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Agency Narrative

The Rhode Island Department of Revenue is a cabinet-level state government agency in Rhode Island
which is responsible for ensuring the proper functioning of state government through the collection
and distribution of state revenue, operation of the state lottery, oversight of municipal finance, and
administration of state laws governing driver licensing, motor vehicle sales and motor vehicle
registration. The State of Rhode Island Department of Revenue (“DOR”) employs over 600 employees
across several key divisions including the Division of Municipal Finance, Division of Motor Vehicles,
Office of Revenue Analysis, Central Collections Unit, Lottery, Division of Taxation, and Revenue
Director's Office.

The mission of the Department of Revenue is to administer its programs and consistently execute the
laws and regulations with integrity and accountability, thereby instilling public confidence in the work
performed by the Department. As Department of Revenue employees, we adhere to the highest level
of ethical conduct, respect the public trust, and are open, accountable, and responsive to the needs of
those we serve. We avoid the appearance of impropriety and do not use our position for personal gain
or advantage.
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Plan Administration

POLICY ON SEXUAL HARASSMENT

The Department of Revenue promotes a workplace that is free of sexual harassment. Sexual harassment
of employees occurring in the workplace or in other settings related to their employment is unlawful and
will not be tolerated. Any retaliation against an individual who has complained about sexual harassment
or retaliation against individuals for cooperating with an investigation of a sexual harassment complaint is
similarly unlawful and will not.be tolerated. To achieve a workplace free from sexual harassment, there
are procedures by which inappropriate conduct will be dealt.

The State of Rhode Island takes allegations of sexual harassment seriously 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 corrective action as is
necessary, up to and including disciplinary action where appropriate.

LEGAL REFERENCES
This policy is administered in accordance with the following:
Federal Law: Title VII of the Civil Rights Act of 1964, as amended.

Department of Administration - Enterprise Policy
Rhode Island General Laws: Title 28, Chapters 5, 5.1, 6 and 51.
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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. Employees are also required to familiarize themselves
with agency-specific sexual harassment policies.

2. Introduction

The State of Rhode Island promotes a workplace that is free of sexuval harassment. Sexual
harassment of employees occurring inthe workplace or in other settings related to their employment
is unlawful and will not be tolerated. Any retaliation against an individual who has complained
about sexual harassment or retaliation against individuals for cooperating with an investigation ofa
sexual harassment complaint is similarly unlawful and willnot.betolerated. To achieve aworkplace
free from sexual harassment, there are procedures by which inappropriate conduct will be dealt.

The State of Rhode Island takes allegations of sexual harassment seriously, 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
corrective action asis necessary, upto 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 definition of sexual harassment.

3. Definition of Sexual Harassment

In Rhode Island, "sexual harassment" means any unwelcome sexual advances or requests for sexual
favors or any other verbal or physical conduct of a sexual nature when:

(1) Submission to that conduct or those advances or requests is 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 is used as the
basis for employment decisions affecting the individual; or



(3) The conduct or advances or requests have the purpose or effect of unreasonably interfering with an
individual's work performance or creating an intimidating, hostile, or offensive working environment.
(R.1 Gen. Laws Section 28-51-1 and Title VII, Civil Rights Act of 1964).

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, salary increases, job
opportunities 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 is intended or not, that is unwelcome and 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

sexual harassment depending upon the totality of the circumstances, including the frequency and/or
severity of the conduct and its pervasiveness:

* unwelcome sexual advances, whether they involve physical touching ornot;

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

» displaying sexually suggestive objects, pictures, cartoons;

* unwelcome leering, whistling, brushing against the body, sexual gestures,
suggestive orinsulting comments;

*+  inquiries into one's sexual experiences; and

+ discussion of one's sexual activities or those of another person.

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

All employees should take special note that, as stated above, retaliation against an individual who
has complained about sexual harassment. or retaliation against individuals for cooperating with an
investigation 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 adverse employment
actions against 1) a person in response to a complaint that employee 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

ﬁ Department of Administration - Enterprise Policy



4. Supervisor's Responsibilities

Supervisors who observe, withess, 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 to
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 (ODEQ) in the
Department of Administration or a member of staff within the ODEQ/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 discritnination, 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

Page3of 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 Island Commission for Human Rights (RICHR) or Equal Employment
Opportunity Commission (EEOC) for investigation and/or resolution of the complaint).

8. State and Federal Remedies

Tn addition to the above, if an employee of the State of Rhode Island believes he or she has been
subjected to sexual harassment, he or she may file a formal complaint 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 employee from filing acomplaint with
these agencies.

The United States Equal Employment Opportunity Commission (EEOC)
WWW.eeoc.gov

John F. Kennedy Federal Building

475 Government Center, Boston, MA 02203

Phone: 1-800-669-4000

TTY: 1-800-669-6820

The Rhode Island Commission for Human Rights (RICHR)
www.richr.ri.us

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
disciplinary action where appropriate. '

9. Disciplinary Action

Ifitis determined that an employee has engaged in inappropriate conduct, the state agency will take
action as is appropriate under the circumstances. Such action may range from counseling and
training to disciplinary actions, including termination from employment.

10.Legal References

This policy is administered in accordance with the following:

Federal Law:

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

\ 4N COKL , Acting Director Date: )/ 5/0) 3

J an'é’)\Cole, Department of Revenue
b
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Rhode Island General Laws:

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

11. Signatures

A b Bl oy L\\a\}‘z

Division Director Date
M % / Z. /3 /15
Director of Administration Date
\GWWL C‘)(&' , Acting Director

J a\ﬁe}: Cole, Department of Revenue
\J

—
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Date: 3/3 /95
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DEPARTMENT OF REVENUE STATEMENT OF POLICY ON EQUAL
OPPORTUNITY AND AFFIRMATIVE ACTION

It is the policy of this 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 of Revenue supports affirmative action and equal opportunity. The Department of
Revenue 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 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 equipment.

The Americans with Disabilities Act/504 Coordinator for the Department is Thomas Mannock,
Division of Human Resources.

The Department is committed to identifying and eliminating past and present effects of discrimination
in employment. 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 Americans with Disabilities Act/504 Coordinator is responsible for ensuring that the program is
coordinated within the Department of Revenue.

As the Director of the Department of Revenue, I assume the responsibility for ensuring that this equal
opportunity policy will be carried out within the Department.

12
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APPOINTMENT OF EQUAL OPPORTUNITY ADVISORY COMMITTEE

The primary purpose of the Equal Opportunity Advisory Committee (“EOAC”) shall be to advise the
Director of Revenue regarding the execution, administration, and promotion of the Department’s
Affirmative Action Plan. Duties and responsibilities of the EOAC shall include:

e Assistance with the completion of the Department’s annual Affirmative Action Plan.

e Twice annual review and discussion of the applicant flow of all job categories.

e Production of reports for the Director on the status of various protected classes within the
Department and when problems associated with the Plan are first noticed.

e Annual review and discussion of performance results under the Department’s Affirmative
Action Plan; and

e Submission of recommendations to the Director to facilitate the ongoing development and
administration of a viable and successful long-term Plan.

The Department of Revenue’s EOAC shall be comprised of five (5) members appointed by the
Director of Revenue, as follows:

The Department’s Diversity Liaison, who shall serve as the Committee Chairperson.
One (1) representative of the Division of Taxation.

One (1) representative of the Director’s Office.

One (1) representative of the Lottery; and

One (1) representative of the Division of Motor Vehicles.

Members shall serve continuously until such time that the Director appoints his/her successor.

The members of the EOAC shall convene no later than January 31 each year to set the regular meeting
schedule of the Committee for the calendar year. Meetings of the EOAC shall occur no less frequently
than quarterly.

At its first meeting of each calendar year, the Committee shall designate one (1) member as the
Committee Secretary. The Committee Chairperson shall not serve as the Secretary. The Secretary
shall record minutes of each meeting and prepare them for distribution and shall also preside over
Committee meetings in the absence of the Chairperson. Meeting minutes shall be submitted to the
Director of Revenue within sixty (60) days after each meeting.

The following employees are hereby appointed to the Department’s Equal Opportunity Advisory
Committee, effective immediately:

» Karen Vincent, Programming Service Officer, Director's Office-Diversity Liaison
(White, Female)

» Bethany Whitmarsh, Assistant Tax Administrator, Taxation (White, Female)

o Jane Cole, Chief Financial Officer, Director’s Office (White, Female)

*  Michael Vieira, Casino Inspector & Standards Compliance Manager, Lottery (White,
Male)

13



+ Clare Sedlock, Deputy Administrator, Motor Vehicles (White, Female)

RESPONSIBILITIES OF DEPARTMENT REPRESENTATIVES TO
PROMOTE EQUAL OPPORTUNITY

The Department’s Diversity Liaison shall have the following duties and responsibilities:

o Serving as the Chairperson of the Department’s EOAC;

e With guidance and support from the Office of Diversity, Equity and Opportunity, assisting the
Department with meeting its equal opportunity hiring and MBE utilization goals by reviewing
current civilian workforce data and assisting with determining realistic and achievable short-
term and long-term Department goals.

e Supporting all personnel and contracting related activities of the Department, including direct
support of Division Heads, hiring managers, and supervisors, with an eye toward the
achievement of the Department’s diversity, EEO and MBE goals; and

e Advising the Director of Revenue and the Office of Diversity, Equity and Opportunity
regarding the progress made by the Department toward the achievement of its diversity, EEO
and MBE goals and activities.

All designees and representatives of the Department, including but not limited to Division Heads,
hiring managers, supervisors, ADA/504 Coordinators, Title VI Nondiscrimination Coordinators,
Human Resources Liaisons and other human resources representatives, buyers and purchasing agents,
shall work cooperatively and collaboratively with the Department’s Diversity Liaison and shall
support him/her in the execution and administration of the duties and responsibilities enumerated
above.

Division heads shall be responsible for the dissemination of information regarding changes in equal
opportunity and affirmative action policies to their respective employees, including, but not limited
to, information and policies regarding changes in recruitment, training, hiring, promotion, and
disciplinary policies. Division heads shall also be responsible for identifying hiring managers within
their respective divisions to the EOAC for the purposes of communications related to annual AAP
updates.

Hiring managers shall be responsible for attending at least one implicit bias training session every
three years, and for attending AAP update meetings as may be requested by senior staff. ‘

Division heads, hiring managers, the Department’s human resources liaison, and supervisors are all
responsible for reaffirming the Department’s values of tolerance, inclusion, and diversity in the
workplace. They shall also support the Director’s office in the compilation of annual statistics
presented in the AAP as requested.

MEETING MINUTES

Below is a list of the most recent meetings held by the EOAC. Note that disruptions due to COVID-
19 have led to numerous cancelations during the preceding calendar year, with meetings scheduled to
resume in the coming months:

14



DOR Equal Opportunity Advisory Committee
Meeting Minutes
9/1/2022
Opening
The regular meeting of the DOR Equal Opportunity Advisory Committee and Senior Staff was
called to order at 10:00 AM on 9/1/2022 via Team with members of the Department of
Revenue by Jane Cole. '

Present

Members of DOR, Jane Cole (Acting Director, CFO), Walter Craddock (Administrator DMV),
Mark Furcolo (Director of Lotter), Stephen Coleman (Chief of DMF), Neena Savage (Tax
Administrator), Ed Murray (Chief of CCU) and Bradford Booth (Chief of Legal) were present.

Approval of Agenda

e Committee to review changes to the upcoming year’s Affirmative Action Plan template as
provided by the Office of Diversity Equity and Opportunity (ODEO) to the Department of
Revenue (DOR).

¢ Committee to discuss the impact of changes on Division hiring policies and procedures.

e Committee to review a draft presentation to DOR senior staff regarding the hiring statistics
summarizing year to hiring outcomes as provided by the Office of Diversity Equity and
Opportunity (ODEO.)

The agenda was unanimously approved as distributed.

Notes

The committee reviewed and discussed changes as presented by the Office of Diversity Equity and
Opportunity (ODEO) to the State of Rhode Island’s Affirmative Action Plan template. Committee
members will return to their respective divisions to review relevant HR process changes with senior
staff at the division level.

The committee reviewed a draft presentation to senior staff members of DOR on year over year
progress in hiring outcomes and made suggested edits to the draft presentation format and content.

Agenda for Next Meeting

Items to be discussed at the next meeting include the findings of year to date hiring statistics
provided by the Office of Diversity Equity and Opportunity (ODEO) and a discussion of potential
recruitment strategies for the Department that encourage a greater diversity of applicants to apply for
open positions.

Adjournment
Meeting was adjourned at 11:00 am by Jane Cole. The next general meeting will be at 10:00
PM on 12/1/2022.

DOR Equal Opportunity Advisory Committee
Meeting Minutes
12/5/2019

15



Opening
The regular meeting of the DOR Equal Opportunity Advisory Committee was called to order
at 10:00 am on 12/1/2019 via Teams by Jane Cole

Present

Members of DOR, Jane Cole (Acting Director, CFO), Walter Craddock (Administrator DMV),
Mark Furcolo (Director of Lotter), Stephen Coleman (Chief of DMF), Neena Savage (Tax
Administrator), Ed Murray (Chief of CCU) and Bradford Booth (Chief of Legal) were present.

Approval of Agenda

o Committee to review the final version of this year’s Affirmative Action Plan, including
finalized statistical data and charts appended as attachments.

o Committee to discuss the new requirement for hiring managers within DOR to attend
implicit bias training once every 3 years and coordinate a plan for dissemination of
information to staff regarding these new requirements.

o Committee to review a draft presentation to DOR senior staff regarding the hiring statistics
summarizing year to hiring outcomes as provided by the Office of Diversity Equity and
Opportunity (ODEO.)

e Discussion of potential recruitment strategies for the Department that encourage a greater
diversity of applicants to apply for open positions.

The agenda was unanimously approved as distributed.

Notes

The Committee reviewed and discussed tables and statistical findings presented in the State of
Rhode Island’s Affirmative Action Plan. The Committee agreed to extend an invitation to a
representative from the Division of Human Resources to the next EOAC meeting to discuss means
of improving hiring data accuracy and monitoring as reflected in the AAP.

The Committee also discussed the new AAP requirement imposed on DOR hiring managers to
attend implicit bias training once every three years. Committee members will return to their
respective divisions to inform division senior staff of this new requirement and associated EOAC
planning. The Diversity Liaison will coordinate with the Division of Human Resources to ensure an
appropriate online training is available through the State’s learning management system, develop a
plan for tracking training progression, and draft a communication to hiring managers. Issuance of
this communication will be coordinated via email with EOAC members and completed ahead of the
next committee meeting.

The Committee concluded the meeting by discussing potential recruitment strategies for the
Department that encourage a greater diversity of applicants to DOR positions, including but not
limited to the development of an outreach contact list to be maintained by the DOR Chief of
Information and Public Relations for the dissemination of information about employment
opportunities, and connecting with other state offices and Divisions to receive information on
available resources for distribution to prospective candidates.

Agenda for Next Meeting

Items to be discussed at the next meeting include a discussion with HR regarding potential strategies
for the improvement of the accuracy of hiring data, and review of the draft recruitment outreach
strategy.

16



Adjournment
Meeting was adjourned at 11:00 am by Jane Cole. The next general meeting will be at 10:00am
on 2/2/2023

DISSEMINATION OF PLAN AND POLICY

The Department’s Affirmative Action Plan shall be submitted to the State Equal Opportunity Office
for review and approval. Upon its approval the Plan shall be disseminated as follows:

e Posted on the Department of Revenue website.

o Distributed by email to all Division Heads within the Department and to all members of the

- EOAC; and

e A hard copy maintained within the Director’s Office and made available for inspection upon
request. ’

In addition, the following policies shall be posted on bulletin boards throughout the Department as
well as on bulletin boards maintained by the Division of Human Resources:

POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department of Revenue 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.

Please reference the appendix (page 99 of this document) for a full description of the discrimination
complaint procedure as well as a copy of the Division of Human Resource’s Complaint Request
form.

You may also contact the Division of Human Resources at 401-574-8381, Email:
HRInvestigations@hr.ri.gov, and access the Complaint Form at www.hr.ri.gov.

' 4 2 s =
Y AAS S (m& , Acting Director Date: J/ 5/’ > A
Jane Cole, Department of Revenue

POLICY ON SERVICE DELIVERY

The Department 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 Title 28, Chapter 5.1 of the Rhode Island General Laws, all Divisions of the Department of
Revenue 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.
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If any person feels that he/she has been discriminated against, he/she may contact the Office of
Personnel Administration/State Equal Opportunity Office, One Capitol Hill, Providence, Rhode
Island 02908-5865. The telephone number is (401) 222-3090.

