within
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the Department of Administration on ways to enhance diversity, inclusion, equity and
opportunity throughout the Executive Branch of Rhode Island State government in
the areas of employment, procurement, programs, and activities. The ODEO shall
work collaboratively with the Division of Human Resources, the Division of
Purchases, the Division of Enterprise Technology Strategy and Services, other
divisions within the Department of Administration, and all executive departments to
implement approved recommendations.

1. The chair(s) and members of the Council shall be appointed by the Director of the
Department of Administration and shall serve a three-year term. Members may be
appointed for subsequent terms, and if a member resigns before completion of a
term, a new member may be appointed to serve out the remainder of the term.
Members shall serve at the pleasure of the Director of the Department of
Administration.

2. The Council shall consist of not more than fifteen (15) members from the private
and public sector that reflect Rhode Island’s diversity along issues of race, color,
religion, sex, sexual orientation, gender identity or expression, age, national origin,
disability, and education.

3. The Associate Director of ODEQ shall serve as an ex-officio member of the Council
and the ODEO shall provide administrative support to the Council.

4. The Council shall serve as a sounding board to the ODEO for new paolicies,
initiatives, and structural changes being proposed, and shall assist the ODEO by
providing informed guidance, ideas, and recommendations for best practices that
will assist them in carrying out their responsibilities.

B. The Council shall convene on at least a quarterly basis and said meetings shall be
open public meetings.

This Executive Order shall take effect immediately.

So Ordered:

Gina M. Raimondo

Governor

74| Page



C 2013MAY -S PM 1: 11
State of Rhode Island and Providence Plantations
State House, Room 224 )}f
Providence, Rhode Island 02903
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Lincoln D. Chafee
Governor EXECUTIVE ORDER

13-05
May 9, 2013

PRO ON OF DIVERSITY, EQUAL OPPORTUNITY AND
MINORITY BUSINESS ENTERPRISES IN RHODE ISLAND

WHEREAS, Rhode Island was founded on the principles of tolerance and diversity;
and

WHEREAS, for generations, minority populations have enriched the fabric of our
State, strengthened our economy, and made Rhode Island a betrer place to live; and

WHEREAS, it is vitally important for the State to acknowledge the changing
demographics of our population and actively recruit minority talent to the workforce; and

WHEREAS, it is a priority of the Chafee Administration to reflect these changing
demographics through substantial minority employment in State government and
increased opportunities for minority business enterprises to participate in State
procurement and construction projects; and

WHEREAS, by drawing from the entire pool of human resources and talent, and by
creating a culture that values diversity and inclusion, we strengthen our collective
performance as a Stare workforce and thereby improve the State’s ability to serve the
people of Rhode Island; and

WHEREAS, over the past 30 years, Rhode Island’s population has increased from
seven percent (7%) to twenty-four percent (24%) people of color. In addition, in just the
last decade, Rhode Island’s Latino population grew forty-four percent (449%), adding
almost 40,000 residents. The Asian-American and African-American populations also grew
by twenty-eight percent (28%6) and twenty-three percent (23%), respectively, over the
same time period; and
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Executive Order 13-05
May 9, 2013
Page 2

WHEREAS, by the year 2040 the population of the State as a whole is pro;acred o
be forty-one percent (41%) people of color; and

WHEREAS, R.L Gen. Laws § 37-14.1-1 et seq., enacted in 1986, declared a Srare
policy by which minority business enterprises (MBEs), which include minority-owned,
women-owned and disadvantaged business enterprises, shall be awarded a minimum of ten
percent (10%) of all dollars in State procurement and construction projects and a
preference in State contracts and subcontract awards; and

WHEREAS, R.I. Gen. Laws § 28-5.1-1 et seq., the Equal Opportunity and
Affirmative Action Act, enacted in 1988, declared a policy of affirmarive action to achieve
equal opportunity in all units of State government, and established a State Equal
Opporunity Office within the Department of Administration.

NOW, THEREFORE, I, LINCOLN D. CHAFEE, by virtue of the authority vested
in me as Governor of the State of Rhode Island and Providence Plantations, do hereby
order as follows:

1. The Director {Director) of the Department of Administration (Department),
shall review all divisions and offices within the Department charged with
facilitating equal opportunity employment and MBEs, including, but not
limited to, the Division of Human Resources, the Stare Equal Opportunirty
(Office, the Human Resources Qutreach and Diversicy Office, the Division of
Purchases, and the MBE Program, and shall make recommendations o the
Governor to improve collaboranon between these offices and all executive
departments to ensure these programs are more effective. These
recommendations shall encourage measures of quality and accountability in
equal opportunity and affirmative action hiring and MBE procurement as
allowed by law. In addition, these recommendations shall include strategies
for recruiting, hiring, promoting and retaining a more diverse workforce.
The Director shall submit these recommendations to the Governor for
approval on or before August 1, 2013, All executive departments shall
comply with the Director’s recommendations and shall cooperate fully with
taking steps to increase minotities in the State’s workforce and increase the
usage of MBEs with Stare contraces.

1. Every State agency, in parmership with the Office of Equal Opportunity,
shall track and maintain hiring data as part of the agency’s performance
management functions. Each agency shall provide the Office of Equal
Oprportunity, which shall coordinate with the Office of Management and
Budget’s Office of Performance Management and the Office of Qutreach
and Diversity, with a plan for improving minority hiring no later than
October 1, 2013.
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Executive Order 13-05
May 9, 2013
Page 3

3. The Division of Purchases MBE Compliance Office shall identdify State
contracts and sub-contzacts thar could increase the number of minority-
owned businesses participating in State work where strategic efforts can be
undertaken. Each agency shall provide a list of contracts and sub-contracts
that should be reviewed for MBE recruiting potential as part of the plan
which shall coordinate with the Office of Management and Budget’s Office
of Performance Management and the Division of Purchases MBE
Compliance Office on or before December 1, 2013,

4. The Director shall prepare an annual report to the Governor due on August
1, 2013 and every August 1 therealter, for the prior fiscal year,
demonstrating the State’s progress in minority employment and MEE
procurement and any recommendations for continued improvements in
these programs. This report shall take into account the Affirmative Action
Plans thar are submitted by every Stare agency on an annual basis, as
required under R.I. Gen. Laws Chapter 28-5.1.

5. The Department and the Human Resources Qurreach and Diversity Office
shall develop and conduct a diversity training program within one year of
the effective date of this Order. For future hires, such training may be part
of the standardized orientation provided to new employees,

This Order shall take effect immediately.

So Ordered:

Lincoln D. Chafee ﬁ'
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State of Rhode Island and Providence Plantations

Sute House
Providence, Rhade Island 02923-1196
401:222.2060

Denald L. Carcieri
Govermor
EXECUTIVE ORDER

05-02

January 17, 2008
PROMOTION OF A DIVERSE STATE GOVERNMENT WORKFORCE

WHEREAS, Rhode Island State Government is committed to fostering a
competitive and diverse workforce composed of highly skilled and capable
employees through the recruitment, traning, recention, and prometion of qualified
men and women from diverse racial, ethn ic, linguistic, socioeconomic, and
educatonil backgrounds as well as indivicluals with disabilicies; and

WHEREAS, it is in the best interes ts of business and government to create
an open, inclusive and equitable human resources paradigm that capitalizes on
workforce excellence and the strength of individual differences; and

WHEREAS, the Rhode [sland General Assembly has determined there e xists
a compelling interest in promoting equal cpportunity; and

WHEREAS, diversity requires leadership commitment and accountabilicy,
along with the assessment and developmennt of policies and practices to assure that
the Stte’s operating system is based on p rmciples of equity and indusion; and

WHEREAS, the state's commitment to equal opportunity, diversity, and
conduct that fosters respect in the workplace is unwavering,

NOW, THEREFORE, I, DONALD L. CARCIERI, by the authority vested in

me as Governor of che Stare of Rhede Island and Providence Plantations, do h ereby
order as follows:
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Execurive Order 05-02

Jarmzry 17, 2005
Page 2
1.  There shall be ssublishedd within the Deparment of Administracion a

Human Resources Outresch and Diversicy Office. This Office shall
report directly to the Director of the Department of Administration or
designee on the state of diversty in Rhode Lland State goveraoment and
shall work towards devel oping a business case for equiry with an
enphasis on building a diverse workforce to guarantee fair and
reasorable oppormunities for public service,

The Human Resources Oumreach and Diversity Office responsibilites
shall inchude:

=  Devcloping guidelinies o effectuae its mission;

s  Researching and developing best practices for the promotion of
diversity troughout Sae govemment;

» " Providing guidance and wchrical support to state entities;

o Developirg 1 strategic and focused recruitment and rracking
ininative fnr indivi duals interested in state employment incleding
fostering relationships with communicy-based organizatons to
strengthen and sup port recruitment and outreach activites;

*  [nigaring wraining seminars including a diversity awareness program
to share the benefits of diversity and to encourage a culmirally

sensidve worldorce environment;

. Suhtm'rr.ingl ant ann ual benchmark report to the Director of the
Department of Ad ministration or designee.

