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Dear Director Licht:

In accordance with the Rhode Island General Law 28-5.1, T am respectfully submitting our
Department’s Annual Affirmative Action Statistical Report for the period of July 1, 2012 to June
30, 2013 and Affirmative Action Plan for July 1, 2013 to June 30, 2014,

Please review and sign for submission to Raymond Lambert, Administrator of the State Equal
Opportunity Office.

Should you have any questions, please contact me at 222-6880.
Sincerely,

Kathleen M. Lanphear
Deputy Personnel Administrator/Acting Human Resources Administrator

ce: Kenneth Kirsch, Executive Director
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AGENCY ORGANIZATION AND STRUCTURE

Statutory Awuthority, Section 42-11-2 of the General Laws of Rhode Island, established the
Department of Administration in 1951. The Department of Administration provides supportive
services to all Rhode Island departments and agencies for effective coordination and direction of
state programs within the framework of a changing administrative and fiscal environment. The
Department also provides policy direction for executive leadership in a variety of financial and
administrative matters and is responsible for the statewide implementation of policy decisions
affecting the organization and delivery of state run and state supporied services.

The Director of Administration heads the Department. The organization is comprised of the following
programs encompassing all our employees: Central Management (Office of Director, Legal, and
Central Business Office), Accounts and Control, Budgeting, (Budget Office), Central
Procurement (State Purchasing, Minority Business Enterprise), Auditing, Human Resources,
(Executive Director/ Operations, Personnel Administration, Equal Opportunity, Outreach & Diversity
Office, Office of Training and Development), Personnel Appeal Board, Facilities Management {
Assaciate Director, Building and Ground Maintenance, and State Energy Office, Capital Projects &
Property Management (Office Management, Capital Projects, Property Management, State Building
Code Commission), [nformation Technology (IT, Central Mail Services), Library & Information
Services, Planning (Statewide Planning, Local Government Assistance, and Housing and
Community Development), General , Internal Service Fund (Workers’” Compensation Fund, Central
Utilities Fund, Data Processing, State Fleet, Office of Digital Excellence, and Office of
Management and Budget.
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PART II

PLAN ADMINISTRATION



DEPARTMENT OF ADMINISTRATION 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 Administration supports affirmative action and equal opportunity. The Department
of Administration pledges that i 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, handicap/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, certification, appointments, working conditions,
job 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, handicap/disability, veteran
status, sexual orientation, or gender identity or expression. The Department is committed to employ
gualified 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,
handicap/disability or any other protected status. Harassment is defined as verbal or physical
conduct, interfering with an individual's work performance or creating an intimidating, hostile, or
offensive working environment.

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

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 Ameticans with Disabilities Act/504 Coordinator for the Depariment is James Pitassi.

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

The Human Resources Administrator is responsible for ensuring that the program is coordinated
within the Department of Administration.

As the Director of the Depar

ent of Administration, | assume the responsibility for ensuring that this
aqual opportunity policy will }

within the Depariment.

/'\ i
Richard A. 4cht, Director
Department of Administration



ASSIGNMENT OF RESPONSIBILITIES

DIRECTOR

The Director is responsible for ensuring that the Equal Opportunity Policy and Program is
implemented within the Department of Administration.

ADNINISTRATORS, EXECUTIVE DIRECTORS, ASSOCIATE DIRECTORS, CHIEFS, and
SUPERVISORS

The Human Resources Administrator for the General Government Service Center is
responsible for developing the goals for Affirmative Action.  All administrators, executive
directors, and associate directors are responsible for working with the Depariment’s Equal
Opportunity Officer/Liaison in demonstrating positive results in employment, appointment,
and delivery of services to minorities, females, and the handicapped/disabled.

The personal involvement of management is required for the success of the Equal
Opportunity Program through adherence to the following guidelines:

a.

Managers must be familiar with the Affirmative Action Plan. Furthermore, they must
ensure that all employees are knowledgeable of current directives and the Equal
Opportunity Program, and must establish procedures for ensuring the maximum
implementation of these directives and program.