\ > 4 2 [ =
DML (g‘{\ , Acting Director Date: 5] 3 / = %
J an@ Cole, Department of Revenue

POLICY ON CONTRACTS

In accordance with Rhode Island General Laws Title 28, Chapter 5.1, the Department of Revenue
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 Laws Title 28, Chapter 5.1, Title VII of the Civil Rights Act of 1964, the Rehabilitation
Act of 1973, and Executive Orders 11246 and 11375. Every effort will be made to solicit bids from
Minority Business Enterprises and Women’s Business Enterprises. This policy shall be posted in
conspicuous areas throughout the Department.

Yam (ot , Acting Director Date: -~ / 3 / o 4

Jane Fole, Department of Revenue

POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES AND
VETERANS

The Department of Revenue is fully committed to meeting the specialized affirmative action
requirements to employ and advance individuals with disabilities and veterans in accordance with the
Americans with Disabilities Act of 1990, RI General Laws Title 28, Chapter 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 Revenue to provide equal opportunity for every
employee. The Department encourages qualified individuals with disabilities, disabled veterans and
qualified 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, and covered veterans, in such a way as to
“ensure understanding and acceptance.

The Department will contact recruiting sources such 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.
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Thomas Mannock of the Division of Human Resources is designated as the 504 Coordinator for the
Department of Revenue. This entails coordination of 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.

; . [ ]
L_‘,(w\.»’é C,’(,\ , Acting Director Date: < /3/0 <
J aﬂejCole, Department of Revenue ‘

AMERICANS WITH DISABILITIES/504 COMPLAINT PROCEDURE

The Department of Revenue has adopted an internal procedure providing for prompt and equitable
resolution of complaints alleging any action prohibited by the Americans with Disabilities Act of
1990.

Complaints should be addressed to Thomas Mannock of the Division of Human Resources, who has
been designated to coordinate ADA/504 Compliance efforts on behalf of the Department.

A complaint may be made verbally but should be filed in writing whenever possible. The
complaint should contain the name and address of the person filing the complaint and a brief
description of the alleged violation(s) of the Americans with Disabilities Act or its attendant

regulations.

A complaint should be filed within three (3) business days after the complainant becomes aware of
the alleged violation.

An investigation, as may be appropriate, will follow the filing of a complaint. The investigation will
be conducted by Thomas Mannock. These rules contemplate informal but thorough investigations
affording all interested persons and their representatives, if any, an opportunity to submit evidence
relevant to a complaint.

A written determination as to the validity of the complaint and a description of the resolution, if any,
will be issued by Thomas Mannock and a copy forwarded to the complainant within thirty (30)
calendar days of receipt of the complaint.

The ADA/504 Coordinator will maintain the files and records relating to the complaints filed in

accordance with the Division of Human Resources’ records retention policy.

b T P, '—‘ / f—
&5\/"\2 (oL , Acting Director Date: O / S / )
J an’e)Cole, Department of Revenue
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COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELIGION OR NATIONAL ORIGIN

The Department 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.

)\ 4 ' - I
\'_T-p,\/V\Sz (j(& , Acting Director Date: ) / 3 / = 3
J aﬁe} Cole, Department of Revenue

COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

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

1. Candidates from both sexes will be recruited for all jobs.

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

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

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

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

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

7. 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 parental, family and medical
leave provisions.

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

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

11. Women will have equal opportunity to participate in training programs sponsored by the
Department. To the extent that they are underrepresented, special efforts will be made to
include women in any management training programs that are offered.

12. 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 in support of the federal guidelines on sexual
harassment.

L\ > J =2 -
vlew\’{, Cf(\\ , Acting Director Date: )/ 3/ 2 _5
J éﬁe Cole, Acting Department of Revenue

RETALIATION OR COERCION STATEMENT

An employee or agent of the Department of Revenue 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.

\{Tw\Q G*{"» , Acting Director Date: / B / 23
J aef:) Cole, Department of Revenue

Charts:

Due to COVID- 19 pandemic the numbers in attached charts are from the 2019-
2020 Affirmative Action Plan as the new numbers are not available, except for
the JOB GROUP ANALYSIS SUMMARY.
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Program Statistics

APPLICATION DATA

LvJ
AGENCY: DEPARTMENT OF REVENUE DATE: = 71/19-6/30/20 |
Applicants
o i EEO Job : Non- i . .| White . Transfer Pay
Classification Tille Position Number Union " List |No List emale | Di i i inali
Calegory Union i Male Minority | F: Disabled | Veterans [ Hire |Promotion Within Terminalions Grade
ADJUDICATION SERVICE 3R
REPRESENTATIVE RS 000 ) F i 19 6 100 0 5
ADJUDICATION SERVICE 3R
REPRESENTATIVE AOR-10700 84 F ! 2 6 112 0 3
ASSISTANT ADMINISTRATIVE TR
OFFICER LAl lad | g ! 2 60 141 3 5
ASSISTANT FIELD GE
REPRESENTATIVE 25050010072 E ! 7 7 10 3 3
317A
AUTOMOTIVE AND EMISSION
2556-10800.6 1
CONTROL INSPECTOR . . 4 ! . 4
317A
AUTOMOTIVE AND EMISSION
2556-10800.9 1
CONTROL INSPECTOR c - " ! i ;
AUTOMOTIVE SERVICE 3R
SPECIALIST 391000085 G ! 21 10 7 0 1
BUSINESS ANALYST 2553100000022 | E 1 % S 2 1 3 2R
CASING COMPLIANCE GEY
REPRESENTATIVE S c G 4 2 50 1 6
CASINO COMPLIANGE Y
REPRESENTATIVE 25859010112 c : 4 3 a 3 5
CASINO COMPLIANCE Y
REPRESENTATIVE ——— c : “ 2% 3 1 9
CASINO COMPLIANCE TR
REPRESENTATIVE 263001028 c ! 51 24 W 1 1 1
CASINO COMPLIANCE ]
REPRESENTATIVE e c ! 55 27 35 2 5
CASINO COMPLIANGE 750590102, ; w5
REPRESENTATIVE 250590101-15 c 62 3 59 1 10
CHIEF OF MOTOR VEHIGLE TR
SUPPORT SERVICES e A ! 24 19 a1 0 6
CHIEF OF TAXPROCESSING TR
SERVICES S0 | 4 k 3 8 1 0 o
CHIEF OF TAXPROCESSING - TR
SERVICES 255A-A0000-00135 A i 3 6 14 1 1
CHIEF PROGRAM TR
DEVELOPMENT 256100002040 A ! 10 8 10 0 0
CHIEF PROGRAM TR
DEVELOPMENT e —— A ! 2 9 19 1 3
CHIEF REVENUE AGENT | 2554-10000.0013 A 1 1 8 i 0 0 TR
CLERK 2511000000317 | F 1 5 T8 353 T 7 EX
DATA ANALYSTI 2550-1000000049 | E 1 1 3 31 2 2 D
DATA ANALYSTI 2550-1000041 E 1 10 1 1 3 5 TR
DATA ENTRY OPERATOR- ‘ e
-10000-; 1
TAXATION (SEASONAL) | 01110000295 F 28 o 114 5 5
FIELD REPRESENTATIVE __ [259590100-11 C 1 7 5% 78 5 1 Gy
FIELD REPRESENTATIVE __[259500100.59 C 1 77 % & 2 3 G2
IMPLEMENTATION ADE __|2556-10000-2066 £ 1 % 7 T 2 7 R
INTERDEPARTMENTAL TR
PROJECT MANAGER 0000000 | ¢ ! 2 19 5 6 10
EGAL COUNSEL 2550-10000-00051 E 1 10 2 7 0 TR
VIOTOR VEHIGLE APPEALS R
OFFICER 2555100002050 E d 5 59 78 3 13
VOTOR VEHIGLE APPEALS R
OFFICER i E ! 51 47 6 1 11
VIOTOR VEHICLE OPERATOR 3R
1
EXAMINER 2050100002048 c % 41 sal 1 3
: 831A
PRINCIPAL REVENUE AGENT [2554-1000-00055 : 1 " " y I .
PROGRAMMING SERVICES TR
OFFICER SA00E | ¢ ; 2 3 49 3 o
PROGRAMMING SERVICES A
OFFICER i I B = ! 2 2 5 2 4
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PROPERTY CONTROL AND
SUPPLY OFFICER 2556-10000.01831 F ! 7 3 5 0 0
PROPERTY CONTROL AND
SUPPLY OFFICER 2556-10000-1931 F ! 55 30 49 1 4
REVENUE AGENT | 2551-10000-00284 E 1 2 2 5| [i 0
REVENUE AGENT | 2552-10000-00275 E 1 8, 22 28] 4 2
REVENUE AGENT | 2554-10000-00139 E 1 9 11 15| 1 3
REVENUE OFFICER | 2552-10000-00216 E 1 8 21 20 0 1

2552-10000-00225,
REVENUE OFFICER | 20235, 00290 £ 1 o 9 u o 1
REVENUE OFFICER | 2552-10000-00236 E 1 1 14 12| 0 i
REVENUE OFFICER | 2552-10000-00239 E 1 6| 19 27 0 0
REVENUE OFFICER | 2552-10000-00241 £ 1 8| 38 39 0 0
REVENUE OFFICER | 2552-10000-00264 E 4 6 18 15 2 2
REVENUE OFFICER | 2552-10000-00286 3 1 3] 18 11 0 [}
REVENUE OFFICER | 2552-10000-00287 E 1 3 7] 10 1 2
REVENUE OFFICER | 2552-10000-00288 E 1 2 7 11 0 0

2552-10000-00291,
REVENUE OFFICER | 00144 £ 1 o " " 2 4

2552-10000-239, 289,
REVENUE OFFICER | 260, 225 £ 1 o % 28 o 4
SEASONAL TECHNICAL
SUPPORT INTERN 2556-10000-2052 F ! 1 7 6 0 1
SENIOR AUTOMOTIVE AND
EMISSION CONTROL INS 2556-10500-20 C ! 15 8 6 0 3
SENIOR LEGAL COUNSEL  |2550-10000-00052 E 1 12| 1 2 0 0
SUPERVISING REVENUE
OFFICER 2552-10000-00204 E ! 11 15| 12 0 1
SUPERVISOR FINANCIAL
MANAGEMENT AND 2530-10200-00024 1
REPORTING A 12 i1 16 0 0
SUPERVISOR FINANCIAL
MANAGEMENT AND 2530-10200-00032 1
REPORTING A 25 23 44 3 7
SUPERVISOR OF BRANCH
OFFICE SERVICES (MOTOR  |2556-10000-2053 1
VEHICLES) F 22 32 54 1 3
SUPERVISOR OF BRANCH
OFFICE SERVICES (MOTOR  |2566-10000-398 1
VEHICLES) E 15 28 42 0 1
TAXAIDE | 2553-10000-00206 3 1 13 29 51 1 2
TAXAIDE | 2553-10000-00206 F 1 15 64 106! 2 1
TAXAIDE ( 2554-10000-00132 F 1 16 40 73 1 3
TAXPAYER SERVICE
SPECIALIST #554-10000-00138 E ! 13 21 30 2 3

Totals 36 27 0 0 1415 1814 2809 | 85 201 0 0
EEO Category Race/Ethnic Code : Gender Code

A - Officials/Managers/Administrators E - Paraprofession: 1 - :Black or African American {Not Hispanic or Latino) F - Female
B - Professionals F - Administrative & 2 - ‘Hispanic or Latino M- Male
C - Technicians G - Skilled Craft 3 - :American Indian or Alaska Native (Not Hispanic or Latino)
CF - Faculty H - Service Mainten 4 - Asian {Not Hispanic or Latino} Disabled Code
D - Protective Services 5 - ‘White (Not Hispanic or Latino) D - Disabled

6 - ‘Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino)
7 - ‘Two or More Races (Not Hispanic or Latino)

Veteran Code
V - Veteran

23



APPLICANT FLOW DATA

AGENCY: DEPARTMENT OF REVENUE DATE: 7/1/19-6/30/20
MALE FEMALE
o |23 S Sozlw |22 S 8o
JEBE|E |22 | 5| 2 EEEs2 |82 |8 [E2 | o | 2 |g5E|ls2| 8 | ¢
28 % |og|85g B | 2 [BE|ZE ||k, |cgE5g| B | 2 BEzE| 8 | §
Fe |85 |55 Es2| 2 | £ [FEY|Cn||85 |55 Bsz| 2 | & [FEE|Ce|f |G
3% A £°2 3z g2 coa|FE
APPLICANTS
OFFICIALS/ADMINISTRATORS] 285 14 9 0 4 101 0 8 18 22 2 7 92 0 8 5 17
PROFESSIONALS 1259 93 61 2 26 358 0 26 94 143 6 41 374 0 35 33 72
TECHNICIANS 1199 56 66 4 12 541 0 17 50 91 2 17 309 0 34 17 64
PARA-PROFESSIONALS 568 23 26 0 4 127 0 4 29 73 2 16 236 0 28 8 12
ADMINISTRATIVE SUPPORT | 1479 72 54 7 12 267 0 7 134 | 215 7 26 581 0 97 22 35
SKILLED CRAFT 33 1 1 0 0 21 0 3 1 3 0 1 2 0 0 0 1
TOTAL 4823 | 259 | 217 13 58 | 1415 0 65 326 | 547 19 108 | 1594 0 202 85 201
HIRES
OFFICIALS/ADMINISTRATORS| 1 1
PROFESSIONALS 12 3 2 3 4 1
TECHNICIANS 8 1 5 2 1
PARA-PROFESSIONALS 3 1 2
ADMINISTRATIVE SUPPORT 6 2 4
SKILLED CRAFT 0
SERVICE MAINTENANCE 0
TOTAL 30 1 0 0 0 12 0 0 2 5 0 0 10 0 0 1 1
PROMOTIONS
OFFICIALS/ADMINISTRATORS] 6 4 1 1
PROFESSIONALS 23 1 2 9 1 1 1 8
TECHNICIANS 3 1
PARA-PROFESSIONALS 2 1 1
ADMINISTRATIVE SUPPORT 9 1 1 2 1 4
SKILLED CRAFT 1 1
SERVICE MAINTENANCE 0
TOTAL 44 2 2 0 3 18 0 0 2 3 0 1 13 0 0 0 0
TERMINATIONS
OFFICIALS/ADMINISTRATORS| O
PROFESSIONALS 3 3 1
TECHNICIANS 1 1
PARA-PROFESSIONALS 2 2
ADMINISTRATIVE SUPPORT 2 2
SKILLED CRAFT 0
SERVICE MAINTENANCE 0
TOTAL 8 0 0 0 0 6 0 0 0 0 0 0 0 2 0 1 0

* Not Hispanic or Latino

** Include disabled in appropriate job categories.
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AFFIRMATIVE ACTION STATISTICAL SUMMARY

CURRENT
BLACK OR ANERICAN NATVE
EEO-4 TOTAL WHITE . . AFRICAN HISPANIC OR ASIAN INDIAN/ HAWATIAN TWO OR MORE!
Job Categories ENMPLOYEES MALE MNORITY FEMALE DSABLED VETERANS ANERICAN LATINO {NALY) ALASKAN OTHER PACIFIC | RACES (Nri*)
(NLY) NATVE {NHL*) | ISLANDER (NHL*)
Officials/
Managers 57 30 6 27 0 2 0 5 0 1 0 0
Administrators
Professionals 258 98 54 137 [¢] 4 12 30 2 9 0 1
Technicians 48 35 6 8 0 4 4 0 1 0 0 1
Para- 35 14 8 17 0 0 1 8 0 1 0 0
Professionals
Administrative | ¢4 24 45 129 0 1 20 12 2 8 0 3
Support
Skilled Craft 3 3 0 0 0 0 0 0 0 0 0 0
Senvce 2 1 1 0 0 0 0 1 0 0 0 o
Maintenance
Total 564 205 120 318 0 11 37 54 5 19 0 5
Employees
LAST YEAR’S WORKFORCE
BLACK OF AMERICAN KATIVE
EEO4 T0TAL WHITE iy - . AFRAECAN MISPANIC OR ASHAN NN HAWAIAR TVWO CR MORE
Job Categorles  EMPLOTEES MALE MNCRITY FEMALE CisiELED VETERANS AMERICAR LATING ) ALASEAN OTHER PACFIC  RACES (o
felo &) NATIVE (L") ISLANGER (oL}
Officials/
Managers 57 30 5 27 0 0 ] 4 1 o] 0 0
Administrators
Professionals 260 101 56 136 2 4 12 32 10 2 0 0
Faculty 0 o 0 0 0 0 0 0 0 (¢] 0 0
Technicians 44 33 5 7 0 1 4 0 0 1 0 0
Protective
Services 0 (o] 0 0 0 ¢ 0 0 0 0 0 0
Para- 38 19 5 16 0 2 1 4 0 0 0 0
Professionals
Administrative
Support 159 23 43 129 3 1 21 12 6 2 0 0
Skilled Craft 3 3 0 0 0 0 0 0 0 0 0 0
Service 2 1 1 0 0 0 0 1 0 0 0 0
Maintenance
Total :
Employees 563 210 115 315 5 8 38 53 17 5 0 0
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DIFFERENCE +/-