To assist the Otfice in carrying out its responsibilines there shall be
established a Diversity Advisory Couecil, selected and appeinted by the
Governor, and comprised of fifteen (15) members, consisting of four (4]
members of the public and one (1) member from each of the falowing
governmental enties:

Office of the Governor
Human Resources Ouresch and Diversicy Office
Die partment of Labor & Training
Office of Personnel Administeation Human Resources
Oifice of Labor Relations
Office of Equal Opportunity

Governor's. Commission on Women
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State of Rhode Island and Providence Plantations
State House
Providence Rhode Island 02903-1196
401-222-2080

Donald L. Carcien
Governor

EXECUTIVE ORDER
05-01
January 17, 2005
PROMOTION OF EQUAL OPPORTUNITY AND
THE PREVENTION OF SEXUAL HARASSMENT IN STATE GOVERNMENT

WHEREAS, there is a compelling inferest in the promotion and achievement of equal
opportumty; and concerted commitment is necessary to prevent discrimination and sexual
harassment in all departments and agencies of Rhode Island state government; and

WHEEREAS, Rhode Island has an unwavering commitment to providing equal
employment opportunity in state government to all qualified individuals without sexual
harassment or discrinunation on the basis of race, color, creed, religion, age, sex, ethnicity,
national ongin, veteran stafus, marital status, sexual orientation. gender identity, or the presence
of a sensory, mental, or physical disability; and

WHEREAS, the prevention and elimination of discrimination and sexual harassment
requires contimed action fo ensure that all employment opporiunities existing in or through state
government are available fo all qualified individuals; and

WHEREAS, fo provide equal opporfunity for all emplovees and applicants in all aspects
of employment including, but not limited fo recruitment, hiring, retention, training, compensation,
benefits, leave, assignment, transfer, promotion, discipline, demotion. terminations, and layoffs,
and to ensure reasonable steps are taken to actively promote employment opporfunities to all
qualified individuals that historically have been underutilized in the state government workforce
there is a need fo reaffirm policies. practices consistent with State and Federal law.
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NOW. THEREFORE. I. DONALD L. CARCIERI. by the authority vested in me as
Governor of the State of Rhode Island and Providence Plantations, do hereby order as follows:

1 All Directors, their senior staff and all supervisory emplovees of agencies. departments.
state boards, commissions, public authorities and quasi-public corporations of state government
(“Agencies”) are responsible for ensuring that all aspects of state programs for which they
manage are available without discrimination or sexual harassment.
2. Pursuant to all applicable Federal and State law, all Agencies are to develop, promote,
monitor, implement, and maintain equal employment opporfunity policies and practices that:
a) do not discriminate against any employees or applicants for state employment in
all aspects of emplovment including contract procurement and service delivery;

b) establish guidelines to prevent discrimination and sexual harassment of any
emplovees or applicants for state employment;

) identify and actively promote emplovment opportunities for qualified
individuals that historically have been underutilized in the state government
workforce:

d) describe the notice and filing provisions that enable any employee or applicant
for state employment who believes he/she has been discriminated against or
sexually harassed to immediately report such conduct fo appropriate official(s).

3. All Agency Directors shall designate an individual as the Agency’s Equal Emplovment
Opportunity Officer and American with Disabilities Act Coordinator (the Officer). Such Officers,
with the assistance of the State Equal Opportunity Office (EOQO) as set forth in Title 28, Chapter
5.1 et seq. of the Rhode Island General Laws. shall be responsible for the formulation, drafting
and reporting of plans and policies relating fo nondiscrimination as well as the prevention of
sexual harassment as required by Title 28, Chapter 51-2.

All Agency Officers shall annually attend one (1) Equal Employvment Opportunity fraining
session and one (1) training session on the prevention of sexual harassment. Each Agency Officer
shall work cooperatively with the Diversity Advisory Council as established by Executive Order
05-02 and the State EOO to conduct a senu-anmial review and evaluation of inng/promotion
activity within their unit.

All Agency Directors shall work cooperatively with the Agency Officer to monitor and
maintain compliance according to the guidelines outlined in the Agency’s EOO plan.

4. All Agencies shall comply with Federal laws pertaining to the promofion of equal

opportumty for all qualified individuals and the prevention of sexual harassment including but not

limited to the following provisions:

= Title VII of the Civil Rights Act of 1964, as amended, that prohibits employment
discrimination on the basis of race, color, religion, sex or national origin;

»  The Age Discrimination in Fmplovment Act of 1967, as amended, that prohibits employment
discrimination against individuals 40 yvears of age or older;

»  The Equal Payv Act of 1963 that prohibits discrimination on the basis of gender in
compensation for substantially similar work under similar conditions;
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= Title I of the Americans with Disabilities Act of 1990, as amended. that prohibits employment
discrimination on the basis of disability in both the public and private sector. excluding the
federal government;

=  The Civil Rights Act of 1991, as amended, that provides for monetary damages in case of
intentional discrimination;

= Section 501 of the Rehabilitation Act of 1973, as amended. that prohibits employment
discrimination against federal employvees with disabilities;

= Title I¥ of the Education Act of 1972, as amended, that forbids gender discrimination in
education programs. including athletics that receive federal dollars;

=  The Pregnancy Discrimination Act of 1978, as amended, that malkes it illegal for employers to
exclude pregnancy and childbirth from their sick leave and health benefits plans; and

= 3EUS.C 4212 Vietnam Fra Veferans Readjustment Assistance Act of 1974, as amended that
prohibits job discrimination and requires affirmative action to emplov and advance in
employment qualified Vietnam era veterans and qualified special disabled veterans.

5. All Agencies of Rhode Island State Government shall also comply with State laws
pertaining to the promotion of equal opportunity for all qualified individuals and the prevention of
sexual harassment including but not limited to Article 1. Section 2 of the Ehode Island
Constitution; all applicable provisions of Bhode Island General Laws Chapter 5 through 6, and
Chapter 51 of Title 28. These statutes require Fair Emplovment Practices regardless of race. color,
religion, sex, sexual orientation, gender identity, expression. disability, age. or country of origin;
positive action be taken to affirm the civil rights of protected classes of individuals; promote
nondiscrimination, and prohibit sexual harassment.

6. Pursuant to Rhode Island General Laws Title 28, Chapter 5.1, the State EOO shall be
responsible for assuring compliance with State and Federal laws prohibiting discrimination and
all applicable provisions of this Execufive Order.

7. Pursuant to Rhode Island General Laws Title 28 Chapter 51, the Office of Labor Relations
within the Department of Administration shall be responsible for assuring compliance with State
and Federal laws prohibiting sexual harassment and all applicable provisions of this Executive
Order.

8. Pursuant to Ehode Island General Laws Title 28, Chapter 5 Sections § through 40, the
Bhode Island Commission for Human Rights shall be responsible for assuring compliance with
State and Federal laws and all applicable provisions of this Executive Order.

Q. Pursuant to Rhode Island General Laws Title 42, Chapter 51. the Governor's Commission
on Disabilities shall be responsible for assuring compliance with State and Federal laws and all
applicable provisions of this Executive Order.

10. Pursuant to Rhode Island General Laws Title 23 Chapter 23-1.8, the Commission on Deaf
and Hard-of-Hearing shall be responsible for assuring compliance with all applicable provisions
of this Executive Order.

11. Pursuant to Rhode Island General Laws Title 28-5.1-5 and Title 36 Chapter 4-26.1, the
Office of Personnel Administration within the Department of Administration and the State EOO
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shall be responsible for assuring compliance with State and Federal laws and all applicable
provisions of this Executive Order.

12, Pursuant to Bhode Island General Laws Title 28-5.1-3.1 each Agency of State
Government is responsible for assuring compliance with all applicable provisions of this
Executive Order.

Individuals believing that they have been discriminated against or sexually harassed in
employment by or through state government should immediately contact:

Ehode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, BRI 02908

Tel (401) 222-3000; Fax (401) 222-6391; TTD (401) 222-6144

Ehode Island Commuission for Human Rights

Executive Order 05-01 January 17, 2005 Page 5
180 Westminster Street. 3rd Floor Providence, BRI 02903 Tel (401) 222-2661; Fax (401)
222-2616; TTY (401) 222-2664

Governor’'s Commission on Disabilities

41 Cherry Dale Court

Cranston, R102920

Tel (401) 462-0100; Fax (401) 462-0106; TTY (401) 462-0101

This Executive Order supersedes and rescinds Executive Order No. 96-14 and No. 95-11.
and is effective immediately upon the date hereof
So Ordered:

Donald L. Carcieri
Dated: January 17, 2005
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State of Rhede |sand
and Providence Plartations

Bruce Sedlun, Bovemar

EXECUTIVE ORDER
Mo, 94-22
December 13, 1994

MINORITY BUSINESS ENTERPRISE

WHEREAS, it is the policy of the State of Rhede Island and of this
administration that Mincrity Business Enterprises and Women Business Enterprises,
(herein defined as *MBEs") shall have the fullest possible opportunity to participate in
Spate funded and Stte directed public constraction programs and projects and in State
pmdmum{podundunm;m

WHEREAS, the Geperal Assembly in 1985 enscted Title 37, Chapter 14.1,
(herein defined as the MBE starute) and thersin avthorized the Director of the
Department of Adminisiration to establish rules asd regulations for giving MBEs a
preference in contract asd subcontract swands; and

WHEREAS, on June 23, 1994, I sigaed Execuive Order 94-9, reorganiring
nndcnhmc{n;ﬂmpummmﬁun{mmEme.nndlhmismwumdu
m:mmudcmmemmﬂﬂﬁﬂmmmnmm