All administrators and interviewing officials of the respective Divisions must take positive
actions {o ensure that qualified minority, female and handicapped/ disabled persons are
encouraged to apply for employment, promotions, and fraining (when monies are
available), and are afforded equal consideration along with other employees.

Supervisory personnel are responsible for maintaining a work environment free of
harassment and hostility.

Managers must be creative, open-minded, and flexible in implementing the spirit and
intent of this Plan.

Supervisors are responsible for ensuring the attendance, at the earliest opportunity, of all
newly hired employees at the Equal Opportunity, Harassment/Sexual Harassment, and
Diversity Orientation Training Program conducted by the Human Resources Outreach &
Diversity Office. Both employee and the supervisor are notified by the General
Government Service Center within the Division of Human Resources of the scheduled
meeting.

The executive directors, associate directors and management staff need to actively
encourage employees to attend career enhancing training programs (when monies are
available), including programs offered by professionat organizations and coliege courses.



EQUAL OPPORTUNITY ADVISORY COMMITTEE (ECAC)

The Equal Opportunity Advisory Committee is comprised of Department employees who
meet monthly and act as an advisory body to the Director on all matters relating to equal
opportunity and affirmative action. The Department's tqual Opportunity Advisory Committee
assists the Director, Executive Directors and the Associate Directors in developing and
monitoring a comprehensive equal opportunity and affirmative action program.

a. The Committee assists in the preparation and implementation of the Department's
Affirmative Action Plan.

b. The Committee reviews the Department's equal opportunity practices.
c. The Commitiee serves as an advisory body to the Director.

d. The Committee assists in the dissemination of information concerned with equal
opportunity and affirmative action to all employees of the Department.

Minutes of the meetings and notice of upcoming meetings are posted on the bulletin boards
of each floor's break room in the Justice William Powers Building. These minutes are also
sent to our satellite offices for posting on their bulletin boards.

DEPARTMENT OF ADMINISTRATION EQUAL OPPORTUNITY ADVISORY COMMITTEE
MEMBERS:

I. General Government Service Cenier, Becky Rodrigues, White Female, Human Resources
Technician
2. Information Processing, Robert Fiynn, White Male, Principal Programmer Analyst (OlP)

3. State Employees Workers’ Compensation, Hurtis Mifchner, Black Male,

Manager, Workers' Compensation Program Administration
4. Statewide Planning, Kim Gelfuso, White Female, Information Services Technician {l, Honorary
5. Statewide Planning, Kevin Nelson, White Male, Principal Planner, Honorary



HUMAN RESOURCES ADMINISTRATOR

The Human Resources Administrator for the Department is responsible for ensuring
implementation of the policies described in the plan. in addition, he/she is responsible for
compiling the EEQO Statistical reports involving the Department.

AMERICANS WITH DISABILITIES ACT/504 COORDINATOR

James Pitassi of the Human Resources Division is designhated as the 504 Coordinator for the
Department of Administration. This entails coordination of all divisions in the implementation
of all federal rules and regulations affecting the Depariment in terms of compliance with the
mandates of Section 504 of Title V of the Rehabilitation Act of 1973,

DISSEMINATION OF PLAN AND POLICY

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

a.

The Director shall issue a memorandum to all executive directors, associate directors and
chiefs stating the importance of their support in this endeavor.

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

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

Equal Opportunity posters and information will be posted on bulletin boards and in
various offices, including the Office of Personnel Administration.

A copy of the plan will be distributed to all supervisors and to any employee (for review)
upon request.

A copy of the plan will be posted on the Human Resources Website at www.hr.ri.gov.



COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

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

1.

2

9.

Candidates from both sexes will be recruited for all jobs.

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

. Whritten personne] policies indicate that there will be no discrimination on the basis of sex.

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

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

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

Pregnancy leaves of absence for female employees are granted on an individual basis,
depending on an individual's physical condition, under the Department’s leave of absence
policy. Parental leave is afforded to all employees for the purpose of child raising in
accordance with Personnel Rule 5.0681 (d) and State and Federal FMLA provisions.

Where seniority lists or lines of progression are used they shali not be based on an
empioyee’s sex.

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

10. As openings occur, the department will take affirmative action to recruit and place women

11

12.

in those jobs in which we have determined that females are under-represented.