BLACK OR AMERICAN NATVE
TOTAL WHITE AFRICAN | HISPANICOR |  INDIAN OR ASIAN HAWAIAN OR | TWO OR MORE
EMPLOYEES MALE MINORITY FEMALE DISABLED | VETERANS | \iericaN LATINO ALASKA (NHL¥) OTHERPACFIC | RACES (NHL*)
(NHL*) NATIVE (NHL*) ISLANDER (NHL*)
0 0 1 0 0 2 0 1 -1 1 0 0
-2 -3 2 1 -2 0 0 -2 -8 7 0 1
4 2 1 1 0 3 0 0 1 -1 0 1
-3 -5 3 1 0 -2 0 2 0 1 0 0
2 1 2 0 -3 0 -1 0 -4 6 0 3
0 0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
1 5 5 3 5 3 =1 1 -12 14 0 5
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JOB GROUP ANALYSIS SUMMARY

Gender Female Black Hispanic/Latino Native Hawailan or p White Total
Agency M EEO Job Category Filled Filled  Filled | . Filled Filled | Filled . Filled'
‘Positions | Positions Posi % Posi % Posi Posi Posi
i % | % ; i % i % %

Revenue Administrative Support 2 1.44% 3 1216% ¢ 17 12 B.63% [¢] 0.00% ‘ 6 | 4.32% 63 49.64% 109
Cfficials/Administrators [ C.00%% 2 238% © 8 9.5235 1 1.15% O | 000% . 24 2857% 35
Paraprofessionals [0} 0.00% 1 1 2.08% 1 3 . 8.25% o 0.00% ¢ 0.00% 20 41.67% 25
Professionals 2 1.08% 5 2.72% 7 18 | 9.78% ¢] 0.00% 1 . 0.54% 67 36.41% 100
Protective Servicas 0 0 [s] ) 0 0 0 0
‘Earvice Maintenance 0 0.00% ¢ 0.00% 4] 0.00% 0 0.00% o 0.00% 0 0.00% 0 000% | O
Skilled Craft 4] 0.00% [+ : 0.00%% o] 0 0.005 ¢ | 0.00% [+ 0.00% 0 0.005¢ 0
Technicians 0 0.00% [ 0.00% 2 2 4.08% 0 . 0.00% 0 | 0.00% 7 14.29% 11
UNDEFINED 0 [« [+ 4] [ 0 0 ‘ 0
Total 4 0.79% 11 i 2,16% 27 E5.3095 43 8.45% 1 0.20% 7 0 1.38% 187 36.74% 280

Gender Male Black Hispanic/Latino Native White Total Total Al

Agency M EEO Job Category ‘Fille Fille Fille Filled ‘Fille Fille ‘Filled Posi % | Filled | Filled

d d d Posi . d d ! Posi % Posi %
Posi Posi Posi % ‘Posi  Posi | j | |

Revenug Administrative Support 7842% 0 0.00% 2 144% 2 1.44% .8 14.32% 1 0.72% 19 13.67% 30 21.58% 138
Officials/Administrators 41.67%’ 0 . 0.00% 1 118% 3 3.57% 2 2.38% 0 0.00% 43 51.19% 49 58.33%: 84
Paraprofessionals 52.08% 0 0.00% 0 000 2 4.17% 2 4a7% 1 2.0896’ 18 37.50% 23 47.92% 48
Professionals 54.35% 0 0.00% 4 ! 2.17%. 8 4.35% 6 :3.26% 2 1.085 64 34.78% 84 45.65% @ 184
Protective Services 0 4} o] 0 0 0 1] 0
Service Maintenance 0.00% 0:000% 0 000% O 0.00% 1 50.00% 0 | 0.00% 11 50.00% @ 2 2
Skillad Craft 0.00% 0 0.00% 0 000% 0 000% 0 0.00% o | 0.00% 3 100.00% 3 | 3
Technicians 22.45% 1 2043 1 2.04% 2 4.08% 1 2.04% 0 0.00%% 33i 67.35% | 38 | 77.55%: 49
UNDEFINED 0 S0 o o o ! ) 00 ;
Total 55.01% 1 020% 8 157% 17 3.38% 18 3.54% 4 181‘ 35.56% 229 = 44.99%. 509‘

| 0.79%,
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JOB GROUP ANALYSIS:
OFFICIALS/MANAGERS/ADMINISTRATORS

Male Fama'e
7 7
ADMIN. LEG SUP SVS ADMINSTR o145 1 0 0% [ - 1 --- 1 '
ADMIN FINANCIAL MANAGEMENT 0137 1 0 0% 1 ---- 0 ---
ADMINISTRATIVE OFFICER 0124 4 2 50% 0 ---- 4 --
ADMINISTRATIVE OFFICER 82 1 0 0% 0 -----‘ 1 ----
ADMINISTRATOR DIV OF MOTORVEH | 0150 1 0 0% 1 ---- ) ----
ADMINSTRTR OPERATIONS MANAGEMEL 0141 9 0 0% 0 ---- 1 --- '
ASS0C DIR REVENUE SERV (TAXAT! 044 1 0 0% 1 ----- - 0 ---- |
ASSTDIR FINANCIAL CNTR MOMT o141 1 0 0% 0 ------ 1 ---
ASSTMIR VECH ADMIRCUSTSERV | 0140 1 0 0% 1 ---_- 0 ----
ASSTMIRVEHADMFORSAFREQ | 0140 1 0 0% 0 ----- 1 --- :
e O O A e e D s
CASINO OPER COMPUANCE MGR [ o84t 1 0 0% 1 --- 0 ----
CHE FISCALAFFARS CONTROLER |- o837 1 0 0% 0 ---- 1 ----
CHE MV, SAF EMISS CONTDV 0135 1 0 0% 1 --- 0 -----
S N N O N bl P
CHF OF TAXPROCESSING SERVICES | 0140 4 0 0% 3 --n- 1 ----
CHF STRATEGIC PLANMONT, EVAL | o143 3 0 0% 1 --- 2 ----
CHF,MOTOR VEH FLTREG PROGIDOA |- 0128 1 0 0% 0 -- 1 -----
CHIEF OF REVENUE ANALYSIS P 0845 1 0 0% 1 -- 1 : 1] -----
GHIEF REVENUE AGENT o138 10 1 10% 4 - 6 ----
CHIEF. PROGRAM DEVELOPMENT 0134 4 1 25% 2 1 “- 2 1 -- !
CRD,MTR CAR SCHBUS SAFPGIDOA | 0133 1 0 o% 1 1 o
DATA ANALYSTI 0138 2 0 o% 2 - 2 o :
DATA AHALYST 0142 1 1 100% o -- 1 1
DEPUTY DIRECTOR {LOTTERY) 0842 1 0 0% 0 l— -- 1 1 l :'
DIR MGMT INFORMATION SYS LOTTE | . 0830 1 0 0% 4 -- 1 0 |
DIRECTOR DEPARTMENT OF REVENUE 1 0 0% 1 -- 1 : 0
£XEC DIRECTORITAX ADMINISTRATO 1 1 100% 0 ---- 1 1 ;
FINANCE ADMINISTRATION MANAGER | 0839 1 o 0% 1 -- 0 -
L o
LOTIERY DIREGTOR 0816 1 0 0% 1 -- 0 -
LOTIERY SALES MARKETNGMGR | 0834 1 0 0% 1 -- 1 o - :
JMEMBER OF MEDICALADV BD (V) | 0508 3 o 0% 3 -- 3 0 [ '
SUPVR FINANCIAL MGT REPORTING |+ 0135 1 0 0% 1 - 1 0 ,
VIDEO LOTTERY SYSTEMS MANAGER | coz7 1 o 0% 0 B ; .
SUBTOTAL 57 6 1% 30 0 0 [ 0 0 30 0 0 27 [} 5 0 1 21 0 0
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JOB GROUP ANALYSIS:
PROFESSIONALS

Mata Fama'a
7 7
1 2 3 4 ] 6 1 2 3 4 &
TOTAL TOTAL Tw o or More] TOTAL 9 Tw o or Moro
LE GRADE " o TOTAL MALE| 2 pani o o 3 stan Wihita 1HOA
JoB TIT evrovies | wnonmes % prr e Rarivintel BN A el el il I I e ot e IR ol
ACCOUNTANT. 0320, 1 [+] 0% o] 1 al
ACCOUNTING MANAGER 0829 1 1 100% 1 1 [s]
ADMEASTRATIVE ASSISTANT. 0825 1 [ 0% o 1 1
ASSISTANT CONTROLLER' 0824 2 [} 0% 1 1 1 1
BUSREESS ANALYST {DORY caze & 1 17% 4 ) 2 1 1
CASING COMPLIANCE SUPERVISOR 0323 4 o 0% 2 2 2 2
CASING FINMANCIAL ANALYST. 083z 2 [} 0% o . 2 2
CASINO FINANCIAL AMALY ST SUPVR 0334 1 o 0% 1 l 4 o
CASING GANMING OPERATIONS INVES 0326 <] o 0% 4 4 2 2
CASIHO INSP STD COMPLIANCE MGR 0832 1 [5} 0% 1 4 o
CASINO SECURITY. INSPECTOR o827, 7 1 14% 7 1 L] [}
CASIND SR COMPLIANGE SUPERVISO 2 <} 0% 2 2 o
CASINO TABLE GAMES ACCTING MGR 0833 2 0 0% o 2 2
CHFE OF MOTOR VECH OPER CONTROL] 1 [+ 0% 1 1 o
CHE OF MOTOR VEHICLE SUPPORTS 3 1 33% [+] 3 1 2
CHEEE OF LEGAL SERVICES 2 [} 0% 1 1 1 1
CHIEF LEGAL OFF (TAXATION). 2 ] 0% 2 2 o
CONFIDENTIAL INVESTIGATOR 1 0 0% 1 1 ¢}
CUSTOMER SERVICE SPECIALIST 2 o 0% [ 2 2
DATA ANALYST. 0134 1 1 100% 1 1 o
EMPLOY REGISTRATION SUPERVISOR 0328 1 1 100% o 1 A
FISCAL MANAGEMENT OFFICER 0328 1 0 0% o 1 1
INSTANT TICKET DEVELPMNT SUPVS 0827 1 o 0% 1 1 o
ITERDEPARTMENTAL PROJECT MGR] - ‘o139 1 o 0% o 1 1
INTERPRETING INTRVWR (SPAMISH) oaig 1 1 100% 1 1 o
LEGAL COUMSEL 0132 1 [} 0% o] 1 1
MGR MRKT AGNT LICENCES | REPRE 0834 1 [} 0% <] 1 1
MOTOR VEHICLES APPEALS OFFICER| 1 0324 12 1 8% 5 5 7 4 ]
PRIN ECONOMIC  POLCY ANALYST. 0138 2 0 0% o] 2 2
PRIN REVENUE AGENT. 0831 18 2 11% 10 1 ) 1 7
PRINGPAL PROJECTS MANAGER 0831 2 o 0% 2 2 o
PROBLEM GAMBLING PROGRAM MGR] - “0835 1 [5} 0% ¢} 1 ‘ 1
PRODUCTION CLERK. 0822 1 0 0% 1 1 0
PRODUGTION MANAGER (LOTTERY) 0828 1 1 100% 1 1 0
PROGRAMMING SERVICES OFFICER | 0131 8 0 0% 4 4 4 4
PROJECT COQORDINATOR 0826 1 [} 0% 1 1 [
REVENUE AGENT] 0324 4 1 25% 2 2 2 1 l 1
REVENUE AGENT ! 0626 19 EE| 58% 10 2 2 2 4 9 1 3 1 4
REVENUE OFFICER | 0322 20 10 50% 8 4 1 1 5 12 3 4 5
REVENUE OFFICER 1l 12 4 33% 4 1 3 8 2 1 ]
REVENUE OFF-SPEC INVESTGATNS 0326 [ 0 0% 0 3 L
SECURITY MANAGER o827 1 0 0% 1 1 0
SENIOR BUSINESS ANALYST.{DOR) 0331 2 0 0% 1 1 1 1
SENIOR LEGAL COUNSEL 2 0 0% 2 2 0
SR CMMTY:DVIPMTTRAIN SPCLST: 1 0 0% 0 1 1
SR ECONOMIC POLICY. ANALYST 2 [t} 0% 1} 2 2
SRREVENUE AGENT. 39 8 21% 25 2 1 1 21 14 3 1 10
SR REVENUE OFFICER 3 2 67% 1 1 2 1 1
STAID FINSPCLSTMUNPLAFFA 7 1 14% 4 1 3 3 3
STAFE ATTORNEY. VIl 1 0 0% 4 1 1
SUPERVISING REVENUE OFFICER i 5 0 0% 3 3 2 2
TAX EXAMINER {DOA) 7 3 43% 3 1 2 4 2 2
TAXPAYER SERV SPECIALIST. 24 3 13% 1 1 23 1 1 1 20
TRAINING SUPERVISOR 1 [} 0% [ 1 1
VIDEO LOTTERY. SUPERVISOR 1 [ 0% 1 1 0
SUBTOTAL 258 54 21% 421 7 ] 0 6 98 o 1 137 5 21 2 3 106 0 0
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JOB GROUP ANALYSIS:

TECHNICIANS

Male Female
7
0B THLE orace | romaL | s | % |omoad (th:i‘; Hsf;t or (A,é_'; 3;:,; Xée) ,::%, Tw%w;:gw oL (B:;i ‘ &EZ‘Z o G'f:’; 3;\3 ::mfﬁ . :}% TWE:{%;:(
AST.CHIEF MOTOR VEH SAF EMMIS G125 1 0 0% 1} 1 0 '
AUTO EMIS CNTRL INSP 0317 2 0 0% 2 2 0
CASING COMPLIANCE REPRESENTAT|. 0825 22 3 14% 18 2 1 15 4 4
CASING 1T SUPPORT SPECIALIST 0526 1 0 0% 1 1 0
CASINO SURVERLANCE ANALYST: 0832 2 [ 0% 2 2 0
CPL PROGRAM COORDINATOR-DMV)]- 0134 1 0 0% 0 1 1
COMPUTER PROGRAMMER 0825 1 0 0% 1 1 0 :
DATABASE MGMT SYSTEM SPECIAUS] 0326 3 0 0% 1 1 2 2
INFORMATION TECH SECURITY.MGR {0828 1 0 0% 1 1 0
MOTORVEH OPER EXAM 9 1 1% 9 1 8 0
SEASONAL TECH SUPPORT.INTERN 1 1 100% 1 1 0
SOF TWARE SUPPORT SPECIAUST. 1 5} 0% 1 1 0
SRAUTO. EMISS CONTROL INSPIR 2 0 0% 2 2 3} :
SR MOTOR VEHICLE OPER EXAMINER 1 1 100% 0 1 )
SUBTOTAL 48 6 13% 40 3 0 l 1 0 35 [ 1 8 1 0 0 0 7 0 [}
JOB GROUP ANALYSIS::
PARA-PROFESSIONALS
Male Fernale
7 7
JOBTITLE crate | L TOTAL o %  |ronaLmie (Br%:i‘; &IZ%: o S&; 2\’;‘:3 0 ;'% . :ft? ™ %:%‘m JoTAL [‘53 2 3 4 5 8 lwoortm
ASSISTANT PRODUCTION WORKER cais 2 1 50% 2 1 1 0
ASSTADM OFF o124 1 1 100% 0 [ 1
ASST PRODUCTION MGR {LOT) 0824 1 0 0% 0 1
CHIEE IMPLEMENTATION AIDE o128 3 1 33% 3} 3 1
FIELD REPRESENTATIVE (LOTIERY) 082 8 2 25% 7 1 5 1
IMPLEMENTATION AIDE 0122 2 2 100% 2 l 1 1 0
IMPLEMENTATION AIDE w2 1 0 0% 0 1
{HFORMATION AIDE 3 1 17% 0 6
LICENSE INVESTIGATOR 4 0 0% 3 3 1
LICENSING CLERK 1 0 0% [ 1
SUPVR, MOTOR VEH CUSTOMER SER! 3327 2 0 0% 0 2
TAXINVESTIGATOR 0323 4 0 0% 4 4 0
SUBTOTAL 35 8 23% 18 0 3 ] 1 14 0 0 17 1 3 0 0 13 0 [}
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JOB GROUP ANALYSIS:
ADMINISTRATIVE SUPPORT