ﬂm,nﬁuvm,limndulmm“mmsmu‘:pumi af
emmmmmmﬁmmuhEEmmmmummmn

NOW, THEREFORE, I, BRUCE SUNDLUN, by virte of the authority vesed
in me a¢ Governor of the Stute of Rhode Island and Providence Plantations, do hereby
order as follows: :

Article [ - Applicabilicy

This Execative Orrder shall apply to any and all Stae purchasing, incliding but
nmih:ﬁudmﬁuumﬁmpm}wuornmu.pmrmimﬂmu.:ﬂpmmﬂ
goods and services funded in whole or in part by Stats funds, or funds which the Stute
expends or admiristers as the recipient of a federal grant, or in which the State Is a
signatory to the contract.
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Executive Order No. 94-22
December 23, 1994

Page 2
e i Rt D

(A)mommuwolmmmm“mnn
responsibility for the MBE Compliance Program. The Director of Administration shall
create the position of Administrator - MBE Compliance and shall delegate day to day
operational responsibility to that official. The Administrator - MBE Compliance shall
m-mmmmwdummmmmuww
staff as determined by the Director, Department of Administration. The Administrator
-mElemmnummmuu&MnDhmolumE
Commission and provide staff support for the Commission. The Administrator - MBE
prﬁmm.mummammsmmﬂ.mmmm
Governor, the Director of Administration, the Purchasing Agent, and other entities and
Mvhnhdhulyaﬂawdbyhmnﬂpmwuiwol&n
government. The Administrator - MBE Compliance shall assist in the development of
effective and innovative strategies for promoting MBE participation in the State's
mm,m.mﬂm.ummmu
order to comply with R.L General Laws Section 37-14.1-7.

(B) The MBE Program shall:

1. Assist the Director of Administration to issue rules, regulations and
@mmmmmmwmmamwom«.

2. W&mde&hmam.uﬂqﬂ-m
Mawhumuolmemm.mm
goals, and requirements.

3. Conduct such activities as visits to job sites, public bearings and
examination of records and practices of various departments as may be necessary to
ensure compliance with the requirements of this Executive Order.

4, mhmhhlmm.am-dmm
nmmﬁmmmmmaw
Mwnmum«m_wm.

s. wmuummmwuw
mw.uumwunmuwdmmm
as well as offices in other state and federal jurisdictions.
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Executive Order No. 94-22
December 23, 1994
Page 3

6. Act as a coordinating body to bring MBES into active participation in
mmmammmamm.

1. m:m«msmmmmemm
R.I. General Laws Section 37-14.1.

8. Conduct research and analysis to strengthen the State’s MBE
Program.

9. mmumamwaw
recommended rules and regulations to insure compliance and sanctions for non-

wmwm,mmmmﬁuummm.

10. Submit an Anmual Report to the Governor, by November 30th of
uﬁyw(hhwbtbdya)mmdhwmﬂm.%ec.n
improve the program. '

(C) The MBE Program shall certify MBEs:

mmpomiil‘lyfotmﬁmﬁﬁuﬁonubeenmedbydnbepuwd
Administration:

1. Pursuant to R.I. General Laws Section 37-14.1 (relating to MBE)
and Section 42-35-1 (relating to Administrative Procedures), the Department of
Wmmwwammmmum
certification of MBEs.

2. DM.MMWMB&»RM.:.W
record.

3. Notify the purchasing agent of the State and quasi-state authorities o

demdmmplmmmtmhmorn
Executive Order or a removal of the certification of an MBE.
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Executive Order No. 94-22
December 23, 1994

Page 4
Aticle 11 - MBE Commission
{A) There is bereby established a Minority Business Enterprise Commission
(herein defined as the “MBE Commission”) to advise and assist the MBE Program, the
M.WﬂMNMW-MEWWh
mmmmummmmmww
the Department of Administration.

(1] mummudwmnmwmﬂ
members of the MBE Commission, 10 serve at the pleasure of the Governor.

A cabinet level official to be appointed by the Governor

Director of the Department of Administration (or designec), Chair
Representative Joseph Newsome

Executive Director, Commission for Human Rights

Casby Harrison, I
Licht & Semenoff

President (or designee) -
Black Contractors Association of Rhode

Executive Director (or designee)
Rhode [sland Commission on 'Women

President (or designes)
Hispanic Centractors Association

© mmmh:humumm'qmnhﬂﬁ
Commission:

Director of Policy

Governor's Office gy

87| Page



Executive Order No. 94-22
December 23, 1994

Page §

Associate Director and Purchasing Agent
Department of Administration - Division of Purchasing

Associate Director - Department of Administration
Division of Human Resources

State Controller
Department of Adminstration - Office of Accounts and Control

Chief Civil Rights Officer
Department of Transportation

(D) The following official shall serve as the Executive Director of the MBE
Commission:

Administrator - MBE Compliance
Department of Administration - Division of Human Resources

The MBE Commission shall meet no less than six times per year and upon the
call of the Chairperson or four (4) Commission members to consider whatever business
the Chairperson or Commission members may deem appropriate. Four (4) members
shall constitute a quorum of the Commission.

(A) Each governmental department, agency and quasi-state authority or
WW»M«MNMMMWMM&
part of its annual budget, an MBE plan to meet the goal of awarding 10% of the dollar
value of all procurements and construction projects to certified MBEs.

(B) The Director of each department, agency or quasi-state authority or
corporation empowered to expend State funds, shall designate a highly placed official
('MEW)»MRMWWMMMW
of MBE in his or her department or agency or quasi-state authority or corporation.
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Executive Order No. 94-22
December 23, 1994

Page 6

(C) If the rules and regulations promulgated by the Department of
Administration are not being met, the Department, agency or quasi-state authority or
corporation shall submit a report to the Department of Administration’s Administrator -
MBE Compliance stating the reasons for its inability w comply with such rules and
regulations, and identify the remedial steps it shall ake. Such remedial stcps may
include:

1. Targeting some bid invitations to MBEs.

2. Promoting joint ventures between MBEs and non-MBEs.

3. Requiring prime contractors, where subcontracting opportunities
exist, to subcontract a minimum amount of work oa projects to MBEs.

4. Designating MBEs as suggested vendors when submitting requests to
the purchasing agent. ‘

5. Dividing large contracts into smaller units to afford opportunities for
MBEs, where legally permissible,

6. Maphnn@hmmmm&
to purchase supplies, services and equipment from MBEs.

The State Purchasing Agent and quasi-state authority or corporation purchasing
agents will provide maximum support to comply with the requirements of the MBE
statute as stated herein. Such efforts will include:

1. Notifying all possible bidders, especially potential MBE suppliers of
purchasing for departments, agencies and quasi-state authorities or corporations. Such
notification might include direct mail, advertising in media reaching the minority
community, and such other outreach efforts as may be necessary.

2. wmmmulhdmﬁm»uwh s
prospective bidder lists, and targeting some bid invitations to MBEs. iR "‘: :
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Executive Order No. 94-22
December 23, 1994
Page 7

3. mw»mmmmmm
mmdmmummpomm&.

4. Mmmm«m&ummommywm.

o mmmmmdonamybemmmdbymeMBEkasm.

6. Pafaniumymhodnxmﬁviﬁuhmﬂympponobjeuimofﬂn‘s
Mw&dundk.l.mwmn-u.lm

mm«mmuyum.wmmw
Order No. 94-9.

mwmmmmeuwmymmmw.
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Bruce Bundun, SevHmer

- EXECUTIVE ORDER JAN 191993, ..
BECRETREY OF STATE
RECCADS

Ho, 93-1 ACMISTRATIVE
JANUARY 18, 1993 :

AFFIEMATIVE ACTION POLICY STATEMENT

Hiate Hoene, 1, BRUCE SUMDLUN, by the authority vested in ma as Governor of
provisnce the State of Rhode Island and Providence Plantations, do hereby
prder 85 follows:

1. Equal Opportunity and Affirmative Action towarde its
achieveme=nt ig &ke firn and umwavering policy of all units of Rhode
Island State Gowernnent.

2. Rhode Island State Government is committed teo providing
egual opportunity in every aspect of its programs and will oot
discripinate beciuse of race, sex, naticnal origin, ags, religien,
gerual orientation, or disability. Beceuse my administration
recagnizes the meed to eliminate the vestiges of past sccletal
discrimination, it will take affi:mafive action te ensure that its
employment opportunities are available to every gualified Rhode
Islandec.

1, Within agencies, departments of state government, and those
agencies created by legislative statute, the following sress will be
administered without regard ko race, ecoler, sex, #ge, religiom,
gezual orientation, or disabllity: :

Hirings Work Aszsignments
Salary/Wage Laave
. Lay-offs Training
- Transfercs Recall From Lay-offs
Promot ions Appointments
Demot ions : Discipline

4. In additien, my administration will mot tolerate
discrimination by any recipient of stste government funds. This
includes lending institutioms, developers, contractors,
sub-contractors and entities deoing business with the State.
Deliterake or persistent viclation of the affirmative action
policiss ‘sek forth herein may result in the withdrawal of Stake
gupport of invelvement inm a project and/or debamment from further
State involwement. Any parson or corporatien deing business with
the State shall cooperate with the monitering of this policy.