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

The Deparirment recognizes its obligation to provide a work atmosphere free of
harassment and intimidation. Any forms of sexual harassment, such as unweicome
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 letter in support
of the federal guidelines on sexual harassment.



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 sirive to
fulfill requests for religious accommodation through voluntary substitutions, flexible work schedules,
changes in job assignments, or {ransfers. 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.

10



POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Depariment of Adminisiration fully endorses and cooperates with the State Equal Opportunity
Office’s grievance procedure which provides for prompt and fair resolution of compiaints 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 handicap/disability. (A copy of the Grievance
Procedure should be posted along with this statement.) You may contact the State Equal Opportunity
Office for further information at 2223000, TDD 222-8144.

/ /
Rickérd A. Licht’ Directdr '

Department of Administration

POLICY ON SERVICE DELIVERY

The Depariment is committed to providing fair, courteous, and equitable service to the public. The
Department will make every effort to provide interpretive services to the non-English speaking public.
As per Rhode Island General Law 28-5.1 of the State of Rhode Island, all Divisions of the Department of
Administration shall render services to all persons without discrimination based on race, color, religion,
sex, age, national origin, sexual orientation, gender identity or expression, or handicap/disability. Each
Division is further responsible for making sure that discrimination does not exist in any programs and
activities if assists. This includes grants, contracts, and all areas where the State dollar is spent.

If any person feels that he/she-fias been (iiscrimmated agalnst helshe may contact the Office of

Kichard A. Licht, Director
Department of Administration

POLICY ON CONTRACTS

In accordance with Rhode Island General Law 28-5.1, the Department of Administration shall require
that ali contractors and suppliers of goods and services sign contracts containing an Equat Opportunity
Clause. The clause shall state that the parties agree to adhere to the provisions of all applicable laws,
rules and regulations, both State and Federal, including, but not limited to Rhode Island General Law
28-5.1, Title VIl of the Civil Ri Act of 1964, Rehabititatson Act of 1973 and Executive Orders 11246
and 11375, Every effort wilkbe e to solicit-bids from Minority Business Enterprises and Women's
Business Enterprises. This polic inue to be posted in conspicuous areas.

’Richard A. Licht, Director
Department of Administration

11



POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES AND VETERANS

The Department of Administration is fully commitied to meet 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 Law 28-5.1, Executive Order 92-2 and the
Vietnam Era Veterans Readjustment Act of 1974,

It is the poiicy and practice of the Department of Administration 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 fo employ qualified individuals with disabilities, and covered veterans, in such a way as fo
ensure understanding and acceptance.

The Department will contact recruiting sources such as Vocational Rehabilitation Services, the
Departiment of Human Services and appropriate educational or training institutions to assist in
recruiting qualified individuals with disabilities and covered veterans.

James Pitassi of the Office of Personnel Administration is designated as the 504 Coordinator for the
Department of Administration, 13 entails coord natson of all divisions sn the amplementation of all
Federal rules and regulations

Richard A, Licht, Director
Department of Administration

12



PART III
PROGRAM STATISTICS
AND

EVALUATION
(2012-2013)
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SELF EVALUATION
(7/1/12-6/30/13)

The Department of Administration (DOA) is composed of many divisions that deal individually with the
hiring process. Unlike other departments, we still have a decentralized design with regard to hiring.

The Department’'s Human Resources Adminisirator is the Program Coordinator and is responsible for
assuring an aggressive Equal Opportunity/Affirmative Action effort.  The responsibility is carried out
through policies, procedures, monitoring, and iraining designed to assure equal employment opportunity
and affirmative action with respect to all phases of hiring and employment and assuring the protection of
applicanis and employees against unlawful discrimination on the basis of race, sex, sexual orientation,
gender identity or expression, age, national origin, or religion.

AFFIRMATIVE ACTION GOALS

For the analysis of hires, promotions, and terminations, please refer to the section “APPLICANT FLOW
DATA." Please note: the promotions listed in those statistics only reflect promotions as a result of
recruitment to vacancies not the reallocation process.

There are eight EEO job categories ranging from A-H. The EEQ codes are assigned by job category,
not pay grades.