Male Female
7 7
S Ml -l el I e B - A R B R b el A e R A R R A R
ADJUDICATION $VS REPRESENTATIV] 0318 8 2 25% 0 B 8 2 5 ‘
ASSTMGRMRKTAGTUCEN REPR | cezs 2 1 50% i 1 1 1
CLERK 0307 1 1 100% 4 1 o
CUSTOMER SVS REPRES 1 DMV. 0318 18 6 33% 4 1 1 2 14 1 2 1 10
CUSTCMER SVS REPRES 1Il (DMV) 0321 35 8 23% 6 ] 28 |8 2 1 21
e s
DATA ENTRY OPER-TAXSEASONAL} | 0269 1 5 45% 2 1 4 9 1 2 5 1
EXECUTIVE SECRETARY. a2 1 0 0% 0 1 1
LICENSING AIDE 0315 3 1 33% 0 3 1 2
PRIN CLERK-STENOGRAPHER 013 1 0 0% 0 1 1
PROP CONTRL SUPPLY OFFICER 0317 1 ) 0% 1 1 I o
RECEPTIONIST, 0817 1 0 0% 0 1 1
SECRETARY. 0818 3 [\ 0% 0 3 3
SPVSR OF BRANCH OFF SERV.{M.V) 3325 10 2 20% 3 l 3 7 1—‘}—1 5
SRTELLER 0318 3 1 33% 0 3 1 . 2
SR WORD PROCESSING TYRIST 0312 1 0 0% 0 1 1
e
SUPEV.PUBLIC ATE. DRAWINGS 0622 1 0 0% 0 ] 1 1
TAXAIDE | 0318 16 3 19% 5 5 11 1 1 1 8
TAXAIDE # 0318 - 13 1 8% 1 1 i2 1 11
TELLER %15 3 1 33% 0 3 1 2
TICKET ACCOUNTING CLERK(LOTTER | 0820 1 1 100% 0 1 1
SUBTOTAL 161 45 28% 32 3 3 0 2 24 [ i _I 0 129 17 9 2 6 92 0 3
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JOB GROUP ANALYSIS:
SKILLED CRAFT

Male Female
TOTAL TOTAL 1 2 3 4 5 § In : More]  TOTAL 1 2 3 4 5 5 |we 07. ™
JOB TITLE GRATE | o ovees | wormEs % TOTALMALEL Bk | Hsparcor| AN | Asen | owheee | nor [TTRAIRR 0 Bock | Hsparcor| Avan | Asen | wnte | wwom MR
) Leto | () ) 0H) ) o ) Latro | (#) tH) (tH) o) e
AUTOMOTIVE SERVICE SPECIALIST] 0318 3 [} 0% 3 3 0
I S S W
SUBTOTAL 3 0 0% 3 0 0 [y 0 3 0 0 0 0 1] 0 0 [} Q [}
JOB GROUP ANALYSIS:
.
SERVICE MAINTENANCE
Male Female
7 7
1 2 3 4 5 6 1 2 3 4 5 8
JOB TITLE GRADE E.:;C;S ,.ETmmAL S % JTOTALMALE]  mmck | Hspancor| AVAN Asian Wwhie o ™ ;::::” FT; EL; Buck | Hsparicor| AVAN Asien White tHon ™ ;:::': g
) Latho | (40 () 41 o) e Latio | () 0+ (41) o+
) {HHL)
JUNIOR-MAINTENANCE :PERSON 0801 1 1 100% 1 1 Y [}
MAINTENANCE ‘PERSON (LOTTERY) o822 1 0 0% 1 1 [}
SUBTOTAL 2 1 50% 2 0 1 ] 0 1 [} 0 [} [} 0 0 0 0 [} [}
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Determining Underrepresentation and Goal Setting

AAP HIRING GOALS
NATIVE
BLACK OR mm"g’; HAWAIAN | TWOOR
EEO4 AFRICAN [ HisPANIC ASIAN WHITE | OR OTHER MORE
Job Categories MINORITY | FEMALE | VETERANS | DISABLED | syerican | oR LATING ﬁ‘;ﬁx‘ (NHL*) (NHL*) PACIFIC RACES
(NHL*) (NHL) ISLANDER (NHL*)
(NHL*)
Officials/
Managers 1 0 0 0 0 0 0 0 0 0 0
Administrators
Professionals 1 0 1 1 0 0 0 0 0 0 0
Technicians 0 1 0 0 0 0 0 0 0 0 0
Para-
Professionals Y 0 ! 0 0 g 0 Y o a 9
Administrative 0 0 0 1 0 1 0 0 0 0 0
Support
Skilled Craft 0 0 0 0 0 0 0 0 0 0 0
Senice 0 0 0 0 0 0 0 0 0 0 0
Maintenance

Building on past practices, and based upon the statistics reported above, the Department has
established diversity goals to measure its progress toward ensuring that its workforce reflects the
diversity of the state’s labor force. These projections are based on the Department’s hiring history
and are estimated to be reasonable, attainable, and measurable for its current workforce to increase
representation of minorities, females, veterans, and individuals with disabilities.

The Department is committed to employing qualified members of both protected and non-protected
groups, to meeting the specialized affirmative action requirements to employ and advance individuals
with disabilities, as well as veterans. The Department has steadily made gains in the employment of
women, minorities, and people with disabilities. The Department will work with state’s Office of
Diversity, Equity & Opportunity to overcome instances of under-representation that exist within
certain job categories due to low turnover. To that end, the Department has set a reasonable goal of
hiring one to two candidates from among minorities, females. veterans, and individuals with
disabilities in certain job categories during Fiscal Year 2021. Among those categories are
officials/managers/administrators, professionals, technicians, and administrative support.

Hiring goals were determined by applying the average turnover rate within DOR (5%) across the

department to each EEO job category count, and then applying the statewide proportion of each
represented group (for example, 51.0% for female) to the product.
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Category: Goal for calculation purposes:

Female. ..o 51.0%
Disabled. ... 9.7%
A7) ¥ o L T 5.9%
IMINOTIEY vt et ettt 31.4%
Black or African American................covvviniiiniinnnnnnn, 8.8%
Hispanic or Latino.........ccoooviiiiiiiiiiiii e 17.1%
American Indian or Alaska Native.............ooovvvvinnninn. 1.1%
AN . 3.7 %
Wt 81.3%
Native Hawaiian or Other Pacific Islander..................... 0.2%
Twoor More Races........c.cvviiiiiiiii i 3.0%
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Identification and Analysis of Problem Areas

EQUAL OPPORTUNITY PERFORMANCE AND COMMUNICATIONS

As of July 1, 2018, the statistical data for the entire Department was made available, and the
Department has analyzed its current workforce and set its goals accordingly for the 2019-2020 and
2020-2021 years. In 2021, the Department set the following AAP hiring goals:

AAP HIRING GOALS
NATIVE
aLm‘gAc:‘R — ﬁ'mcé”é " HAWAIIAN OR| TWO OR
AFR I At WHITE OTHER 1ORE
MINORITY | FEMALE | VETERANS | DISABLED | yiroicay | Laino :L,G?VK: (NHL®) (NHL*) PACIFIC | RACES
(NHL®) pro ISLANDER |  (NHL?)
(NHL?)
1 1 0 0 0 0 0 0 0 0 0
4 0 1 1 1 1 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0
1 1 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0
1 1 0 0 0 0 0 0 0 0 0
0 0 0 1 0 1 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0

In the past year, the department hired a total of 8 minority applicants and 17 female applicants,
surpassing our hiring goals set in 2020 within those categories by more than 14% and 467%
respectively.

To be successful, the Affirmative Action Plan must be effectively communicated to all employees.
Management must have a real commitment to the Plan’s success and should be held periodically
accountable to the plan’s goals. It is only human nature to defer action if the costs of inaction are
negligible; therefore, necessary action will be taken to ensure compliance.

The following are practical ways to improve communication:
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a. The EOAC will resume its regular schedule of meetings which were disrupted due to the
emergence of the COVID-19 pandemic in the previous year.

b. The EOAC should meet regularly and produce reports for the Director on the status of various
protected classes within the Department when problems are first noticed.

c. Continuing education for EOAC members through both internal and external sources, such as

attending seminars and inviting guest speakers, will be encouraged to facilitate the ongoing
development and administration of a viable and successful long-term plan.
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WORKFORCE COMPOSITION

WORKFORCE
NATIVE
BLACK OR &M[f[irlchg HAWAIAN | TWOOR
EEO-4 TOTAL AFRICAN | HISPANIC ASIAN WHITE | OROTHER |  MORE
Job Categories || evpLOvEEs | MNORITY | FEMALE | VETERANS | DISABLED | syepican | OR LATINO ﬁgf\z\ (NHL) (NHL) PACIFIC RACES
(NHLY) L. ISLANDER |  (NHL®)
( ) (NHL®)
Officials/
Managers 57 6 27 2 0 0 5 0 1 51 0 0
Administrators
Professionals 258 54 137 4 0 12 30 2 9 204 0 1
Technicians 48 6 8 4 0 4 0 1 0 42 0 1
Para- 35 8 17 0 0 1 6 0 1 27 0 0
Professionals
Administrative
Support 161 45 129 1 0 20 12 2 8 116 0 3
Skilled Craft 3 0 0 0 0 0 0 0 0 3 0 0
Senice 2 1 0 0 0 0 1 0 0 1 0 0
Maintenance

As evidenced by the statistical data above, the Department’s workforce composition is currently more
than half female (56%) with only 36% of the workforce identifying as male; however, there is great
variation in gender ratio with respect to job category. White Males hold more than half of the
Technician positions (73.0%) and Official/Manager/Administrator positions (53%), whereas Females
are over-represented in the Professional position category, holding 53% of those positions, as well as
the Administrative Support category, where they hold 80% of positions. The Department’s workplace
is currently comprised of 21% Minorities, 2% Veterans, and 0% individuals with disabilities. Females
are under-represented in the category of Skilled Craft, Para-professional and Service Maintenance
categories, although only slightly in the category of Para-professional. Minorities, Veterans, and
individuals with disabilities are under-represented in the Professionals and Technicians categories.
Veterans and individuals with disabilities also face under-representation in the Administrative Support
category. Minorities are overrepresented in the service maintenance category. Given these
deficiencies, the argument to enforce the “6 + 6” law is tenable. This law (RI General Laws § 36-4-
26.1) allows the Department to use a supplemental certification in the civil service, i.e. expanded
certification for equal opportunity and affirmative action, under appropriate circumstances.

Fiscal and budgetary reductions, collective bargaining agreements and a restrictive civil service exam
process continue to constrain the Department’s ability to meet its affirmative action goals. The
Department, through its Director and senior staff, and the Office of Personnel Administration and
Division of Human Resources will continue to make every reasonable effort to diversify the Department’s
workforce consistent with its Affirmative Action goals.
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EMPLOYMENT RECRUITMENT AND SELECTION PROCESS

An applicant pool representative of the RI workforce as evidenced by the Labor Market Unit of the
Department of Labor and Training is a goal for each vacancy. All Department of Revenue interviewing
officials who are involved in the evaluation and hiring of applicants must be made aware of the
Department’s goals and carefully trained to assure the elimination of bias. The Plan should be considered
by managers during the hiring process to meet the spirit and goals of the Plan. On July 1, 2014, the
Division of Human Resources launched an on-line application process entitled “Apply RI”. This process
enables the collection of applicant data and hiring information that greatly assists the Department in
meeting Plan goals and continuously assessing and identifying problem areas for improvement.

Based upon the data collected with the assistance of Apply RI, from 7/1/2019 through 6/30/2020, the
Department solicited a total of 4,823 applicants for a total of 30 filled positions. The applicant pool was
comprised of 12% Blacks or African Americans, 16% Hispanic or Latino, 1% American Indian or
Alaskan Native, 3% Asian, 62% White, 0% Native Hawaiian or Other Pacific Islander, and 6% two or
more races. 58% of applicants were female, 2% were disabled, and 4% were veterans. This applicant
pool was fairly representative of the current RI workforce, but with substantial underrepresentation of the
disabled, veterans, and Native Hawaiian or Other Pacific Islanders. Thus, even though the African
American applicants were mostly represented, some other minorities, veterans and individuals with
disabilities in general were under-represented during this process. This indicates that a need for
affirmative recruitment efforts to solicit more minorities, veterans and individuals with disabilities to
apply for future Department positions.

With respect to the employment selection process, the Department filled 30 new positions in fiscal year
2019: 30 new hires and 44 promotions. The successful candidates were mostly representative of the
diverse applicant pool achieved by the Department. 10% of new positions were filled with Black or
African American applicants, 17% by Hispanic or Latino applicants, and 73% with White applicants.
57% were filled with female applicants, 3% with disabled applicants, and 3% with veteran applicants.

Thus, in addition to targeted recruitment efforts to solicit veterans and individuals with disabilities and
minorities to apply for Department positions, it appears that affirmative efforts should also be made to
hire and/or promote qualified veterans and individuals with disabilities who apply for those positions.

Apply RI also provides potential minority and protected class applicants with the ability to establish an
~ on-line profile and to be notified of job vacancies in areas in which applicants have identified an interest.
This process will improve or facilitate: the collection and quality of statistical data; the quality of applicant
pools; and outreach to minorities and under-represented classes. Use of this system will ultimately result
in a more diverse and qualified applicant pool that reflects the makeup of Rhode Island’s Workforce.

The state’s Human Resources, Outreach, & Diversity Office continues to provide workshops to the
general public on the state’s hiring and civil service exam process. They also provide support and
assistance to a diverse group of applicants seeking employment with the state, as well as technical
assistance and support to all state agencies on best practices for recruitment.

The EOAC will strive to review quarterly the applicant flow of all job categories. That information
will be shared with the Director of Revenue, and these reports shall be evaluated by the Office of
Diversity, Equity and Opportunity, which shall suggest and recommend new policies and directions for
the Plan.
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All interviewing officials should be aware of departmental under-represented classes and hiring goals.
Although union contract language and promotional lists limit which applicants may be reached,
interviewing officials should be educated about hiring goals throughout the Department. Where
opportunity exists for ensuring flexibility, i.e. non-union positions and union positions for which there
are no eligible or qualified union applicants, hiring officials must be encouraged to interview and select
minority and under-represented applicants to assist the Department in meeting its Plan goals.

EXIT INTERVIEWS

The exit interview process is an opportunity for employees to express their reasons for leaving state
service or transferring to another department. The exit interview form offers the
terminating/transferring employee an opportunity to address any issue(s) that he/she feels should be
reviewed, can be found on page 99. A fillable pdf form is available for use on the Division of Equity,
Diversity an Inclusion website located at www.dedi.ri.gov .

Upon notification of a termination, a representative of the Employee Relations Unit of the General
Government Service Center meets with the employee and provides a copy of the exit interview sign-
off form along with a Confidential Exit Survey Inquiry form and a pre-addressed envelope to the State
Equal Opportunity Office.

The terminating/transferring employee is also informed of the option of having an exit interview
conducted by the Department’s liaison from the State Equal Opportunity Office. However, in many
instances, the exit interview form is forwarded to the terminating/transferring employee via first class
mail.

The Department will continue to emphasize terminating/transferring employees, via the Division of
Human Resources, the importance of completing the Exit Interview Form.

FLEX-TIME

The purpose of this policy is to encourage departments to consider and support flexible work
arrangements for employees when they meet the needs of both the department and the employee.