The Directoer of Administration shell promulgaks such rules and
regulations as are necessary to sffectuate compliance with this
paragraph.
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BECRETARY OF STATE
ADMDISTRATIVE RECORDE D,

Fage Two Lianas
Executive {rder %3-1 L e
hEfirmative Action Policy Statement

5. 1n addition to Rhode Islamd State Government, each and every
employes of state government is responsible for assuring that all
aspects of State pregranms for which hzs/she iz responsible for are
available without discriminatisn., Department Directors and their
cenior staff sre raspenzible for the implementation of this policy
and they will be evaluated as to their role in this implementsation,

6. 4ll Department Directors and appeinting authorities shall
appoint & highly placed person, who shell report to the Department
Director and who shall be designated sz the Departmentel Affizmative
Rotion Officer. The Depsrtmental Affirmativa Action Officer shall
attend at lesst one EEQ training sessien aomually and the DEficer
ghall assist in the development and enforcement of pEfirmative
acticn plaas. Each Departmental AfEirmative Actien Officer shall
work cooperatively with the Personnel Administrater to conduct a
guarterly review of hiring/promotion ackivity within their unit to
avalvate and report te hissher Department Director on sffirmative
actlon progross or lack thereof. Each Departmental Affirmative
Astion Dfficer shell subnit informatien om the sktatus of their plans
twice annually to their respective Department Directors.

7. Tha Gevernor's Ezecutive Comnittee for Affirmative Action is
hereby established and its menbership shall hereafter consist of the
following: the EEO Administrater, the Execytive Director of the
Human Rights Commission, the Executive Sacretary of thea Governor's
Commission on thke Handicapped, the Dirsckor of the Commission eon
Women, the Fxecuitive Director of the Minority Business Enterprise
fapmission, the Chief of the Merit Selection and Classification
Unit, the Administrator of Purchasing Eystens, and the Parsonnel
ndministrator who shall Chair this Committes.

i. The Committee shall advise the Governor in the formulation
and coordination of plans, policles and programs relating ko equil
cpportunity and affirmative action in all State departments and
agencies end in essuring effective implementakion of such policies,
plens and programs by such sgencies.

9, Upom the reguest of the Execntive Committee, the Department
bizmotor of each Sktate agency and the Departmental Affirmative
action Officer shall meet with the Commities and report in person Lo
such Committee on the agency's affirmative sckion program. It shall
he &he Executive Committes Chair's respunsibility to schedule such
reetings, and it shall ba the duty of every agency head te comply
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Execgtive Order §3-1 GECRETHFY OF STATE
Affirmative Acticn Policy Statement ADLIHSTRATIVE RECORES ONY.

with such reguests for dat: or other information or reports as the
precutive Committee may deem sppropriate for analysis and review in
advance of such meeting. '

10, 1In additien ko the duties of the Etate EED Office set forth
in Title 28, Chapkter 5.1 of the Rhode Island General Laws, the State
FEO Office shall:

A) review the Affirmative Action plans submitted annually by
each state department or ajency ind prepare a cemparative analysis
of the strengths and weaknesses of the plans;

B) make recommendaticas o the departments on proactive policy
{pitistives that may enhance affirmative sction plan objectives;

C) prepare an Executive Summacy of the depirtmental plans for
submission TM gevernar annually on November 15th; and

p} work booparatively and in conjunction with the Departmental
Affirmative Action Officers, Departmental M3E Ceordinators, and
state Oificials serving on the covernor's Executive Committee for
Affirmative Actien,

11. The State Equal Opportunity office shall be responsible for
assuring conplisnce with Fhode 1sland General Laws Title 28, Chapter
5.1 and the provisions of this Ixecutive Order.

12, The Rhode Island Commission for Human Rights shall be
. respossible for assuring compliince with Rhoda Izland Ceneral Laws
Title 28, Chapter 5, Sections 8 through 40 and the provisions of
this Executive Order.

13. The Rhede Island Goveraar's Commission on the Handicapped
shall be responsible for agsuring complisnce with Fhode Jaland
geperal Laws Title 42, Chapter 51 and the provisions of this
Frecutive Order.
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page Four A JAN 13 LR .ﬁ"a
Executive Ordar 93-1 \OF SEATE
pffirmative Action Policy Staktement m:ﬁm o

14. A1l units of Rhede Island State Governnment shall comply
with all state snd federal laws pertaiming te equal opportunity &nd
af Firmative action including: - :

Rhode Island Fair Employmeat Practices Aet,
Rhode Island Handicapped Products Procursment Aok,
Ehode Izland AIDS Discrimination ack.
Federal Executive Order 11246, as amended,
ritle VI erd Title WII of the Civil Rights Ackt of 18964, as
amended,
noe Discrimimation in Employment act of 1967,
Equal Pay Act of 1563,
Eekabilitation Act of 1873, Section 504, :
Americans with Disabilities Act CADAY of 18990,
vietnsm Era Veterans Act of 1374,
persisn Gulf Conflick Supplemsntal authorization and PexSsnnel
Berefits RAcot of 1951,
Age Discrimimation Act of 1875,
| Educetion Amendments Act of 1872 (Title IX).
civil RElghks Act of 1991,
Ehods Island Executive Order 9$2-2 (Am=ricans with Disabilities
Act), )
Fhoede Island Erecutive Order 91-39 (Serual Harassment),
Dheds Teland Executive Order 92-4 (Mipority Business Enterprise
conmission), and
Ehode Islend Exscutive Ocder $3-1 (Affirmative Action Policy
Statement).

15, Persons with disabilities regquasting reasconable
secommedation should contack their own department/agency’s perscnnel
cffice or ADA Coordinator.

16. Persons having guestions or neesding assistance for minority
or women business enterprises should contoct the Executive Diractor
of the Minority Business Enterprise Commission at 277-6246(v) -
177-3090 (tdd).
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AfCirmative Aotion Policy Statemant
EECHE T OF BTATE -
ACMIMSTRATIVE RECORDS DV,

17, Citizens of Rhodse Island believing that they have been
discrimineted against in the pursuit of achieving the guality of
life as aforementioned should cenkact:

Governcr's Cemaissiom on the Hardicapped
555 yalley Street, Bullding #51
providence, BRI (200B-36E6

TEL. #277-3711

oD R297-3701

FAY H277-1B33

I Commission for Human Rights ®1 Stake Fqgual Opportunity Office

10 hbbotk Fark Flace ome Capitel Hill
Providence, RT 02Z903-37E8 providence, BRI 02908-5865
TEL. §177-2661 rEL. £277-3090

oD #277-1E64 DD B277-£144

Fa) #277-1616 FAX N277-€378

Thiz Ezecutive Order shall supaccede and rescind Executive Order
po, 85-11, and become affective immediately on the date hareof,

JR—

DATE

-12-95 %ﬁM
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State of Rhode Idand
and Providence Mantatiors

Bruse Surdiun, Governor

EXECUTIVE ORDER
N0, 92-2

JANUARY 23, 1§92

Ny

S WHEREAS, the Americens with Disabilities Act ("ADA®) was enacted
E; the United States Congress om July 26, 1990 to expand the civil
rights of individuals with dissbilities in the areas of employment,
transportation, public accommodations ard communications; and

WHEREAS, the primary objective of the 2DA is to reguire
enployers and public service providers to eliminate any and all
berriers, practices or policies that may discriminate against or
otherwise deprive individuals with disabilities of the full use and
erjoyment of public accommodations, public tramsportation,
telecommunication systems and employnent opportuaities; and

WHEREAS, it was anticipated that the process of removing any and
all such barriers would best be effectuzted by developing a
comprehensive statewide plan; and .

WHEREAS, in June of 1991, I directed the Governor's Commission
or the Bandicapped to create a Coordinating Committee on the ADA
that would bring representatives from all segments of State
government together to perticipate im joint self evaluation and ADA
compliance planning; and

WHEREAS, the Coordinzting Committee, chaired by Nancy
Husted-Jensen has developed and presented me with a statewide plan
for meeting the mandates of the ADA entitled “"AMERICANS WITH
DISABILITIZS ACT; SELF EVALUATION AND COMPLIANCE PLAN FOR THE STATE
OF RHODEZ ISLAND;* (hereinafter “ADA Compliance Plan*)

¥OW, THEREFORE, I, BRUCE SUNDLUN, by virtue of the authority
vested in me as Govermor of the State of Raode Island and Providerce
Plantations, do hereby order as follows:

1. Tha Rhode Island State ADA Compliance Plan shall be
inpiemented forthwith so that individuals with disabilities may be
fully integrated into al) aspects of Rhode Island life in the nost
expeditious manner possible.
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Page Two

Executive Order 92-2
1992

January 23,

2. There shall be a dtate ADA Coordinator to assume overall,
day-to-day responstbilityitor implementing the ADA Compliance Plan.

3. The Chairperson of the Governor's Commission on the

fandicapped is hereby designated tc¢ serve at the Governor's plessure

#s the State ADA Coordinator. The Executive Secretary of ths

Governor's Commission on the Handicapped is hereby designated to

serve as Deputy Coordinator.