The Department did meet its female goal in the Official/Mangers Administrator Category, but did not
maintain the minority goal in this category. The Department met and surpassed its goal in the female
Technicians category by hiring five {5) females, but did not however, meet the Profeclive Services
Category. And, finally the Department did not meet its goal in the minority, Administrative Support
category.

It is important to note that of the fifty-two (52) employees hired by the Depariment for the plan year,
twenty-one (21) were females, and fwo (2) were minorities; and of the ninety-five (95) promoted by the
department, fifty-five (55) were females and three (3) were minorities.

The Department will continue to work towards achieving all of its affirmative action goals.

POSTING OF POSITIONS

During the Plan Year, agency vacancy notices were disseminated within the Department; posted on the
State of Rhode Island website and forwarded to all state agencies. Additionally, the Department posted
some vacancies on external on-line commercial recruitment sites to expand the applicant pool. The
Department also has postings placed in minority publications depending upon the nature of the job and
the funding to advertise,

EMPLOYMENT AND SELECTION PROCESS

Fifty-two (62) employees were hired or appeinted at DOA during this Plan Year. Twenty-one (21} were
females.

TRANSFER AND PROMOTION PRACTICES

Ninety-five (95) DOA employees were promoted during this Plan Year. Eleven (11) were minorities and
Fifty- five (55) were females.

14



AGENCY: Administration DATE: 711/12-6/30/13

EQUAL EMPLOYMENT OPPORTUNITY/CIVIL RIGHTS

COMPLAINT PROFILE
COMPLAINT STATUS
Date :I"‘ype Basis Under
Filed {internal or External) | (Race, Sex, etc.) | Pending Investigation Resolved
April, 2013 Internal Age June, 2013

15




TRAINING PARTICIPATION SUMMARY

AGENCY: Administration DATE: TI12-8I30M13
Male Female
Asian/ American Asian/ American
EEQ Totat Number | Number | Number . " . " . . . § .
. : ) - White | % Bilack % Hispanic % Pacific % Indian % fwhite] % Black | % Hispanic % Pacific % Indian %
Job Gategories | Trainees | Disabied § Minority § Fernale (siander Afaskan tslander Alaskan
Officials/
Managers 2 2 1 1 50% FHEHBE 0% 0% 0% 1 50% 0% 0% 0% 0%
Administrators
Frofessionals 14 8 1 7 7 50% 0% 0% 0% 0% ] 43% % 1 7% 0% 0%
Faculty 0% 0% 0% 0% 0% 0% C% 0% 0% #DIVIO!
Technicians 1 3 1 100% 0% 0% 0% 0% 0% 0% G% 0% 0%
F;r::ﬂ‘f 0% 0% 0% 0% 0% 0% 0% 0% 0% #OIVIO!
Para“ 0 0 0, 0 9, 9 0, 0, 0 H
Professionais 2 0% 0% 0% 0% 0% 0% 0% % 0% #DIV/IO!
Ad";i?;;‘;ft““e 5 1 2 2 0% 0% 0% 0% 0% | 3 | so% 0% 1 | 20% 0% 1 20%
Skilled Craft 0% 0% 0% 0% 0% 0% 0% 0% 0% #DIVIG!
Ma%egri:ice 1 2 1| 100% 0% 0% % 0% 0% 0% 0% 0% 0%
Totals 23 18 3 10 10 43% [+ 0% [} 0% 0 0% [ 0% 10 43% i 0% 2 9% 0 0% 1 4%
Total Percent:
Minority: 13%
Female: 43%
Disabled 70%
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AGENCY: Administration

DATE:

DISCIPLINARY ACTION

711/12-6/30/13

DISCIPLINARY
ACTION TAKEN

White

Black

Hispanic

Asian/Pacific
Isiander

American
Indian
Alaskan
Native

Disabled

Male | Female

Male | Female

Male | Female

Male | Female

Male ! Female

Male | Female

Suspension
{Indefinitely)

Suspension
(Specified Time)

Loss of Pay

Written
Reprimand

Duty On Off
Days

Oral
Reprimand

Termination

Other (Explain}

TOTAL

17

The disproportionate treatment of any ciass should be a warning to an administrator
that counseling of supervisors is necessary.