Department of Revenue is encouraged to support flexible work arrangements for its employees when
they meet the needs of both the department and the employee. Consistent with most Memoranda of
Understanding (MOU) and the goal of Civil Service Improvement, flexible work arrangements offer
creative approaches for completing work while promoting balance between work and personal
commitments.

Flexible work arrangements offer alternative approaches to getting work done through non-traditional
work hours, workweeks, and/or locations. These alternatives can assist employees in balancing work
and personal commitments while meeting business needs and objectives. Additionally, state
managers and supervisors can use flexible work arrangements as a tool to promote productivity,
improve employee engagement, enhance job satisfaction, and reduce absenteeism. These same
alternatives can also enhance recruitment and retention.
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POSTING OF POSITIONS

The Department, through the Division of Human Resources, posts all vacancy notices, both internal
and those received from other agencies, on the Apply RI website. An “Applicant Room” is located
to the left of the reception desk on the third floor in the Office of Personnel Administration wherein a
computer kiosk is available to applicants to facilitate review of vacancies and applications via Apply
RI. An HR Representative is available to assist applicants when needed.

The current posting period is ten (10) business days, although some agencies voluntarily offer a longer
application period. Where flexibility exists, the Department routinely posts positions for a longer
period of time to increase applicant response and to increase diversity of the applicant pool.

Apply RI enhances opportunities for employment in the Department of Revenue. As outlined
previously, postings are available to the general public via the Apply RI website. Minority
organizations may register on Apply RI for notification of job opportunities. The Office of Diversity,
Equity & Opportunity is coordinating an effort to notify minority organizations. As stated previously,
the Department may also post position vacancies on-line with commercial recruitment websites and
also reaches out to college and university recruitment offices and specialty publications where special .
skills are required.

TRANSFER AND PROMOTION PRACTICES

The Department is committed to non-discriminatory actions regarding transfers and promotion of
persons in all job classifications. The Department normally posts all vacancies in an attempt to
promote equal employment opportunity and affirmative action in all job classifications. Posting and
application periods are in compliance with union contracts. Access to an applicant online tracking
system is available 24 hours a day, up until midnight of the posting’s closing date. This allows the
greatest number of applicants to apply within that given time.

In some cases, opportunities for upward mobility is limited due to the restrictions imposed by
collective bargaining agreements. Approximately 72% of the Department’s positions are covered by
collective bargaining agreements.

To achieve our goals, managers must actively encourage their employees to seek promotional
opportunities and demonstrate that advancement is possible for all.

TECHNICAL COMPLIANCE

A member of the EOAC will periodically inspect the bulletin boards for any missing policy
statements. If found the EOAC member will notify the Diversity Liaison and the Division of
Human Resources, which is responsible for the bulletin boards.

» Equal Employment Opportunity is the Law” Poster
http://www.dol.gov/ofccp/regs/compliance/posters/ofccpost.htm

* “EEO is the Law” Poster
http://www1.eeoc.gov/employers/poster.cfm
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TERMINATIONS

Terminations include retirement, transfer to other State Government Departments, voluntary
resignation due to personal reasons and dismissals.

For that small number of terminations which are dismissals, it is the final step in a long process. This
process typically starts with verbal warnings, written reprimands, suspensions, and the dismissal.
Employees have recourse in the form of grievance hearings conducted by the Division of Human
Resources or through the Personnel Appeal Board.

Any employee who voices concerns regarding discrimination is referred to the State Equal
Opportunity Office. Thus, individuals who are involuntarily terminated have a full process for
protecting their rights against unreasonable dismissal.

No affirmative action issues were identified in this area during the past year. Termination statistics
will be reviewed by the EOAC and recommendations may be made to the Director for continued
compliance with all laws and policies.

TRAINING PROGRAMS

All new hires to the Department must attend The Civil Rights and Sexual Harassment Orientation which
is presented by the State Equal Opportunity Office. Notice is sent to the Division Heads when the classes
are scheduled, who in turn notify the employees of their divisions. Supervisors are responsible for
ensuring employee attendance.

Upward mobility is a systematic management effort that focuses on developing career opportunities for
employees who are in positions which do not allow them to realize their full work potential. One aspect
of upward mobility is providing training that will enable employees to acquire the needed skills and
knowledge for advancement. Management should encourage employees wishing to improve their
education and long-term careers. When funding allows, Divisions should pay for job related training
courses. These principles are recorded in Rhode Island’s general statutes as well as brochures published
by the State and are available to the public. RI General Law 36-4-44, regarding Training Programs, states
that “The Personnel Administrator shall cooperate with appointing authorities and other supervising
officials in the conduct of employee training programs to the end that the quality of service rendered by
persons in the classified service may be continually improved. It is the hope of the Office of Personnel
or Division of Human Resources that all departments and agencies of state government will encourage,
to their utmost, the training of personnel within their jurisdictions either by the development of approved
training courses and programs within their agencies or, if such is not feasible, that they will encourage
their employees to enroll in approved job-related courses at institutions of higher learning.”

The Office of Training and Development currently offers a limited schedule of courses due to funding
restrictions. Substantial budget reductions have resulted in fewer courses advertised only by website.

Departments requesting courses for their own staff can still be assisted.

Information on in-Service Training can be obtained from the Coordinator of Employee Training at the
Division of Human Resources or see Melissa.Day@hr.1i.gov.
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Affirmative Action Plan for Individuals with
Disabilities, Disabled Veterans and Covered Veterans

PRACTICES AND PROCEDURES
OUTREACH AND RECRUITMENT

The Department will communicate to all employees and applicants its obligation to take affirmative
action to employ qualified individuals with disabilities and qualified veterans, in such a way as to
ensure understanding and acceptance. The Department will send vacancy notices to recruiting sources
such as the Department of Human Services (Vocational Rehabilitation and Veterans’ Home), the
Department of Labor & Training, and appropriate educational or training institutions to assist in
recruiting.

PHYSICAL AND MENTAL QUALIFICATIONS

Physical and mental job qualifications are continually reviewed by the Office of Personnel
Administration; this practice will continue so as to assure that these qualifications do not screen out
qualified individuals with disabilities.

WORK ENVIRONMENT

In accordance with the Department’s guidelines for Unbiased Work Environment (located at page 67
of the Appendix), the Department strives to maintain a working environment free of discrimination,
intimidation, and all other forms of harassment.

REASONABLE ACCOMMODATION

Through the Department’s ADA Coordinator, employees may seek a reasonable accommodation for
documented disabilities. The Department makes reasonable accommodations to the employee or
applicant with a disability to ensure equal access to employment and continued employment. The
accommodations include, but are not limited to, modifying the job site, job restructuring, acquisition
or modifications of special equipment.

REPORT ON 2021-2022 ACTIVITIES

The Department, working with the previous ADA Coordinator for the Department of Revenue,
Thomas Mannock, continued to make positive changes. During this year, no specific ADA claims
were made or addressed; however, the Department continues to review and remove any barriers
consistent with the ADA requirements and the needs of both co-workers and the public. These efforts
ensure that employees with disabilities are able to remain productive members of the Department’s
workforce.
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REPORT ON 2022-2023 PLAN

The Department plans to continue its work to identify and remove barriers that would affect
individuals with disabilities. To achieve this goal the Department will continue to implement the
changes in the guidelines for job specifications that have been reviewed and revised as needed. The
Department will also continue to stress to management the importance of the principles of self-
identification and legal confidentiality with respect to data concerning veterans and individuals with
disabilities.

The Chief of Staff of the Department of Revenue, in coordination with the Department of Revenue’s
Human Resources liaison, shall be responsible for the implementation of this plan.

| Z Vil 4 CC{"\ , Acting Director Date: /77 / 3\/ r) ?)

J ar{&‘ Cole, Department of Revenue
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Addendum: 2019-2024 Diversity Plan to Improve
Minority Hiring and Workplace Inclusion

RECRUITMENT

Recruitment describes the process by which the Department finds and attracts potential applicants to
fill vacant positions with the organization, and how the Department ensures the visibility of postings
amongst a diverse array of potential applicants.

The Department has made significant efforts to expand the visibility of job postings and in the
recruitment of staff from marginalized groups in recent years, and has developed the following
strategies to continue to advance this objective through 2024:

1. Establish annual goals for the recruitment and hiring of staff from marginalized groups,
consistent with the areas of underrepresentation identified through the monitoring of statistical
data collected on workforce composition and reported on in the Department’s Affirmative
Action Plan (AAP).

2. Conduct an annual analysis and revision of all searches, hiring, and promotion policies,
practices and procedures to affirm equity in hiring practices, promotions, and recruitment
procedures.

3. Educate Department heads on annual goals and changes to promotion policies, practices and
procedures identified through the analysis above through presentations by the Department’s
Equal Opportunity Advisory Committee at Departmental Senior Staff meetings.

4. Educate all Department of Revenue interviewing officials who are involved in the evaluation
and hiring of applicants on the Department’s goals as they relate to hiring of marginalized
populations through the circulation of the AAP and an AAP summary for hiring managers to
interviewing officials. The Plan should be considered by managers during the hiring process
to meet the spirit and goals of the Plan.

5. Mandate implicit bias training for all Department of Revenue interviewing officials and hiring
managers.

WORKPLACE CULTURE AND CLIMATE

Workplace culture and climate significantly influences leadership, management, workplace practices,
policies, and staff experiences within the organization. Encouraging a workplace culture aligned with
the Department’s values of diversity and inclusion remains a key objective for the Department.

Training new and existing employees within the Department’s workforce on topics such as diversity,
discrimination, and sexual harassment facilitated by the Office of Diversity, Equity, and Opportunity
(ODEO) remains a key component of the Department’s plan to continue to encourage a workplace
culture of diversity and inclusion.

The Rhode Island Department of Revenue will continue its work to reaffirm a workplace culture of
tolerance, diversity and inclusion through the implementation of the following strategies:
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.. Mandate implicit bias training for all Department of Revenue interviewing officials and hiring
managers.

Establish a Department of Revenue Professional Development committee, tasked with the
organization and promotion of open-access workshops and lunch-and-learns that support the
professional development of DOR staff. '

Continue to mandate mandatory diversity and sexual harassment training for all DOR
employees as a part of employee onboarding.

Promote and encourage continuing education, including attendance at events organized by the
Department of Revenue Professional Development committee, as mentioned above, through
the dissemination of information on opportunities through DOR senior staff to staff within
their respective Division.

Encourage a climate that celebrates differences, diversity, equity, inclusion and tolerance at
every level of the organization.

Use the Affirmative Action Plan as a tool to communicate policies and Departmental values
to internal staff and the broader public.
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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 Illustrators, 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.

Racial / Ethnic Designations
Minority Group

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 on 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.

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
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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
quantitative 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-Identify: 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 off-site, at OFCCP’s option. In
addition, the new regulations require contractors, upon request, to inform OFCCP of all formats in 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 (ADAAA) of 2008 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
qualified covered veterans.

Covered veterans means any of the following:

1) 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,
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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 IX 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 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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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 Illustrators, 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.

Racial / Ethnic Designations
Minority Group

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 Hlspamc 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 on 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.

EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Executive Order 11246, as amended, prohibits job discrimination based on 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
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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
quantitative 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-Identify: 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 off-site, at OFCCP’s option. In
addition, the new regulations require contractors, upon request, to inform OFCCP of all formats in 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 (ADAAA) of 2008 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
qualified covered veterans.

Covered veterans means any of the following:

1) 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,
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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 based on 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 IX of the Education Amendments of 1972 prohibits employment
discrimination based on 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 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.

§ 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.

(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 quasi-public agencies,
authorities, boards, and commissions of the state, excluding the legislative branch of state government.

(i) 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.

(j) 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,
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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 composition, 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.

(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.

(¢) 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 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,

§ 28-5.1-5 Personnel administration. (a)(1) The office of personnel administration of the department of
administration, in consultation with the office of
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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

(ii) 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. ‘

§ 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.

§ 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 participate, 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.

(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.
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(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.

§ 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.

§ 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.

§ 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.

§ 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
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review conducted pursuant to §§ 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 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."
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STATE EXECUTIVE ORDERS

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 individuals with disabilities.
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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 prolcctcd to
be forty-one percent (419%) people of color; and

WHEREAS, R.I. Gen. Laws § 37-14.1-1 et seq., enacted in 1986, declared a State
policy by which minority business enterprises (MBEs), which include minority-owned,
women-owned and disadvantaged business cnterprises, 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 affirmative action to achieve
equal opportunity in all units of State government, and established a State Equal
Opportunity 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 MBE;, including, but not
limited to, the Division of Human Resources, the State Equal Opportunity
Office, the Human Resources Outreach and Diversity Office, the Division of
Purchascs, and the MBE Program, and shall make recommendations to the
Governor to improve collaboration between these offices and all executive
departments to ensure these programs are more cffective. 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 Dircctor’s recommendations and shall cooperate fully with
taking steps to increasc minorities in the State’s workforce and increase the
usage of MBEs with State contracts,

2. 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
Oppormunity, which shall coordinate with the Office of Management and
Budget’s Office of Performance Management and the Office of Outreach
and Diversity, with a plan for improving minority hiring no later than
October 1, 2013.
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State of Bhode 1slind and Provideace Plantations

State House
Providener, thede Teland 02503-1196
414.22 23080
Donald 1. Carcieri
Cioverrsar
EXFCUTIVE QBEDEER
05-02

Januvary 17, 2004

PROMOTION DF A DIVERSE STATE GOVERNMENT WORKFORCE

WHEREAS, Rhede Llaid Saate Goverament .8 committed <o foseering a
cam1errive ard divesse worlkdorze cemposed 0 ih ghﬁ}r skilled and capable
empoyess theough che recruitment, waini ng, rerertion, and promotiorn of culdfied
mer and wemen fron diverse razizl, ethne, Inguiste, soziceconomic, ard
edu ::amnakhsckgroun&s as well as individuals with disabilides; and

WHEREAS, itisir the bhest frtenpests of bas ness and goverrment © (feate
en cagen, nelusive and eqaitable human resources paradigm thas capitalizes on
werkforce exezllence and the arznath of individual diffeserces; and

WHEREAS, the Rhode Isand Genearal Aremnlly has determined eiere e xing

¢ compeiling interestin pra-noting ecuzl opparmniry; and

WHEREAS, dversity requites leadegship commitment skl acconmabilicy,
gloxsg with the assessment and development of policies and practices 1o asvre €l
the Stae’s operading system is based on principles of equiry and inclosion; cnd

WHEREAS, tle state's commitment to equal spperuni, divessiy, ancd
condua tazt fosters respect in the workp lace s nnwavering .

NGW, THEREFORE, ], DOMALD L. CARCIER], by the sutharity vestad in
me 3 Govemnor of the Stzee of Rhode Island and Providence Flinadons, do b zrebv
orde as follows:
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Executive Qrdar 05-02
Jamaary 17, 2008

*aze2

1.

ek

There shall be etablsbed within the Deparment of Administration a
Humaa Resources Outrearca wnd Tiversity Cfice. This Office shall
repert directly ta the Director of the Department of Administration o
designee on the stre of diversity in Rhode Island State government and
shall work towards devel ogping abusiness caze [or eguity witn an
enphasis on budding a divers: workforze to guarantee fair snd
reasomab'e oppormnities far public service,

The Human Resovrees Curreach and Diversisy Ctice responsibilives
shiall inclade:

*  Levelopng guideliries re effectuats i mision;

*  Resenrching and developing bes: pracrices for the promotion of
doversity throughcut Stare govetmens;

» ' Prosiding puidances and wchrical apport to soate enrities;

»  Developing a scratergic and lotused recenitment and wazking
iritiative for indivi duals intereszd in state employment includins
{ostecing relazionships with community-based organizadens to
strengthen and sap port ecrafmerst and outrench actvities;

¢ Ininsting naining semisars including a divessity awareness progran
to share the bepef ts of diversity and to encourage a ow'turally
sengtive workforce emvjlorment;

»  Subinitting an a1 val bencknrark repent o the Dircaor of the
Deparanent of Adriniscation or designee,

To assist the Gfice in carying out it responsibilivses theez shallbe
estatlished 1 Diversity Advisory Coutcil, sefzcied anc appointzd by the
Gaverno, and compised of filceen (L §) members, congsting of four (4)
members af the public and anz (1) memwher from each of the following
gowernmnial entities:

DHice of he Gavernor
Himan Resonrees Coreich and Diversity Office
Ce partraear of Libor % Training
Oifice of Peexonned Admsiseracing. Human Resousces
Ctfice of Labar Relations
Office of Equal Cppornumity
Gaveror's Cornmission on ‘Women
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Executive Deder 03-02
Januaey 17, 2008
Page 3

Govamor's Commision on Dizabiliciza
Offic of Higher Education

Rlede Island Comnision on the Deaf and Hard of Hearing
Division of Legal Services within the Department of Administration

The LCirzcto: of Administation of designee shall chai: the Coundl, Tae
Cnmal shell meet quarcesly,

‘This Executive Order sapersedes ind rescinds Execntive Oxder Na. 304,
and is effective immediztely vyon the date rerenf,
So Ordered:

ﬂ/ Lﬁh‘v
ng]d 1. C r«.tcn

Dated: Japuary 17,2003
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State of Rhode Island and Providence Plantations

State House
Providence Rhode Island 02903-1196
401-222-2080

Donald L. Carcieri
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 interest in the promotion and achievement of equal opportunity; and
concerted commitment is necessary to prevent discrimination and sexual harassment in all departments
and agencies of Rhode Island state government; and

WHEREAS, Rhode Island has an unwavering commitment to providing equal employment opportunity
in state government to all qualified individuals without sexual harassment or discrimination on the basis
of race, color, creed, religion, age, sex, ethnicity, national origin, veteran status, 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 continued
action to ensure that all employment opportunities existing in or through state government are available
to all qualified individuals; and

WHEREAS, to provide equal opportunity for all employees and applicants in all aspects of employment
including, but not limited to 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 opportunities to all qualified individuals that
historically have been underutilized in the state government workforce there is a need to reaffirm
policies, practices consistent with State and Federal law.