4. The duties of the ADA Cooréinator shall include:

A,

monitoring the State's compliance with all
federal and state laws and regulations affecting
individuals with handicaps, including but not
limited to Section 5(4 of the 1973 Rehabilitation
Act and the Anericans with Disabilities Act;

establishing a technicel assistance program to
inform and sdvise Stste and lpcal government
agencies, human sorvice providets, providers of
public accommodations, real estate agents,
brokers, developers, architects, landlords,
builders, and other zffected entities and
individuals on their obligations under the ADA;

estnhltlhing‘l grievance procedure to promptly
and equitably resolve conplainte of noncomplliance
with the ADA involvirg departments, agencies or
divisions of State gcvernment;

establishing & procedure for initiating
complaints against ary department, agency or
division within State government that willfully
fails to comply with the requirements of the ADA
or the ADA Conpliance Plan.

developing, making periodic revisioas to, and
overseeing implemantation of an ADA Transition
Plan for the removal of environmental and
communication barriers in State owned facllities;

presiding at future meetings of the State
Cooréinating Committes on the ADA.
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Page Three
Executive Order 32-2
January 23, 1992

5. The State Coordinsting Committee on the ADA shall continue
to exist and shall contin;e to be staffed by the Governor's
Commission on the Handicapped. The Committee shall advise and
assist the ADA Coordinator im the implementation of the ADA
Compliance Plan. It shal)l also prepare a status report to the
Governor on or before October 1, 1992, and annually thereafter.

6. The Governor's Commission on the Handicapped, the State
Fuilding Commission and the Commission for Human Rights shall,
whenever possible and appropriate, cooperate with and assist the ADA
Coordinator to: |

A Assure compliance with the building accessibility
and public accommodations sections of the ADA; and

B. carry out the duties of the ADA Coordinator
enumerated above.

This Executive Order shall take effect—on' the date hereof,

2392 | =SB p Al

Date Governor l’{
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Stale of Rhode Iskand and Providence Planiations

! EXECIVE CHAMBER, PROVIDENCE
|
Edward D. DiPrele | EXEQUTIVE ORDER
Goveraot |
| MO, 86=-10

APRIL 15, 1286
REFUGEE POLICY

WHEREAS, the State of Rhode Island has been a home and a
haven for immigrants and refugees since the beginning of its
recorded history; and

WHEREAS, for Lnru than three centuries people driven from
their homelands by various forms of persecution have come to
Rhode Tsland and found the opportunity and the means to estab-
lish & new life here; and

WHEREAS, the l[lnil.ed State=z mefugee Aot of 1980, Pub. L.
Mo, 96=212, authorfizes the grant of asylum to refugees who
are defined as any person outside his or her country of
nationality "who is unable or unwilling to return to, and is
unable or unwilling to avail himself or herself of the
protection of that|country because of pegsecution or a well-
founded fear of persecuticn on account of race, religion,
nationality, membetshlp 1in a particular social group, oOr
political opininn't and

WHEREAS, Rhode Island zccepts and welcomes the opportunity
to take part in out national refugee resettlement program and
to carry out our State's exemplary historical role in assisting
people fleeing dangers and undue hardshipe; and

[

WHEREAS, the [refugee experience is a major upheaval in
the livee of these individuals, and in order for them to
adjust successfully to a new country and culture, a period of
transition is necessary to learn a new language and culture;
and [

|
WHEREAS, Rhode Island recognizes that refugees have
great potential to|contribute to the state and its communities,
and that it is in the interest of all that their potential be
nurtured and encouraged; and
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Executive Order 86-10

Page TwO
april 15, 1986

WHEREAS, the Rhode iIsland Office of Refugee Resettlement
was created for the purpose of implementing the requiresents
of the Rafugee Act of 1980 (P.L.96-212) to assist refugees in
the state to become self-sufficient as rapidly as possible; and

WHEREAS, the Governor's Advisory Council on Refugee
Resettlement, created by Executive Order 85-24, was established
for the purpose of forging a linkage between the refugee
community and the larger Rhode Island society; and

NOW, THEREFORE, I, Edward D. DiPrete, by virtue of the
authority vested in me as Governor of the State of Rhode
T=land and Providence Plantations, hereby order and direct
the following:

1. The Rhode 1Island Office of Refugee Resettlement
shall be authorized to coordinate consultations among
the following entities and agencies: voluntary agen-
cies ("VOLAGs®) and their national offices; local
officials; state departments; namely, the Department
of Employment Security, +the.Department of Health,
the Department of Human Services, the Department of
Mental Health, Retzrdation and Hospitals, the Depart-
ment for Children and Thelr Families, the Department
of Economic¢ Development, the Department of Transpor-
tation, the Department of Education, the Office of
the Attorney General and other appropriate public
and private agenciss,

2. The above consultations shall be to determine the
availability of needed services such as housing
availability and community responsiveness; to evalu-
ate economic conditions, and to determine the proxim~
ity of organizaticns and institutions which provide

support.

3. All transitional services shall be provided with a
view to maximize their accessibility and cultural
appropriateness. The characteristics and concerns
of the refugee communities should be taken into
account in the shezping of specific service delivery
procedures and mechanisms and the determination of
their cultural and linguistic sensitivity.
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Bxecutive Order 86~i0
Page Three
april 15, 1986

‘.

|

Those staté agencies as previously stated that conduct
programs and activities directly or indirectly relat-
ing to thd service needs of the refugee population
shall immediately undertake an affirmative planning
process with regard to refugees. This planning
process shall be completed by October 1, 1986, and
ghall include the following elements:

A. Needs Assessment: Determining the current and
poEPntial requirements refugees have for the
agencies' services;

B. Current Use: Measuring and documenting the
extent to which refugees now use the servicesg;

C. Agency Service Plan for Refugees: Formulat-
ing| & plan, Including a timetable for imple-
mentation, that ensures that delivery of the
agencies' services to refugees meets the needs
identified in the needs assessment and are in
compliance with Titde VI of the United States
Civil Rightz Act of 1964.

l :
5. PRhode Island Office of Refugee gettlement and
e islan a ortunit cé Assistance -

The Rhode Gsland Office of Refugee Resettlement and
the Rhode Island Office of Equal Opportunity shall
provide technical assistance to the agencies through-
out the anning process and shall wmonitor the
agencies' progress in the implementation of their
plans. Technical assistance when necessary will be
requested from the Pederal Offices for Civil Rights
Compliance.

State Agencies Preparing Agency Service Plans -

The follov&ng state agencies shall engage in the
planning process: the Department of Human Services,
The Department of Health, the Department of Employ-
ment Securlity, The Department of Mental BHealth,
Retardation and Hospitals, the Department for Child-
ren and Tﬂeit Pamilies, the Department of Bducatioen,
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Executive
Page Four
hpril 15,

order EELIU

1986 i

| .

the Departnant of Feonomic Development, and the
pepartment of Transportation.

Transitional Bducation Program -

RIORR sha}l meet regularly with the Department of
Education to coordlnate the provision of the tran-
zitional program for refugee children, bilingual
education programs, adult sducation smervices, and
other educational programs of special concern to the

réfugee communities.

Consultation with Atterney General -

RIORR shall work with the office of the Attorney
General, gpecifically the Civil Rights Division and
the Division of Consumer Protection, in its effort
to ensure|that necessary stats protection and services
are nvnllfble ko the refugee populationm,

This E:ecutlvk order shall take-effect on the date hereof.

Edward D. DiPrete
Governot

! Ueod 0.0.Lux
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State of Rhode Island and Providence Plantations
EXECUTIVE CHAMEER, FROVIDENCE

Edward D. DiPrete

Gomrsar
BEEITIVE OFDFR

MO, B5-16
JULY 23, 1985
SECTI(H 504 COORDINNTUR

WHEREAS, Title V of the Rehabilitation Act of 1973 sets forth the
cdvil rights of handicapped perscns; and

WHERERS, handicapped persons have a right to expect and galn access to
various buildings and properties which exist for the betterment of all
perscns; and

WHERERS, under Section 504 of Title V of the Rehabi 1itaticn Aot of
1973 the State has been mandated to create policies, practices and
programs regarding acocessibility of Stabe-bulldings and properties to
handicerped persons; and

WHEREAS, such a deslgnation would allow for the expedient complisnce
with the mandate of Sectiom 504 thereby serving the needs of

handicapped perscns in the best possible manner;

HOW, THEREFORE, by virtue of the authority vested in me as Governor of
the State of Rhede Island and Providence Flantations, it is ordered as
follows:

1. The Director of Administration is hereby designated the
State's 504 Coordinator end shall delegate operatiomal
control to the State Building Code Commissioner as his
designes,

3. The duties of the Coordinator shall be to coordinate all
State agencies in the implementation of all federal rules
and requlations affecting the State in terms of compliance
with the mandates of Section 504 of Title V of the
Rehahdlitation Act of 1973,

3. ‘The Coordinator's doties ghall include:

a. HMuthority to crder departments to prepare and complete
transition plans in accordance with 504 regulations.
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|
Bxecutive Order No. 85-16

.hlyn.%
Page Two

b.

C.

d.

h.

i.

!

r

|
comdil‘nt.i.ng the formlation and review of transition
plans with advisory panels who may represent
handi capped

‘.
Granting final approval of transition plans and
department use of program accessibility.

uanaqing the comstruction, design or alterations of
buildings and s.tes necessary to bring all programs
into compliance.

Authogization to coordinate and mediate matters
concerning 504 compliance.
\

Assisting public and private sectors through the use of
proper agencies on technical, employment and
architectural matters concerning 504 canpliance.

Establishment of a conéumer complaint procedure
necessary to resolve all complaints to agencies

pertaining to 504, .

|
The State 504 Ccordinator or the State Building Code
Commissioner as his designee is hereby authorized to
initiate complaints against those agencies,
administrators, agents or amployees of any depertment
or division within state government who willfully fail
to comply with the requirements.

The 504 Coordisator and the State Building Code
Commissioner as his designee shall consult with the
Chairman of the Governor's Commission on the
Handicapped with respect to implementation of the above
duties and respomsibilities.

|

This Executive Order shall take effect on the date hereof. This
Bxecutive Order rescinds Bxecutive Order No. 80~16 dated September 29,

1980.

| Yy yours
;),A/ﬁb&"

Bward D. DiPrete

GOVERNOR
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PUBLIC LAW 97-118
AN ACT
RELATING TO SEXUAL HARASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE
CHAPTER 51
SEXUAL HARASSMENT, EDUCATION AND TRAINING IN THE WORKPLACE

§ 28-51-1. Definitions. — (a) As used in this chapter the term “sexual harassment” means any
unwelcome sexual advances or requests for sexual favors or any other verbal or physical conduct of a
sexual nature when submission to such conduct or such advances or requests is made either explicitly
or implicitly a term or condition of an individual’s employment.

(b) As used in this chapter, the term “employer” means any entity employing fifty (50) or more
employees.

§ 28-51-2. Adoption of workplace policy and statement. — (a) All employers and employment
agencies shall promote a workplace free of sexual harassment.

(b) Every employer shall:
(2) adopt a policy against sexual harassment which shall include:
(@ a statement that sexual harassment in the workplace is unlawful;
(i) a statement that it is unlawful to retaliate against an employee for filing a complaint of
sexual harassment or for cooperating in an investigation of a complaint for sexual
harassment;
(iii) a description and examples of sexual harassment;
(iv) a statement of the range of consequences for employees who are found to have
committed sexual harassment;
(v) a description of the process for filing internal complaints about sexual harassment and
the work addresses and telephone numbers of the person or persons to whom complaints should be
made; and
(vi) the identity of the appropriate state and federal employment, as amended, discrimination
enforcement agencies, and directions as to how to contact such agencies as amended.

(2) provide to all employees a written copy of the employer’s policy against sexual harassment;
provided, however, that a new employee shall be provided such a copy at the time of his or her
employment.

(© Employers are encouraged to conduct an education and training program for new employees
and members, within one (1) year of commencement of employment or membership, which includes at
a minimum the information set forth in this section. Employers are encouraged to conduct additional
training for new supervisory and managerial employees within one (1) year of commencement of
employment which shall include at a minimum the information set forth in subsection (b), the specific
responsibilities of supervisory and managerial employees and the methods that such employees
should take to ensure immediate and appropriate state agencies are encouraged to cooperate in
making such training available.

(d) Employers shall provide amended copies of their written policies on sexual harassment to all
employees upon their request on or before September 1, 1997.
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§ 28-51-3. Education and training programs. — Employers are encouraged to conduct an education
and training program on sexual harassment consistent with the aims and purposes of this chapter for
all employees, including, but not limited to the supervisory or managerial personnel, on or before
September 1, 1997.

(2003)
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State of Rhode Island
Guidelines for Preventing Sexual Harassment

Harassment on the basis of sex is a violation of RIGL 28-5.1 and Executive Order No. 05-01.
Unwelcome sexual advances, requests for sexual favors and other verbal or physical conduct of a
sexual nature constitutes sexual harassment when (1) submission to such conduct is made either
explicitly or implicitly a term or condition of an individual ‘s employment; (2) submission to or rejection
of such conduct by an individual is used as the basis for employment decisions affecting such
individual; or, (3) such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile or offensive working environment.

In determining whether alleged conduct constitutes sexual harassment, the State Equal Opportunity
Office will look at the record as a whole and at the totality of the circumstances, such as the nature of
the sexual advances and at the legality of a particular action. A determination of what constitutes
sexual harassment will be made from the facts, on a case-by-case basis.

The appointing authority is responsible for the acts of its agents and supervisory employees with
respect to sexual harassment, regardless of whether or not the specific acts complained of were
authorized or even forbidden by the appointing authority and regardless of whether or not the
appointing authority knew or should have known of their occurrence. The State Equal Opportunity
Office will examine the circumstances of the particular employment relationship and the job functions
performed by the individual in determining whether or not the individual is serving in either a
supervisory or agency capacity.

With respect to persons other than those mentioned in the previous paragraph, an appointing authority
is responsible for acts of sexual harassment in the workplace where that appointing authority or its
agents or supervisory employees knew or should have known of the conduct. An appointing authority
may rebut apparent liability for such acts by showing that it took immediate and appropriate corrective
action.

Prevention is the best tool for the elimination of sexual harassment. An appointing authority should
take all steps necessary to prevent sexual harassment from occurring such as affirmatively raising the
subject of sexual harassment, expressing strong disapproval, developing appropriate sanctions,
informing the employees of their right to raise and how to raise the issue of harassment and
developing methods to sensitize all concerned.

If any State Employee believes that they have been sexually harassed, they may contact:
DIVISION OF HUMAN RESOURCES

(401) 574-8381
DOA.HRInvesigations@hr.ri.gov

Revised (2021)
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DEPARTMENT OF ADMINISTRATION
OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
STATE EQUAL OPPORTUNITY OFFICE

GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

Rhode Island General Law 28-5.1, Executive Order No. 05-01 of the State of Rhode Island and Title
VIl of the 1964 Civil Rights Act, mandates employers to maintain a working environment free of
discriminatory insults, intimidation and other forms of harassment. Both an employee’s psychological
and economic well-being are protected. While an employer cannot be held accountable for the
prejudices of its workers clientele, it must take reasonable measures to control or eliminate the overt
expression of those prejudices in the workplace. Prompt action by an employer to prevent or correct
discriminatory harassment can go a long way in lessening employer liability.

Perhaps the most common type of harassment to which workers are subjected is verbal abuse. Racial
and ethnic epithets, slurs or jokes directed at or made in the presence of minority group employees,
are not to be tolerated. An example of unlawful race and sex bias in the work environment is the use of
the diminutive term “boys” when referring to minority male employees and “girls” when referring to
female employees.

Another common type of verbal abuse is either spreading rumors or joking about an employee’s
assumed sexual preference or orientation. One’s personal preference does not determine how one
performs at his or her job and therefore, this type of bias does not belong in the workplace.

An employer is under a two-pronged duty to maintain a working atmosphere free of national origin
bias. First, the employer itself must refrain from ridicule or harassment on the basis of national origin.
Second, an employer should not tolerate such behavior by its employees. Ethnic slurs or jokes based
on national origin are unlawful.

An employer is also under obligation to maintain a work environment free of religious bias. Permitting
a supervisor to espouse his or her beliefs to employees while at work may amount to religious
discrimination.

Any unwelcome sexual advances, requests for sexual favors and other verbal and physical conduct of
a sexual nature is unlawful sexual harassment when the response or reaction to the advances or
requests is permitted to affect the employment decisions. It is also illegal for an employer to permit any
conduct that is sexually offensive, intimidating, hostile or interferes with an individual’s work
performance. Sexual advances by co-workers who have no control over a person’s employment may
be unlawful if it has such an intimidating effect that job status is affected.

(2005)
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Employee Self-Identification of Disability Form and Request
for Reasonable Accommodation

CONFIDENTIAL
In accordance with the Americans with Disabilities Act of 1990, Rhode Island General
Laws §28-5.1 et. seq., and Executive Order #92-2, the State Equal Opportunity Office
invites a qualified individual with a disability to self-identify to be provided reasonable

accommeodations if necessary to perform the essential function for the desire position.
NAME: AGENCY:
JOB TITLE: DATE:
Please Check [<] the category that best describes your disability. (Upon request, verification of disabling
condition mmst be obtained from your physician )
Dizabling conditions include, but are not limited to:
[] AIDS
Aleoholism
] Blindness or Visual Impairment
Cancer
Cerebral Palsy
Deafness or Hearing Impairment
[] Diabetes
[] Drug Addiction
L] Epilepsy
Heart Disease
Mental Retardation
Mental or Emotional lliness
] Multiple Sclerosis
(] Muscular Dystrophy
Orthopedic
Perceptuoal Dizabilities such as: Dryslexia, Minimal Brain
Dysfunction. Development Aphasia or Speech Impairment
[] Other

O

L0 Q00

]

[] Yes. I request a Reasonable Accommodation Needs Assessment Review
[] Mo Beasonable Accommodation is needed at this time

Additional Comments:

Signature: Date:
RIEEO 5/09A
REVISED 7/02/2002

BT SEQOQO (401} 222-30%50
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DISCRIMINATION COMPLAINT PROCEDURE

Handling employee complaints internally is a highly sensitive, multi-faceted process that may involve

many people. The purpose of this procedure is to make sure complaints (harassment, discrimination,
workplace violence, or retaliation) are investigated in a timely manner and any appropriate corrective
action is taken to ensure inappropriate and/or illegal actions and behaviors cease immediately.

The Division of Human Resources Site Operations / Business Partner Team investigates HR-related
complaints across Executive Agencies. This includes complaints related to discrimination, harassment,
sexual harassment, workplace violence and retaliation.