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 employees 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
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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 opportunity policies and practices that:

a) do not discriminate against any employees or applicants for state employment in all aspects of
employment including contract procurement and service delivery.

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

c) identify and actively promote employment 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 to appropriate official(s).

3. All Agency Directors shall designate an individual as the Agency’s Equal Employment Opportunity
Officer and American with Disabilities Act Coordinator (the Officer). Such Officers, with the assistance
of the State Equal Opportunity Office (EOO) 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 to 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 Employment Opportunity training 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 semi-annual review and evaluation of hiring/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 promotion of equal opportunity 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 Employment Act of 1967, as amended, that prohibits employment
discrimination against individuals 40 years of age or older.

= The Equal Pay Act of 1963 that prohibits discrimination based on gender in compensation for
substantially similar work under similar conditions.

*» 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 employees with disabilities.

» Title IX 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 makes it illegal for employers to exclude
pregnancy and childbirth from their sick leave and health benefits plans; and

= 38 U.S.C. 4212 Vietnam Era Veterans Readjustment Assistance Act of 1974, as amended that prohibits
job discrimination and requires affirmative action to employ and advance in employment qualified
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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 Rhode Island Constitution; all applicable
provisions of Rhode Island General Laws Chapter 5 through 6, and Chapter 51 of Title 28. These statutes
require Fair Employment 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 Executive 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 Rhode Island General Laws Title 28, Chapter 5 Sections 8 through 40, the Rhode Island
Commission for Human Rights shall be responsible for assuring compliance with State and Federal laws
and all applicable provisions of this Executive Order.

9. 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 shall be
responsible for assuring compliance with State and Federal laws and all applicable provisions of this
Executive Order.

12. Pursuant to Rhode 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:

Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, RI 02908

Tel (401) 222-3090; Fax (401) 222-6391; TTD (401) 222-6144

Rhode Island Commission for Human Rights
Executive Order 05-01 January 17, 2005 Page 5

180 Westminster Street, 3rd Floor Providence, RI 02903 Tel (401) 222-2661; Fax (401) 222-2616; TTY
(401) 222-2664
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Governor’s Commission on Disabilities

41 Cherry Dale Court

Cranston, R1 02920

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 Fxade [dard
and Provicence fartationa

Yoruen Sxadhin, Gaverro®

EXECUTIVE ORDER
No, £4-72
Decamber 23, 1994

WHEREAS, i ks the policy of the State of Rhode Islasd and of this
adrministrstion that Minority Busiress Exterarises and Wonen Business Enterprizes,
(nerein definad 35 *MBEs™) shall have the fullest possitle oppormunity 4o participate [n
State funded and Siate direcied public canstruction programs and projects and in State
purchases of goxds and services; and

WHEREAS, the General Assembly in 1985 enacted Title 37, Chapter 14.1,
(herein defired as the MBE statute) and therein aythorized the Drrector of the
Department of Admiristration o establish miles and regulations for giving MBE: 2
preference Tn contraed and sabxonmact awands; and

WHEREAS, on June 23, 1994, | signed Exccutive Order 94-9, reorganizing
an¢ erhancing the powers and duties of the MBE Progmm, and there is now a reed l
restructure and clarify the responsibilities of the MBE program; and

WHEREAS, 15 Governoe, I intead o ¢ffirm and cerry out the Stawe's policy of
eocouraging full complianes with the MBE starute threaghout State govemument;

NOW, THEREFORE, I, BRUCE SUNDLUN, by virue of the autherity vested
in me as Govemnor of the State of Rhode Islassd and Providence Plaatations, do hereby
order as follows: :

This Execative Order shall apply to any and all State purctusieg, including but
nct limited to sonstraction projects or convacts, professional services, ard purchase of
geods and services funced in whole or in part by State funds, or fimds which the Stat
expends or admiristers as the reciplant of a federal grent, or in which the State isa
signatory to the conrad.
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Executive Order No., 94-22
December 23, 1994
Page 2

(A) The Director of the Departiment of Administration shall assum? overall
responsibility for the MBE Compliance Program. The Director of Admiristration shall
create the positon of Administrator - MBE Compliance and shall delegate day o day
operational responsibility 1o that official. The Administrator - MBE Compliance shall
serve as the primary aperational officer of the MBE Program and shall be supported by
staff as determined by the Director, Department of Administration. The Administrator
- MBE Compliance sha!l assume responsibility as the Executive Director of the MBE
Commission and provide staff support for e Commission. The Administrator - MBE
Compliance shall, with the support of the MBE Program stafT, advice and assist the
Governor, the Direcior of Administration, the Purchasing Agent, amd other entides and
imdividuals directly affected by the contract and procurement practices of State
government, The Administator - MBE Compliance shall gssist in the development of
effective and innovaive strategies for promoting MBE participation in the State's
procurement, consiriction, professional, consulting, and lzgal service contracts in
arder o comply with R.1. General Laws Section 37-14.1-7. )

(B} The MRE Program shall:

1. Assist the Director of Administeation o issue rules, regulations and
reporting requirements necessary to implement the objective of this Executive Order.

2. Monitor the progress of each department, agency, and quasi-state
suthority or corporstion in the attainment of MBE policy objectives, pardcipation
goals, and requiretrents.

3. Conduct such activities a5 visits o job sites, public hearings and
examination of reccrds and practices of various departments as may be cecessary o
ensure compliance with the requirements of this Executive Order,

4. Arrange for technical assistance, support and resource identification
to assist the various department, agency and quasi-state authority or corporation
purchasing satities in attaining the objectives of this'Examﬁve Ordar.

5. Mentify and scek sosistancs from various communiry hased
organizations, local, state and federal agencles active in the field of MBE development
as well as offices 13 other state and federal jurisdictions.
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Executive Coder Na. 94-22
December 23, 1994
Page 3

6 Act a8 a coandinaties body #o bring MBEs into active participaton in
the purchasng prozedures of the varicws Cepartinents of the State

7. Develop o stutewide neponting system for all MBE acdvires undet
k.1, Generz] Laws Section 37-14.1.

B Conduct research and analysis to strengthen the State’s MBE
PFrogram,

1, Develap for the Director of the Department of Adninistraton
resomsiendes rules aed regulations to insure complasce and sapctlons for non-
compliance by departments, agercies and quasi-state authoriies or corporatians,

1. Submit zn Annual Report to the Governor, by November 30th of
2ach year tfor the peior fiscal year) meommending procedurss, activities, e,
lmprove the program. :

{C) The MBE Frogram shatl certify MBEs:

The responsibility for MBE certifizaion has been assumed by the Deparument of
Adminisration

1. Pussuant joR I Geperal Laws Section 37-14.1 {velating to MBE)
and Section 42-35-1 (relateg to Adminigrative Precedures), the Deparment of
Administratior shall adopt, wansfer andfor modify tules and regulatons Icr the
certificaion of MBEs. :

2. Develop a dawshase ofcertified MBES 1o be mainmined 45 a public
recerd,

3, Notify the surchasing agent of the Statz and quasi-siale authprities ot
corparations of any decermination of son-compliance with the rrquirenen:s of this
Execative Crcer oc & removal of the centification of an MBE.

e, B W —
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Executive Order Mo. 94-12
Decambear 23, 1994
Page 5

Aszociute Direcior and Purchasing Agent :
Depanmest of Administration - Division of Purchasing

Assaciate Dircoior - Department of Adeeiniseration
Divisicn of Human Resources

Stae Controlier
Depariment of Adminsiration - Office of Accounts and Contrel

Chief Civil Biguts Officer
Diepartment of Transporistion

(D} The fulowing official shatl serve as the Executive Directoe of the MBE
Commission:

Administrator «- MBE Complisace
Deparment of Administmation - Diviston of Haman Resources

The MBE Commisson shall me=t no bass than slx times per year and upon the
call of thy Chairperson or four {4) Commissicn members o consider whatever business
the Chairperson or Commission members may deerr appropriate.. Four (3} members
shell constinite a quorum of the Commission.

{A) Each governrment:] departieen:, agency and qamsi-state sutharity or
coTpocation empowercd 10 experd or administer State funds shall develop and submit as
part of its axoual budge:, an MBE plan to meet the goal of awarding 10% of the dollar
valae of all precurements nd constnction projects to sertfied MEEs,

{H#) The Directer of each departnent, agency or quasi-state authority or
corperation empowered to expend State funds, shall designase a highly placed official
("MEE Coordinator™) to have overall responsibility fer pronoting greater pariciparion
nf MRE in his or her department or agency of duasi-state authority ot corporation.

Do T
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Bxecutive Crder Mo, 94-22
Drecember 23, 1984

Pege 6

{C} Ifhe eules and regulations promulgaed by he Depanmem of
Adminstration are ot belng met, the Departmant, sgency 07 quasi-state suthority or
corporation stall submit a report w the Department of Administration's Administator -
MBE Comglisnce staicg the reasons for fls inability w0 comply with such rules and
rezwations, and idznify tye remedial steps it saall mbke. Such remedial sieps may
inelude:

1. Tacgetimg some hid Inviations o MBEs.
2. Prwoting joint vemtures between MHEs and non-MBES.

3. Requiring prime pootractors, where subcontracting spporiunitiss
exis), 10 subcomrast & minimum amouni of work on projects ta MHEs,

4. Dreyiguatiog MBEs as suggested vendor: when submittieg requeats o
the purchasing agent.

. 5, Dividing large conracts infa smaller units to afferd opparuurities foe
MBZs, wheee legally permissible, ‘

g, D«:wlnping a plan to reguire peime contraztors, whensver possible,
to purchase sapplies, servicss and equipment from MBEs.

Tiw Stale Purckasing Agers and cuasi-state authariy or corporation purchasing
apents will provide maxkoum support o cocply with the requirernents of thr MBE
siarite as stated bervin  Sush effors will include:

1. Watifying alt possible bidders, especially porntial MBE supplizrs of
purchasing for departmests, ageocies and quasi-state authorities or corporations, Such
rotfication might inchede dlrect mail, advertising in media rezching the minority
commandty, and such sther outrzach efforts as may be secessary,

2. Seeking out MBES from the lst of certified MBEs 1o be inclided in N

prospective bidder Ests, and targedog some bid invitatioes io MBEs. N

DA U
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Executive Order No, 4-12
Deceeber 23, 1944
Page 7

-,

5. Providing information @ misority suppliers and conductisg outreach anc
infyrmation sesslons for existing and poerdal MBEs.

4, Monitoriag the tilizstien of MBEs in the area af Udlity Order Parchases.

5. Provide such ‘nijrmation is may be [oquesec by the MBE Comuilssica.

6. Per'onning any such otier acrivitics that generally suppont chiectives of this
Executive Order and R.1, General Liws Sechion 37.14.1 &1 560,

This Execuive Order effectively rescinds, supersedes aad replzces Executive
Orcer Mo, #4-9.

This Bxecuive Order shali tke effect immediately upoa the date hereol.

v 7 i e 8 ot s
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SEGRETARY OF STATE
No. 93-1 AOMARETRATIVE RECCRDS OV

e : JANUARY 18, 1993

AIF RMATIVE ACVIOR POLICY STATENENT

Sinle House, I, BRICE SUHDLUN, by the authority vested in me as dovernor of
Frevidas the State of Rhole Island and Fruvideses: Plantallons, do hereby
order as Eollous:

1. Egual opporturity and Affirmative Action towsrde its
achievement is Ehe £imm and unwavering poliecy of all units of Rhode
igland State Governnent,

2. Rhede Island Staks Gevernment is commikted to praviding
equal epportunlty ir every aspect of itz programz and will not
discriminate becsuse of race, sex, netional origin, age, religlom,
sexual orientation, or disability. Because ny administration
recngrines the peed to elirirate the vestiges of past sBoclietal
discriminaticn, it will take affirmaklive action te ensure that its
employment opportunitiss are avallabls to every gualified Rhode
Islander.

2, Within sgencies, depsrtmerts pf stats government, snd those
sgencies creatad by legislative statute, the followiny zress will b=
administered witheut reasrd to race, ccler, sex, 2ge, religion,
sexual orientakbios, or Aisebility: ‘

Hiringz Work Aszlignments
Sslary/MWege Leave
. Lay-offg Training
= Transfers Recall From Lay-olfs
Fronotions Appointmants
Damoeticns : piecipling

4. In addition, py administratien wlll nct tolerate
Aiscrimination by any recipient of state government funds. This
includes lending institutions, developers, cortractors,
sub-conkractars and entities doing business with the State.
peliberate or persistent wiolaktion oF the affirmative sction
policies Eet forth herein may result in the withdrawal ol State
aupport ¢r involvement ir a project and/or debarmant from further
State involvement., Aay peison 0 Coriperaticn doing busincoo with
the State shall cocoperate with the menitoring of this policy.

The Directer of Administration shall promulgate such rules and
rogulaticns as sre necessary to effectuste compliance wizh this
paragraph.
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Executive Orier 53=1L oAt
Affirmative Rotion Policy Btatement

5. in additien te Bhode Iszlend State Government, aach and every
employes of state govermment is respoxsible for assuring khat =all
azpects of State programs for which ha/szhe ix responsible fotr are
available without discriminatien. Department Directors and thelr
senicr staff are responsible For the implementation of this policy
and they will be evaluated as to their role in this implemzntation.

€. A1l Dapsrtment Directors and appointing antkhorities shall
appoint a highly placed person, who shal report ko the Deparinent
Director and wha shall be designated as the Deparxtmental Affirnative
Aos-icn OFficar. The Depertmenc-al Affirmative Action Officer shall
at-end at least c¢ne EEQ training sassion znmually and the GEEficas
shall asgist in the development and enforcemens of afiirmative
action plans. Eich Departmental Affirmative Action Officer shail
work cooperztively with the Personrel Administrator to conduct a
guarterly review of hiring/promoticn activity within their unit to
evaluate apé report to his/her Departmeak Director on affirmative
action progress or lack jthereofE, Each Departmental Affirmakiva
Action Officer shall submit information on the status of their plans
twice annsally to their respective Departmext Directors.

7. The Governcr‘*s Executive Comnittee for Affirmative Action is
hereby established apd its membarship shall hereafter conslst of the
following: the XEO Administrator, the Exzescutive Diregtor of the
Human Rights Commission, the Exedbutlive Secretary of the Governor's
commission on the Handicapped, the Director of the Commission on
womea, the Executive Directer of the Minority Busineszs Enterpriss
Commission, tke chief of the Merit Selecticn and Clagsification
Unit, the Administrator of Purchazing Eystens, and the Personnel
administrater who shall Chair this Committes.