When the HR Site Operations / Business Partner Team receives a complaint, it will promptly and
thoroughly investigate the allegations. The HR Site Operations / Business Partner Team will also
maintain regular contact with employees involved in the complaint throughout the process.

How to Report a Complaint

A person may report a complaint orally or in writing to the Division of Human Resources, Site
Operations / Business Partner Team or continue to report through any existing channels, including the
employee’s supervisor or manager, Executive Director of Human Resources, Human Resources Chief of
Staff, and the Office of Diversity, Equity and Opportunity (ODEOQ). The reported complaint will be
brought to the Division of Human Resources Site Operations / Business Partner Team who will
investigate all complaints.

Employees can report a complaint directly to Human Resources in any of the following ways:

e Complete a Complaint Form - Fillable .pdf available at www.hr.ri.gov
e Phone 1-401-574-8381
e Email: HRInvestigations@hr.ri.gov

An individual may also file a complaint with the Rhode Island Commission for Human Rights or the U.S.
Equal Employment Opportunity Commission. If a charge has been filed, either simultaneously or at a
later date with Rhode Island Commission for Human Rights or the U.S. Equal Employment Opportunity
Commission, the State of Rhode Island may defer to either commission for investigation and any
resolution and/or prosecution of any charge.
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Document: HRF 01
State of Rhode Island Date of Issue: 02/16/21
Division of Human Resources Revision No:
Ry Site Operatlonséiu;LnszNIDTagr;gUC;zTer of Expertise HR Exec Dir:

Complete this form to file a complaint of Discrimination, Sexual Harassment, Domestic Violence/Sexual
Assault/Stalking, Workplace Violence or Retaliation. This form may be used for a complaint by an Executive
Branch employee.

Once you have submitted the complaint form, you will be contacted by an investigator from the Division of
Human Resources Site Operations/Business Partner Center of Expertise (COE). If you do not wish to complete
the Complaint Form, or need assistance in doing so, please contact your agency’s Human Resources Business
Partner or Diversity Officer who can fill out the form on your behalf. Alternatively, you can call the Site
Operations/Business Partner COE at 401-574-8381 to make a report by phone.

* = Required Field

Section 1 — Complainant Information
Are you an employee of the State of Rhode Island? *  [JYes [INo

Complainant Contact Info

First Name Last Name
Title Agency

Work Location Work Phone
Manager/Supervisor

Home Address Home Phone

Email Address

How do you prefer to be contacted? L1 Email [IPhone

Section 2 — Person Completing Form
Same as Section 1 L]
Are you an employee of the State of Rhode Island? *  [Yes [INo

Section 3 — Complaint Filed Against Information

First Name Last Name
Title Agency
Work Location
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ADMINISTRATION

State of Rhode Island
Division of Human Resources
- . Site Operations/Business Partner Center of Expertise
COMPLAINT REQUEST

Section 4 — Complaint Information

Document: HRF 01
Date of Issue: 02/16/21
Revision No:
HR Exec Dir:

Complaint is being made on the basis of* (Multiple options can be selected).

[IDiscrimination (multiple options can be selected)

1 Race/Ethnicity/Color

[ Disability

(1 Age

] Genetics

[J Pregnancy

L1 Military Status

[JVeteran Status

[J Religion L] Sex

[J National Origin

1 Sexual Orientation

1 Gender Identity

[1 Gender Expression

] Sexual Harassment

] Domestic Violence

[] Retaliation

Summary of Complaint — Please describe what happened to you, indicating the date or dates when it occurred,
names of persons involved, and what harm, if any was caused to you as a result. Please use additional pages if

necessary.

Date of First Incident

Date of Last or Most Recent Incident

Section 5 — Witnesses Information

Please list below any persons (Co-workers, supervisors, others) who were witness to or can provide information

pertaining to your complaint.

To Whom has this been reported

LIIt has not been reported to anyone

Incident Reported to

Full Name

L11t has been reported to the following people

Agency

Phone

Full Name

Agency

Title

Manager/Supervisor

Email
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State of Rhode Island
Division of Human Resources
Site Operations/Business Partner Center of Expertise

DEPARTMENT OF

ADMINISTRATION COMPLAINT REQUEST

Section 6 -- Attachments

Please provide any supporting documents.

Complainant Signature Date

Document:

Date of Issue:
Revision No:
HR Exec Dir:

HRF 01
02/16/21
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EXIT INTERVIEW SIGN-OFF FORM

OFFICE OF DIVERSITY, EQUITY AND OFPORTUNITY (ODEO)
STATE EQUAL OPPORTUNITY OFFICE
One Caprtol Hill
Providence, BRI 02908-3865
eoo.comphianced doa rn.gov

Rhode Island Department of
Labor and Training

NAME OF EMPLOYEE (Please print or type)

The Office of Diversity, Equity and Opportunity in collaboration with the Division of Homan
Eesources has established this exit interview process in order to assess the overall employee
experience while weorking for the state, to assure that terminating employees are not leaving
becanse of discriminatory circemstances. and to identify opportunities to improve retention
and engagement.

I hereby ackmowledge that I have received the Confidential Exit Survey from the Division of
Huwman Pesources and that the completed Confidential Exit Survey nmst be forwarded to the
State Equal Opportunity Office. I also understand that a copy of this completed sign-off form
{not the Confidential Exit Survey) will be placed in my personne] file.

SIGNATURE OF EMPLOYEE DATE EMPLOYEE SIGNED

R L2 E XTI LR EE LS L EL L ]

DATE EXIT INTERVIEW WAS SIGNATURE OF HUMAN EESOURCES
GIVEN TO EMPLOYEE REPRESENTATIVE
INSTRUCTIONS:

The Human Eesources Fepresentative must distribute a copy of the Confidential Ext
Survey along with any necessary documents to the terminating employee. The Human
Resources Representative must place a copy of the Exit Interview Sign-Off Form in the
employee’s personnel file and forward a second copy of the Exit Interview Sign-Off Form
to the ODEQ/State Equal Opportunity Office, via inter-office mail or electronically at
eoo.compliance@dea n gov. immediately upon completion.

Rev. 7/02
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Rhode Island State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY

As a terminating emplovyee, you have the option of an exit interview with the ODEO/State
Ecual Opportunity Office to discuss any nformation related to harassment and/or
discrmmination, and you also have the option of an exit interview with a Human Resources
Pepresentative to share any information regarding vour work experience. To schedule an in-
person interview please e-mail eoo.compliance/d doa 1. gov for ODEQ/State Equal
Opportunity Office or the Division of Human Resources directly at 401-222-2160 or by e-mail
at doa.hreontactahr n gov.

All information obtained from this survey will be handled in a confidential manner and, to the
extent possible, will not be divulged to supervisors, co-workers, or anyone inside or outside the
agency. Please note however, if there is a claim of discrimination, sexual harassment, or criminal
behavior, efc., then we are reqmred to take action and mformation may need to be confidentially
drvulged, but will not compromise the depariing employee. The mformation will be used as a tool
for change and improvements and will not be made part of your personnel record and wall not be
used to ITE*:]JCI].'I.Ii to reference checks by future employers. We ask that you be as honest and fair as
possible. Thank you for your contribution to the mprovement of the State of Rhode Island.

MAME JOBTITLE
ADDRESS DEPT JAGENCY
DIVISION/UNIT
TELEPHOME DATE HIRED
E-MAIL DATE DEPARTED

(Please Check All That Apply - For Equal Opportunity Purposes Only)

Race/Ethnic Catezories

Whate American Indizn or Alaska Natrve Hispanic
Black Mative Hawaiian or Pacific Islander Two or More Eaces
Asian
Gender Catezones Ohiher Protected Classes
Female Disabled
Male Veteran
Age- 40 & over
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

1. What is your main reason for leaving?

2. What did you like best about your job?

3. What did you dislike about your job?

4. Did you find your employment worthwhile in terms of personal growth and achievement?

Yes Mo

Please explain:

5. Do you feel career opportunities were adequately afforded to you?

Yes Mo

Please explain:

6. Did you feel free to go to your supervisor about your job?

Yes Mo

Please explain:

7. Was your supervisor effective in handling problems or complaints?
Yes Mo

Please explain:

8. Did you receive fair treatment while employed?
Yes Mo

Please explain:

8. Do you feel you were discriminated against?
Yes Mo

Please explain:
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

10. Would you seek employment with the State of Rhode Island at a future date?
Yes Mo

Please explain:

11. Would you recommend employment with the 5tate of Rhode lsland to your friends and family?
Yes Mo

Flease explain:

12. Please complete the following statement: | don't know why the State of Rhode Island doesn't just

13. Please complete the following statement: | feel the State of Rhode Island would benefit from
changes, such as

14, Please complete the following statement: | feel my Department would benefit from changes, such
as..

Comments
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

Comments

Please e-mail this form to eoo.compliance@doa.ri.gov with subject line: Exit Interview For (YOUR
AGENCY NAME). This is a confidential e-mail and all correspondence will be treated with the upmost
care. If you are completing this form online, the form will be sent to our confidential e-mail upon

pressing submit.

Submission Instructions

You may also mail this form to:
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RIEDO-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION (Revised July 2019)
OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY/STATE EQUAL OPPORTUNITY OFFICE
AFFIRMATIVE ACTION FILE

* Please note that this is @ voluntary salf-identification card and the information you provide will not be used as a basis for employment decisions

TO BE COMPLETED BY APPLICANT

*

Applicant or I l

Employee

Address | | | I I | I | | |
Number Street City State Zip Code

NOTE: When selecting racial/ethnic category, you must select gnly one of the boxes numbered 1 through 7. ‘ Female [ ‘ | Male O |

| 1 - Black or African American (Not Hispanic or Latino) O | | 2 — Hispanic or Latino a0 | ‘ 3 — American Indian or Alaska Native (Mot Hispanic or Latine) [ ‘

| 4 — Asian (Not Hispanic or Latino) O | ‘ 5 —White (Mot Hispanic or Latino) O ‘ ‘ 6 — Native Hawaiian or Other Pacific Islander (Mot Hispanic or Latino) O ‘

| 7 — Two or More Races (Not Hispanic or Latino) O ‘ ‘ Disabled | Veteran [ Age: 40 & Qver O

FOR PERSOMNNEL USE ONLY

Department, Division

Appropriation Account Mo. Pay Grade Position No.

Incumbent™ (Use this selection for current employees who are requesting a change to their demographic designation)
Promotion Transfer, Hired List, No List Offered Not Offered Refused

Reason for Action

Interviewer/HR Staff Date
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RACIAL/ETHNIC CATEGORIES

1 — Black or African American (Not Hispanic or Latino) — A person having origins in any of the black racial groups of Africa.

2 — Hispanic or Latino — A person of Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or
origin, regardless of race.

3 — American Indian or Alaska Native [Not Hispanic or Latine) — A person having origins in any of the original peoples of
Morth America and South America (including Central America), and who maintains tribal affiliation or community
attachment.

4 — Asian (Not Hispanic or Latine) — A person having origins in any of the original peoples of the Far East, Southeast Asian, or
the Indian subcontinent including for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine
Islands, Thailand, and Vietnam.

5 — White (Not Hispanic or Latino) — A person having origins in any of the original peoples of Europe, North Africa, or the
Middle East.

6 — Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino) — A person having origins in any of the original
peoples of Hawaii, Guam, Samoa, or other Pacific Islands.

7 — Two or More Races [Not Hispanic or Latine) — A person who primarily identifies with two or more of the above race
categories.

DISABLED:

All persons with a physical or mental impairment that substantially limits one or more major life activities. Major life activities
include, but are not limited to, caring for oneself, performing manual tasks, seeing, hearing, eating, sleeping, walking,
standing, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating and working. A
major life activity also includes the operation of a major bodily function, including, but not limited to, functions of the immune
system, normal cell growth, digestive, bowel, bladder, neurological, brain, respiratory, circulatory, endocrine, and
reproductive functions. A history of such disability, or the belief on the part of others that a person has such a disability,
whether it is so or not, also is recognized as a disability by the regulation.
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Equal Opportunity

Advisory

Committee
Required RIGLS 28-5.1

Diversity Advisory
Council

B Diversity Liasions

Sub-committee Executive Order 13-05

Diversity Affinty
Group

Sub-committee

Descriptions

The Equal Opportunity Advisory Committee (EOAC) is a committee designed to review the
agency’s policies and procedures for equal opportunity, monitor the agency’s equal opportunity
goals, and advise the agency Director on ways to improve and enhance their equal opportunity
efforts.

The Diversity Liaisons, working in partnership with ODEO and his/her Human Resources hiring
managers and purchasing staff, will assist with developing, implementing and monitoring
diversity hiring goals and measuring and monitoring department Minority Business Enterprise
(MBE), Women-Owned Business Enterprises (WBE) and Disability Business Enterprises (DBE)
participation as related to department procurements and contracts.

The Diversity Advisory Council (DAC) is now a subcommittee of the EOAC. The DAC is a
committee designed to guide and support the department or agency leadership on developing
organizational changes and proactive strategies that will advance the goals of diversity and
inclusion in the workplace. The EOAC members can have the option to be members of the DAC.
DAC membership is open to all employees and it is encouraged to have members from all
Divisions and all roles as well as management levels.

Diversity Affinity Group (DAG) is a subcommittee of the Diversity Council and their main role is
to assist with recruitment by sharing job opportunities within their network and in a volunteer
basis assist in the hiring process as members on interview panels.
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EQUAL OPPORTUNITY ADVISORY COMMITTEE*

GUIDELINES

MISSON:
To provide two-way communication and suggestions on various aspects of the equal opportunity
program to the director in a department or agency in state government.

1. ESTABLISHING THE COMMITTEE:

A. All employees should be informed of opportunities to serve on the committee.
B. Agency head appoints the committee from a list of volunteers.
C. Volunteers should include staff from:

1. Each division of agency

2. Various job levels

3. Diverse group of employees; i.e. minorities, women, individuals with disabilities, and
veterans

2. STRUCTURE:

Terms of membership
Elections of officers
How many members
Alternates
Sub-committees
Meetings

Minutes

@TMMOOw>

3. FUNCTIONS (ROLE):

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

Assist the designee of the agency head with preparing the affirmative action plan
Monitor the progress of the action goals and programs, if necessary, make
recommendations to improve

F Review monthly progress reports

G. Issue a progress report to agency head quarterly

moow>

4. CHAIRPERSON (DUTIES):

A. Prepare agenda for meeting
B. Preside over committee meetings
C. Submit any committee recommendations to the agency head

5. SECRETARY (DUTIES)

A. Preside over meeting in absence of chairperson
B. Record minutes of the meeting
C. Prepare minutes for distribution.

122 |Page



6. AGENCY HEAD:
Should make a commitment that all recommendations will be reviewed and acknowledged

7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:

1. Newsletter

2 Pay envelopes

3. Employee handbooks

4 Copies of the affirmative action plan policy statement of key program elements

8. The state equal opportunity office may issue such guidelines, directives, or instructions as
necessary to carry out Rhode Island General Laws § 28-5.1.

For additional guidance and/or technical assistance, contact:

State Equal Opportunity Office

Office of Diversity, Equity and Opportunity One Capitol Hill
Department of Administration

One Capitol Hill

Providence, Rl 02908

TEL # (401) 222-3090

Rhode Island Relay: 711

Email: eoo.compliance@doa.ri.gov

* Each agency is required to have an Equal Opportunity Advisory Committee
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MISSON:

DIVERSITY ADVISORY COUNCIL*

GUIDELINES

To guide and support a state department or agency director on developing organizational
changes and strategies that will advance the goals of diversity and inclusion in the
workplace, as well as to assist in the implementation of approved strategies and changes.

1. ESTABLISHING THE COMMITTEE:

A

B.

All employees should be informed of opportunities to serve on the council.
Agency head appoints the council from a list of volunteers.

Diversity Liaison(s) will serve as ex-officio council member

Volunteers should include staff from:

1. Each division of agency

2. Various job levels

3. Diverse group of employees; i.e. senior leadership, minorities,
women, persons with disabilities, and veterans

2. STRUCTURE:

ETMUO®P

Terms of membership
Elections of officers
How many members
Alternates
Sub-committees
Meetings

Minutes

3. FUNCTIONS (ROLE):

mooOw>

Advise — not perform

Leverage diversity to improve employee and organizational performance
Link diversity strategy with the department’s/agency’s business strategy
Develop metrics to measure progress

Develop short- and long-term plans for advancing the goals of diversity
and inclusion
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4. CHAIRPERSON (DUTIES):

A. Prepare agenda for meeting
B. Preside over council meetings
C.  Submit any council recommendations to the department/agency director

5. SECRETARY (DUTIES)

A. Preside over meeting in absence of chairperson
B. Record minutes of the meeting
C. Prepare minutes for distribution

6. AGENCY HEAD:

Should make a commitment to support the work of the council and ensure
that all recommendations will be reviewed and acknowledged.

For additional guidance and/or technical assistance, contact:

Human Resources Outreach and Diversity Office
Office of Diversity, Equity & Opportunity
Department of Administration

One Capitol Hill

Providence, R1 02908-5865

TEL # (401) 222-5813

Rhode Island Relay: 711

Email: Anthony.Aquino@doa.ri.gov

* Agencies are not required to have a Diversity Advisory Council but are encouraged to do so.
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ENFORCEMENT AGENCIES

Department of Administration

Division of Human Resources
One Capitol Hill

Providence, Rl 02908

TEL # (401) 574-8381
HRInvestigations@hr.ri.gov

Department of Administration

Office of Diversity, Equity and Opportunity
State Equal Opportunity Office

One Capitol Hill

Providence, RI1 02908

TEL # (401) 222-3090

FAX # (401) 222-2490
Eoo.compliance@doa.ri.gov

RI Commission for Human Rights

180 Westminster St. Ste. 3
Providence, Rl 02903-
1918 TEL # (401) 222-
2661/ Voice TDD # (401)
222-2664

FAX # (401) 222-2616

U.S. Equal Employment Opportunity Commission

1801 L Street NW

Washington, D.C.

20507 TEL # (202)

663-4900/ VVoice TDD #

(800) 800-3302

TDD # (202) 663-4494 (for all Area Codes)

Department of Justice

Office of the Americans with

Disabilities Act Civil Rights Division

P.O. Box 66118

Washington, D.C.

20035-6118 TEL # (202)

514-0301/ Voice TDD #

(202) 514-0381

# (202) 514-6193 (Electronic Bulletin Board)
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