3. “The Committesa shall advise the Gavaincr in tre formulation
pnd coordination of plans, policies and prayrame relating to egual
opportunity and affirmestive action in 2ll Etate departments and
asgenzies and in sssuring effective inplemenzetion of such policies,
plans and programs by such agencies.

o, Upon the reguest of tha Executiva Comnittes, the IJepartment
pirector of eich Stata agency and Lhe Departmental Affirmative
Action Officer shall meet with the Committe: end report in person to
such Comesrittee on the agency's affiwmative sction program. It shall
pe the Executive Compittee Chair's responsibility to schedule such
meekings, and it shall ba the duty of every agancy head te conply
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Expcuklye Order 93-1 CECAEVRY OF STATE
Affirnakive Action Policy Bhabemant AN STRATIVE FECORDS DIV,

with such rageests for data or gther infurmation or reports as tha
Executive Compittee may dees appropriste for analysis sng ravies in
sdvarce of such meeting. '

3¢. Im additier tc tke duties of the Skate EEC Qffice =met forth
ijn Title 28, Chapter £.1 of the Bhofe Islerd Canersl Laws, the State
G CEfice shalli:

2y review the Affirmative Action plons sutoitted spnually by
cech state depactnent or agency ard prepare a comparetive enalysis
af the strengths amd weaknesses cf the pliaps;

B} make recommendations to the cepartments on proagtive policy
ipitiptives that may ephance aftfrmstive action plam objectives;

¢! pIepere an Executive Summary of the departmentnl plans for
subrissicn tp the Governar annualiy on Movember 1Sthy and

By work 't:anpa:al:Lve.!.‘{ and in comjunckion with the Dapartmantal
AEFirmative pction OFElzecs, Dapackmental M3E Coocdinators, and
Skate Officiels seeving on the Governor's Exezuklve Commikbkez Ees
AfEirpative Action.

1L, The State Egqual Opportunitby DEEice shall bﬁ repponsible For
assuring cenpliance wikh ghode Island Seneral Laws Title 28, Chapkar
5.3 aad the provisions of this Exerukive Order.

12, The Rrede Island Comrission for Human Rights shall ke
respanzible for asguring ceapliznoe with Fhode Islend General Laws
Title 23, Chapter %, Sectioms @ through 4€ and the provisions of
thiz Executive Order.

13, The Rhede Island Covernar's Commission an the Herdicepped
=hall be responsitle fox agsuring complisnce with ktode lsland
ceneral Laws Title 42, Crapter 51 and the provisions of this
executive Order,
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14. A1l units of Rhced: Islnrd State Governmant shall comgly
with all stat=e and federzl ldaws pertaining to egual opportunity and
afFirmative action incloding: b :

Rhpode Islend Fair Employment Practices hct,
mhode Islend Hamdicapped Products Procuremeckt Act,
phode Islend AIDE Discrimination Rct,
federal Ezecutive Order 11244, as amended,
Title VI and Title VI of the Civil Rights Act of 1564, a3
anended,
age Discrimination in Enployment ack of 1967,
Zguald ray Act of 1563,
zehabilitaticn Aot of 1373, SBection 504,
wnacicens with Fisabllitiss Act (ADA) of 18%0,.
wietran Era Veberans act >f 1974, .
persian Gulf Corflict Supplemental Zukhorization argd Persannel
genafits Act of 1551,
| foo Dipcriminstinn Act of 187E,
, Education Amendnents Aot of L5772 {Title IX),
civil Righks Act of 1591, .
Rhcx;ie Islapd Executive Order $2-2 {(Americsns with pissbilities
acty, ’
Rhode Eslend Executive Order 91-39 {Sexual Harassmnent}),
Rhode Islard Executive Order 92-4 (Minority Business Enterprize
Cammission), and
Rhode Islard Ezxccutive Drder $3-1 (Affirmative Action Policy
Stabemmant) «

15, Persons wich disabilicies recussking reasosable
scocmmcdation should contact their own departlent/agancy’s perscnnel
office or ADA Cab:idlinator.

16. Parsons heving guestions ¢r needing assistarce for nminority
or wonen bosinese entecprlses shopld comtact the Executive Directoy
oF the Minority Business Ertespricce Commigcion abk 2TT-E246(w) -
277-3090 (tdd).
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19. Cltizens of Fhoce 1slend believing that they have bean
giseriminated 2gainst in the pursuit of schievirg the qualiky of
1ife &5 sforementioned shoild comtack:

Governor's Comnission on the Handicapped
55t yalley Street, Building #51
Providence, RI 02903-5628

TEL. #271-3731

TDD K177-3701

FAY W1T77-2B33

KI Commission fcr Human Rights I Stake BEqual Ooportunity OfEice

15 Ahbot: Park Flace One Capitol Hill
Frovidenze, RT 02903-3754 rrovidence, RI D2908-5B65
TEY., §277-2561 TEL. #277-3090

TDp #2797-2654 ThD #277-6144

Fax #277-26148 FAY £277-6378

Tnis Executive Ordsr shall gupsrcede and rescind Executive Order
Mo, 85-11, ard become pffective imvediately on the dste hazent,

-/2-95 Ay LA

GOYEREOR)
|
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JREUARY 23, 199z

COMPLANCE WITH_THE ANERLCANE HITH DISABIDITTIES ALY

State House, . : = sax . ;
P"”ﬁ;:: WHERE#AS, the Americens with Diszbilizies Act (*ADA") was enacted
by the United S:sates Zongress on Jaly 26, 1350 to expard the civil

rights of individuals witk disabilities in Lthe aress of employment.
trapsporkation, publiz accommadations and commnicaliors; and

WHERERS, Lhe primary objective of the ADA is bto recuize
emalorers and public sorvice providers ©o eliminete any ard all
harriers, practices or policies thit mzy discrininate sgainmst o:
ptaerwiss deprive ludividuals with disabilities of the £full usc and
enjcyment of pudlic azcomnodatiors, public brangportation,
teilecommunicetior sygbems and employmnert opportunicies; ard

WHERELS, 1% was anticipa=ed thit the process of renoving any and
alt such barriers would best be e¢fiectusred by developing a
vongrehengive stetewilde plany Bné o

WHEREAS, im June of 1%91, I directed the Governor's Comuission
on the Hondicapred Lo creste & Ceordinetlng Commitzes on the ADA
that would bring representatlves from 11 segmaats of Skate
goverament togetker ko participate in joint self avalretion and ADA
compliance planaing; and

WHERELS, ths Coorldipating Committse, chaired by Nancoy
Husctod Jonpon has daveloped snd prereented we with a szxskauide plan
for moeting the nandates ¢f the AT entitled "AMERECANS WITH
TISARTLITIES ACT; SELF EVALUATION ABD COMPLTANCE PLAN TOR THE STATE
CTF FHODE :SLAKD;* {kereinaftar “ADN Conpliance Plaa™}

XY, THEREEDRE, I, BRUCE SUNDLIN, by virtue of the aulbority
wasted in e ag Qovernor of the State of Rhode Islard and Providence
Tlankations, do hereby order &8 follows:

1., 'The Zkpde Island Siate ADA Compliamcs Plan ghall be
iMplementes Eerthwith #c shab fndivriduals witk Alsabilllies woy be
fully intecrated into 81l sspecks of Rhode Igland Lifa in tho maet
cypeditions menner possible.
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5. The State Cpopdinating Committee on tha XCA 3hsll cortinue
to wxist srd shell corkinue to be szaffed by the Covarror's
Commission on the Hanéicapped. The Commictee shall adviss ard
assisk the ADA Coordirator im the implementetion ef bhe ADA
Compliance Fiem. Iz sholl elso preparo B Rtakus repart Lo kre
Gavernor or ot before Ockeber 1, 1991, and emnually therealter.

e

&. The Governar': COENISBELON 00 khe HErgizapred, tin dlsle
Y2ildiny Cermmiseion ard the Commission for Fuman Righte shacl,
whensver possible and appropriate, cooperate with and raxigt the ALA

Casrdinator koo

A&.  Ahesure camplience with the building socessibllity
ard public accommodations sactions of bhe ADN; and

B, cergy outb the dukles sf the ADA Ceerdinater
anurecated abova,

Thiz Eaccnbive Ozder shell teke effecton:tie date hersof.

- f
A“ ! ‘ L — w;,,-,‘ j I"? l ".I U‘kftf‘a}' L e

.,

Dase ' Gavarnor {
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smu;- < Hhode I=bend snd Peovidene: Plantadicans
EELCH VT CAMNELE, PRCW NEEEE

Trtward [, DiFrele | EXECITIVE BESER
S rLersor i ®Wi. 86-10
AERIL 15, 1286

RETUIGEE POLICY

PWHEEEAS, the $ta%& of Rhods 1sland khas bzes o houns an3d a
hawery for imzicrerts and refugess s:nce the beglnning of its
racoreed historyr asn

WHEEEAS, For mora taan thyee certuries people driven fooop
cheir horelands by various Forps oF pessecusion have 2omz o

¥ aré the geans to =2stso-

WNEREAS , thy Trig siztes Befuger ant of 1980, Poa. L.
Fer. SE-212, authorizes bhe grant of asylasm te refagess wad
are definad az any parscn notside Fde or her ccowortry of
natlonzlity ™who §2 unable or unwilling to refurn To, aad s
unakle ar unwilling &2 aveil Timself or becself of LIz
neokeskbion of thot! courkey bscgess of pericovtiorn or & well-
Founds=d fsar of persecuticn on socount of race, celigiat,
pnationslicy, memkerahls in a perticwlar aocisl grous.  oC
palizical opisisn®: and

WHEERERS, Fhode Tsland ccoepto and welcomes the opporbaniby
n cake part in cor netional refuges resckblemant progos
i vaLry odl Gar flalets exenslacy slazoriesl role in acci
pecpls Flioeing dangers and andus hardahips; and

H

WHEREAS, the refuges zxperlence is a majo:r Jpaeav:zl in
the lives of trmee indivilaals, ard wn crder for ihee Lo
adiust suscegsfully tc 8 new oounkry &and coaltore, o perisd of
tranziticn is rocesssEry o Iearr & new language and sulbocs;
anc |

WREERTGRE, Fhode Izlarnd rpecognizes that refugees  have
grear patantlal boloontribeie ko the 3bars and ite componitiss,
and ttat i+ 1s ir rlke irtepest of 2ll chat cheir gotentisl be
nucturad aml encoursged; and
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i
Buercnatiwe Order B4-—13
Poarr TwO !
sApril 3G, 1996

WHERERS, Lie Ehoade Islznd offize of Refugre Ressttlenent
wres oreaksd for khe purpose of implemenzing the ragquirznants
of $he Fefigen chfDF 19B0 (PLL.LE-2LI) ka assistc refugsEss in
tter abake Lo baramﬂgﬁﬂl’m sufticient as rapidly o= possibkble; ond
WHERBAE, taoe favernos = AAwisory  Councl_ on belesow
pegebtlomsnt, ccested by Exeeutive Order B5-24, was eatshlisked
fogr the porpose 3 Farging a _inkoge bstwzen the refucee
cogmunity aad tLie 1orgwr Ghede Intand souleky; and

2 fa g EEFHPF, T, Edwsmrd D. DiFrebks, by wickuae of the
aubhos ity uauLei in me as Soverror of tae Stsbke of PRhods
reiond cnﬁ FTOVlﬂﬁnff Tlagtationg, hefeby order sk direce
~he Fallaowing:

1. *the Riede Sszland dfice oF Felfuges FRosegtllenent
ehall be authorized te coordinate consultokbions anong
the Folleoywing encitles and zgeacles: wolunbary agen-
rries AMVOTARGsY gl kheir rasionzsl abfloss; Loocsl
willcimlas; =mkbote Jegy uf:u_ntb ppaaa 1y, —he Depsvrimert
of EnmlgvTEnt Srourlay, tht,Jerartmunt af Esalzh,
the geaa:tmpn’ =f #Anopan 3erwloes, tile Department of
Mantal Healkh, Retsrdation gl urspoHW 1, thz Depart—
#eent For Children erd Tholy Femidles = Deparihpert
of Doocoomic Development, the Dephs TP“ﬁ cf PrEngoor-—
+azior, ke Degarknent of Bdooation, Lne GEEice of
#he Atbocrey Osaeral  and other appropciate puslic
and gmrivats agenciacs.

,

"34!

2. mhs ahove coasultiticss shall be Lo decermins the
availabitity nf needed services a=  howzlrg
ava:ilability and copwunlity responzivensss; ko ewvalu-
ate econembe conditicos, and ko Saternine the proxin-
ity ol aegenizatlenz and iastitalicns wblsh provide
ELEDROC T, |

i
3. 211 zrensitiomal services shall ke wrewided with =

wizw to maxinize chele aocoisibllity mad oultosal

approgpristeness, The characteristics and oonlercs
cf zhe cefugee compunities saould ko taksn into
zoosurk in the sheping of spocilic 5::?3@* Aelisary
procecarss and mechanlzims wed  the Jetecmlnotion of
sl gu]Lhral and Tlngaistiszs sensitiviby.

T
T
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e iwve Order S5
Y Throeo !
sapril 15, EG84

o
-

These skake agencies as previously stated that cordact
pragraons end sotivities diveckly or ndivrectly relaot—
ing to thd service asedn of the zolfuagee populstion
shall immed.ately umdsrbake an sEfirpac-ive >larning
process wikh roegard ko refugesns. Thia >larming
pracess a2katl be oonplebed £ o toxer L, LYHBE,  anid
shall Lmelode the Eollaoving elemsnts:

. rmieeds A snt: ODebsrnining The curcent and

ESHSEm
poteneiznl raguirements refugses have for zhes.
dgen cipsz' marvioaes:
B. Current Uses MEsSsSuring arnd  ooewowppsiet fagg Sl

extent to which refugeszs rnov uge bhe services;

B!

Sgenecy Eegwine Plan £cr Refucees: Formue lat—~
LOIT & plhn. incladirg a tipeteble for inple-
mentatlion, bthat ensures that deliyery of the
agenoivcg?’ saervless ko refugees meete Lhe resds
lmen ifﬂed In the poods Anseuapesiil 203 el Lo
camp. ianze wibth Tictle VWi af the nited Stotes
Civil Righrcs oo of 13465,

5. FBhode Esiand Offics of Refuqcc Reascbtlement and
Fhode ledand Booal oportunity G Lice PBEZistanos -

rre Bhode Lzland orfice of Fafugse Reeelilessot arnt
the Rhode TIsland Dffice of Eguel Cpportunisy shall
prrawlde beghndical aseisterce o the agancies through—
izt Ehe planning proocess shall monibtct  zhe
agersing? progeess in theo mplementation of sfheir
lana. Technical assistancs whan necessary will be
q:v,:ﬁd from the Fedecrpl ¥fless Ffor Ciwil Righks

P $ 3] | I B 6 [ S I

&y StEte Agencies Freparing Adgency Servies Flans —

{
Thie fﬂ"lowﬁng shate agEnceies =shall eagage i the
piasnnisg prooeses:  the Derartment of Tamen Ssrovicoesn,
Trie ﬁe;argmnﬁt P Hoglth, the Departepent o Employ=
nr2a b Meesuall Ly The Deoepoactmenz = E (S5 R Eooloh,
Rotardatioen and Doepitals, the DeEpartwment for Thild-
rer and Thw ir Panilies, Ehe ucpﬂrtmant ot Bdoacation,




Fxecublse Crdor 86-11

Tege Pl

IURE

=he Tepartment of FEeopomic  Dewelopment, aad tle
Dﬁpﬁrtman; 2f Trapsparzalion.

TfﬁTEi&anll Bducakrns Procras -

34

RIDEF sha ;l meek regdlarly with che Jepartment of
Auestion to zoosdipaks the provisior of the trar-
siticngl progran fzc refuges  children, bilingugl
@duuatlaﬂi;r@grdns, gdule  edocablon  services, ard
ather mﬂur=3’@nz1 pgﬂgf@ﬂﬂ of spacial conosra o the
sofuges coznonliies

E@n%tltatiﬁn with Attarpey Censral

ALOEER “hull. woek with the G28:<n ot bhe AEbcrney
Ganseals ﬁnwc fically thre OLhwol Richts Miwision and
¢ DlﬂiEan nf f}m”UHﬁE Fectestion, Ln its ::fmrf

o ersure Lhet necessary state probtection and ssovices
L ¢uaijh@1e ko the relfogee populaszlor.

ﬂFEfkti“H neEcer 5hall taceeffazt on the debe aareof,

'

Fdward D. Cippste
[AOYEINOT




State of Rhode Iland wnd Provideace Plantations
| EXECUTIVE CHAMEER, BROVIMINT

Edward D). DiPrepe

Gowaraor
! EXRTHTVE ORDFR
. B5-16
Juey 23, 1985

SRCTION S0 COCRDIEATCR

WHEREAS, Tible WV t;1fi§t§':3 Rehabilitation Act o 1973 sets forth the
civil rights of handlrapped pergons; and

WEERERS, handicappsd perscns have o rignt Lo expect and gaidn scoess to
varicus baildings and propecrties which aslst Jor the betterment of all
peracns; and ;

WHEREAS, under Section 504 of Title ¥ of the kehabilitation el of
L4973 the State has been mandsted to oreaks molicies, provtlees ancd
projracs regarding acosesildlicy of Stabe-busldings and progertices o
handlcapred porsorsy and

WIEFRELS, sush a designation would zllew for the expadient ccmmllance
witli the mangste of Ssckicn 502 thoreby serving the needs of
handicapred persors An the bese possibls nanney g

i
WO, THEREFORE, by wirtne of the authoxity vested in mo &8 Governor of
the State of Fhixle Iglard end Providends: Flartaliors, it is ordersd &8
followws: |

1. The birectbor of Admirdstration is rerely desilgnated thw
state's 504 Coordinakoy zné shkall delegebe opereational
centrol to the Stote Enilding Code Cormissioner as his
desione=s.

2. Tre duties of ths Cosrdinator shall ke o cosrdinate all
sSmare pooncies dn the mplemntavion of all feders’ reles
and regulaticos aPfectng the Stats in teres of complisnoe
with the mandates of Secticn 504 of Title VW of the
R{A‘xah:?_litnt?fnn Aot of 1973

i
3. The Coordirater s dotdes ehall dncluder
¢

a. futhority to ovder departments to prepare and conplobs
trensitien plans dn zocordonioe with S04 regulatonz



Eecuitive: Goder Ko, 8516

bra Comrdinatig the formulation and ;[;pu-j_m af trarsitizm
prazs with advwizory papsels who nay reprassnb
hendimopad ooselratiors.

. Grantine Finol approwal of transielion plans and
Separtpent. e of progran aceessibd Eity.

. Managing the coBstructico, design o sliverations of
Paildings ard aclkes necessary (o boing 3311 prograns
Lbee oonplianod.

= Buthorisation to ooordinate and medistce matbors
copgetring S04 ool anes.

E. Buaistirer poblic ardd privete sectors theough the ase of
proper agencies oy tehoicel, enployment  @hd
arctitscourael matbers oonoerning 504 ecwgrliance.

g. Establishment of a conEumsr copgrlaint proceduors
necessary to rescoive all complainkts toe agenocies
pertaining wo 0L,

b The State S04 Coordinator or thse Stebte Budlding Cole

Cormmiesionpar s Ris desicnes i 11:2 ..’L_, sathorized o
initiate eoomplalntes agoirst thoese agoncles,
sdmdnistrobors, sgenbts or erployess of any depariment
er diwisicn within etate governremnt who willfwlly £a3d
20 oorpdy with e ceque rements.

. The S04 Coccdinator arsd the State Bod lding Code
Coamiss o oner £5 his designes Ehall consult wich the
Camnizman af the Covorpoer's Conrmbdszion on the
Barwdd capowsdd with respeot s Gnpleneotatior of Dhe zbowe
Sukiesm aswdl respessilbd 15 e

mhis Emorartdase Orndoer shall teke eFfaos on the date hersof. This

ey ive Oidderr pescdrpis Becotive Oodex :... =16 dated Sepiemoar 29,
1980.

Respeect: ] 1y }“:?iﬁ:

0. D SAS

Fihoard D Dd Frodes
SEOWEIHROR
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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:
(1) adopt a policy against sexual harassment which shall include:

(i) a statement that sexual harassment in the workplace is unlawful;

(ii) 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) adescription 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.

(c) 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
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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.

§ 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. 03-
01. Unwelcome sexual advances, requests for sexual favers and other verbal or physical conduct
of a sexual nature constitutes sexual harassment when (1) submission to such conduct is made
either explicitly or implicifly a term or condition of an individwal ‘s employment; (2) submission
to or rejection of such coenduct 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
mterfermg with an individual’s work performance or creating an intimidating, hostile or offensive
working environment.

In determining whether alleged conduct constitutes sexual harassment, the Division of
Human Resources will lock at the record as a whole and at the totality of the circumstances,
such as the mature 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 appoimnting 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 appeinting authenty knew or should have known of their occurrence. The
Division of Human Fesources 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 authonty 15 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 appeinting authonty may rebut apparent liability for such acts by showing that it
took immediate and appropnate corrective action.

Prevention is the best tool for the elimination of sexual harassment. An appeinting
authority should take all steps necessary to prevent sexual harassment from occwrring such as
affinnatively raising the subject of sexual harassment, expressing strong disapproval, developing
approprate 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
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 VII
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

accommodations 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 must be obtained from your physician.)

Disabling conditions include, but are not limited to:

AIDS

Alcoholism

Blindness or Visual Impairment

Cancer

Cerebral Palsy

Deafness or Hearing Impairment

Diabetes

Drug Addiction

Epilepsy

Heart Disease

Mental Retardation

Mental or Emotional Illness

Multiple Sclerosis

Muscular Dystrophy

Orthopedic

Perceptual Disabilities such as: Dyslexia, Minimal Brain Dysfunction, Development Aphasia or
Speech Impairment

Other

ODoooooooooooogoogoo-g

O

00 Yes, I request a Reasonable Accommodation Needs Assessment Review
1 No Reasonable Accommodation is needed at this time

Signature: Date:

RIEEO 5/09A

REVISED 7/02/2002
RI SEOO (401) 222-3090

Additional Comments:
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L STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

Division of Equity, Diversity and Inclusion
State Equal Opportunity Office

One Capitol Hill

Providence, RI 02908-5890

401-222-3090

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 (DEDI). 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:

[0 Complete a Complaint Form - Fillable .pdf available at www.hr.ri.gov
[0 Phone 1-401-574-8381
00 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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DISCRIMINATION COMPLAINT INFORMATION FORM

1. Complainant Information:
State your name and address

Name

Address

City State Zip Code

Telephone Number(s)/Email Address
Work:

Cell:

Home:

Email:

2. Name of Department:

3. Name of Inmediate Supervisor:

4. Name and title of individual(s) who
allegedly discriminated against you

Name Title
Name Title
Name Title

5. Basis of alleged Complaint:

____Race

____Color

_ Sex

__Age: (40 or above)

____National Origin

_ Disability

_ Religion

___Sexual Orientation

__Gender Identity or Expression

_ Unlawful Questions (atrest
record, criminal conviction, or
other)

__ Retaliation

Explain Basis:

Date of alleged violation:

Place of alleged violation:

( )

Case Number

RIE00-03-87 Revised 2018

92



8. Explain what happened and how you believe you were discriminated against (attach additional paper as
needed). Indicate who was involved. Be sure to include how other persons were treated differently from
you. Also attach any written material(s) pertaining to your complaint.

9. Why do you believe these events occurred?

10. Have you brought this complaint to anyone else’s attention?

11. Please list below any persons (witnesses, fellow employees, supervisors, or others) that we may contact
for additional information to support or clarify your complaint.

Complainant Signature Date Interviewing Officer

PLEASE CONTACT DEDI/State Equal Opportunity Office at (401) 222-1452 or RI Relay:
711 for assistance if you have a disability and require a reasonable accommodation to
complete this form.

RETALIATION OR COERCION STATEMENT

An employee or agent of the Department of Revenue 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.
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EXIT INTERVIEW SIGN-OFF FORM

DIVISION OF EQUITY, DIVERSITY, AND
INCLUSION (DEDI) STATE EQUAL
OPPORTUNITY OFFICE
One Capitol Hill
Providence, RI 02908-5865

eoo.compliance@doa.ri.gov

Rhode Island Department of Revenue

NAME OF EMPLOYEE (Please print or type)

The Division of Equity, Diversity, and Inclusion in collaboration with the Division of Human
Resources has established this exit interview process in order to assess the overall employee
experience while working for the state, to assure that terminating employees are not leaving

because of discriminatory circumstances, and to identify opportunities to improve retention and

engagement.

I hereby acknowledge that I understand the above and certify that I have received the
Confidential Exit Survey from the Division of Human Resources and that the completed
Confidential Exit Survey must 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

placed in my personnel file.

SIGNATURE OF EMPLOYEE DATE EMPLOYEE SIGNED

s s sk ok ok ok ok ok sk o sk R R R R R R SRR Rk ook skokoskskokoskokkok

DATE EXIT INTERVIEW WAS SIGNATURE OF HUMAN RESOURCES
GIVENTO EMPLOYEE REPRESENTATIVE

be

INSTRUCTIONS:

The Human Resources Representative must distribute a copy of the Confidential Exit
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. (eoo.complaince@doa.ri.gov) immediately upon completion.
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Rhode Island State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY

As a terminating employee, you have the option of an exit interview with the DEDI/State Equal
Opportunity Office to discuss any information related to harassment and/or discrimination, and you
also have the option of an exit interview with a Human Resources Representative to share any
information regarding your work experience. To schedule an in-person interview please e-mail
eoo.compliance@doa.ri.gov for DEDI/State Equal Opportunity Office or the Division of Human
Resources directly at 401-222-2160 or by e-mail at doa.hrcontact@hr.ri.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, etc., then
we are required to take action and information may need to be confidentially divulged but will not
compromise the departing employee. The information will be used as a tool for change and
improvements and will not be made part of your personnel record and will not be used to respond to
reference checks by future employers. We ask that you be as honest and fair as possible. Thank you for
your contribution to the improvement of the State of Rhode Island.

NAME: JOB TITLE:
ADDRESS: DEPT./ AGENCY:
DIVISION/ UNIT:
TELEPHONE: DATE HIRED:
EMAIL: DATE DEPARTED:

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

Race/Ethnic Categories

White @ American Indian or Alaska Native [1 _ Hispanic [

Black Native Hawaiian or Pacific Islander L Two or More Races ||
Asian

Gender Categories Other Protected Classes

Female [ Disabled [

Male [ Veteran [

Age: 40 & overl[]

10F 4
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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 [ No I

Please explain:

5. Do you feel career opportunities were adequately afforded to you?
Yes [ No [

Please explain:

6. Did you feel free to go to your supervisor about your job?
Yes [ No [J

Please explain:

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

Yes [ No [J

Please explain:

8. Didyou receive fair treatment while employed?
Yes [ No [

Please explain:

9. Doyou feel you were discriminated against?

Yes [] No [

Please explain:
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10. Would you seek employment with the State of Rhode Island at a future date?
Yes [ No [J
Please explain:

11. Would you recommend employment with the State of Rhode Island to your friends and family?
Yes [l No [
Please explain:

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

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

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

Comments

3of4
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CONFIDENTIAL EXIT SURVEY INQUIRY
(conhmed)

Conrnents

Submission Instructions

Please =-muil this form to eoocomplisnceddon. ri goy with 5ubj::t line: Exit Interview For [YDUR

AGEMCY NAME]. Thiziz 2 cordidential a-mail and all oorraspondznce will be trezted with the upmost
care. [fyouare tnmpletin5 thiz form omline, the form will be sent to our oonfdential =-mail upon

pressing submit
o may also mail this form to:

ODEQState Eqgual Opportunity Office, Dme Capitol Hill, Prowidence, RI 02508

4 of 4
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RIECD-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION (Revised September 2018)

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY/STATE EQUAL OPPORTUNITY OFFICE
AFFIRMATIVE ACTION FILE

TO BE COMPLETED BY APPLICANT OR EMPLOYEE ONLY

Applicant or
Employee
Address
MNumber Street City State Zip Code
NOTE: When selecting racial/ethnic category, you must select only one of the boxes numbered 1 through 7. Female [ Male [J

1 - Black or African American (Not Hiﬁpanic or Latino} O 2 —Hispanicor Latino 0 3 — American Indian or Alaska Native (Not Hispanic or Latino) O

4 - Asian (Not Hispanicor Latino) 0 5 —White (Not Hispanicor Latino) O 6 — Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino) 0

7 - Two or More Races (Not Hispanic or Latino) L[] Disabled [] veteran [ Disabled Veteran [] Age: 40 & Over [
FOR PERSONNEL USE ONLY
Department, Division
Appropriation Account No. Pay Grade, Position No.
Incumbent”* (Use this selection for cument employees who are requesting a change to their demographic designation)
Promotion Transfer Hired List Nolist. _ _ Offered __ NotOffered_ _ Refused__ _

Reason for Action

Interviewer/HR Staff Date,

RACIAL/ETHNIC CATEGORIES

1 —Black or African American (Not Hispanic or Latino) - A person having erizins in any of the black racial groups of Affica.
1 - Hispanic or Latino — A persca of Mexican, Pusrto Rican, Cuban, Cental or South American, or ether Spanizh culturs or erizin, regardless of
Tace.

~ American Indian or Alaska Native (Not Hispanic or Latino) - A persoa having origins in any of the origival peoples of North America and
South America (including Central America), and who maintains tribal affiliation or commwunity atiachmant.

4 - Asian (Not Hispanic or Latino) — A person having erigins in any of the eriginal paoples of the Far Ease, Sourheast Asian, or the Indian
subcontinent inchuding for exampls, Cambedia, China, India, Tapan, Koraa, Malaysia, Pakistan, the Philippine Islands, Thailand, and
Vigtnam.

§ — White (Not Hispanic or Latino) — A persea having origins in any of the ariginal paoples of Europe, North Africa, or the Middle East.

6 — Native Hawalian or Other Pacific Islander (Not Hizpanic or Latino) - & per:an having origins in any of the orizinal peoples of Hawaii,
Guam, Samen, or other Pacific lands.

7 —Two or More Races (Not Hispanic or Latino) — A person who primarily identifies with two or mare of the above rce categeries.
DISABLED:

All persens with 2 physical or mental impairment that substantially Xmits ons or moers major lifs actvitizs. Majec 1ife activities include, but ars
not limitad 1o, caring for oneself, performing manual tasks, sexing, hearing, eating. sleeping, walking, standing, lifting, bending. speaking.
breathing, learning reading. concentrating, thirking, commuricating and working., A major life activity also inchudes the operation of a major
bodily ﬁ.mcuor_. mc}udmz, but net limitad te, finctions of the immune system, normal c2ll growth, digestive, bowel. bladdar, peurelegical brain,
respimtory, circulatory, endocrine, and reproductive finctions. A history of such disability, or tha belief cn the part of others that a perzon has
such a disability, whetherit is so or pot, 2lso is recognized asa dzsabx]m by the regulatica.
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EQUAL OPPORTUNITY ADVISORY COMMITTEE GUIDELINES

Equal Opportuni
Advisory
Committes
| Required RIGLY 28-5.1 |

Diversity Advisory| 2 g i
Council Diversity Liasions
Sub-committes Ewecutive Order 13-05
Diversity Affinty J

Group

Descrinti

The Equal Oppertunity Advisory Committee (EQAC) 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 partmership with ODEQ and hisher Human Resources
hiring managers and purchasing staff, will assist with developing, implementing and monitoring
diversity hiring geals and measuring and menitering 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
crganizational 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 subcommuittee 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 2022-2023

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, persons with disabilities, and veterans

2. STRUCTURE:

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

Minutes

QEEHUOW>

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

Review monthly progress reports

Issue a progress report to agency head quarterly

ISRt s

Q™

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.

6. AGENCY HEAD: ' 106



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:

Bearee Henglatsamy, Programming Services Officer
State Equal Opportunity Office

Division of Equity, Diversity and Inclusion
Department of Administration

One Capitol Hill

Providence, RI 02908

TEL # (401) 222-3090

Rhode Island Relay: 711

Email: bearee.henglatsamy@doa.ri.gov
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ENFORCEMENT AGENICES

Department of Administration

Office of Diversity, Equity and Opportunity
State Equal Opportunity Office

One Capitol Hill

Providence, RI 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, RI 02903-1918

TEL # (401) 222-2661/ Voice

TDD # (401) 222-2664

FAX # (401) 222-2616

U.S. Equal Employment Opportunity Commission
1801 LL Street NW

Washington, D.C. 20507

TEL # (202) 663-4900/ Voice

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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