Oral reprimands, if noted in supervisors’ ratings or written reprimands, should be
included in the graph,




AGENCY: Administration DATE 71412-6/3013

Applicant Flow Data
MALE Female
eh .| = o Ik ~ | = o 3%
Pal w X & jxZi=z 3 o X S % TE| &
SlS | S| % 22|85 6| 2|5 |¢ |23|88) 3
|3 BTz | ¢ z | a 2 |25’
< <
APPLICANTS
OFFICALS/ADMINISTRATORS | 114 || 66 11 10| 0 39 0| 1] 0] 0
PROFESSIONALS 94 140 | 6 | 1] 0] 0|0 Al 112 3|00
FACULTY 0
TECHNICIANS 59 29 3 5 1 1 0 17 G 3 0 0 0
PROTECTIVE SERVICES 4] 0 0 0 0 0 0 0 0 0 0 0 0
PARA-PROFESSIONALS 29 3 1 0 0 0 0 24 1 0 0 0 0
ADMINISTRATIVE SUPPORT 24 1 0 0 0] 0 Q 20 G 2 1 0 0
SKILLED CRAFT 41 139 | 1 0l 0] 0] o 1T loelo] o] 0] o0
SERVICE/MAINTENANCE 18 10 0 1 0 0 1 3 1 2 0 0 0
TOTAL 379 | 188 | 14 8 2 1 1 145 6 g & 0 0
HIRES
OFFICALS/ADMINISTRATORS 18 8 0 G 0 0 0 9 0 1 0 0 0
PROFESSIONALS 2] 8]0 6] 01 0] 0 3]0 0] 1]0]0
FACULTY o
TECHNICIANS 9 e ool oo lo 31 o0l0]o0o] o]0
PROTECTIVE SERVICES 0 0 0 G 0 0 0 0 0 0 0 0 0
PARA-PROFESSIONALS 4 0 0 G 0 0 0 4 0 0 0 0 0
ADMINISTRATIVE SUPPORT 0 G 0 G 0 0 0 0 G 0 0 0 0
SKILLED CRAFT 8 | 8l 0o]o]o]o]o 0o lolo| o] o]0
SERVICEAAINTENANCE 1 1 0 0 0 0 0 0 0 0 0 0 0
TOTAL 52 31 0 o 0 o 0 19 v, 1 1 0 0
PROMOTIONS
OFFICALS/ADMINISTRATORS | 26 || 117 0 1 0 | 0 | & | © ] 0l0] 0] 0] 0
PROFESSIONALS 27 9 3 0 0 0 0 14 0 1 0 0 0
FACULTY
TECHNICIANS 14 4 0 Y G G 0 8 o) 1 0 0 0
PROTECTIVE SERVICES ofojololoio o [ololololo
PARA-PROFESSIONALS ¢] 1 Q 0 G 0 0 8 0 0 4] 0 0
ADMINISTRATIVE SUPPORT | 12 || 0 | 2 ] 0 | 0 | 0 | © 9 ol 1]o 0o
SKILLED CRAFT 8 7 1 0 O o G 0 0 o] G 0 G
SERVICE/MAINTENANCE 2 0 1 0 G 1 G 0 0 0 G 0 0
TOTAL 05 32 7 0 v 1 & 62 0 3 0 0 g
TERMINATIONS
OFFICALS/ADMINISTRATORS 7 7 g 0 0 0 4] 0 0 0 0 0 0
PROFESSIONALS 8 4 4] 0 Y] 4] 0 3 0 1 0 0 O
FACULTY 0
TECHNICIANS 3 2 4] 0 0 0 4 1 0 0 0 4] 0
PROTECTIVE SERVICES 0 4] 4] 0 0 0 g 0 0 o] 0 4] 0
PARA-PROFESSIONALS 300 0] 0] 0] 0o 3lololo]o] o
ADMINISTRATIVE SUPPORT 8 2 4] 0 0 0 o] 4 0 0 0 0 4]
SKILLED CRAFT 3 3 G 0 0 0 0 0 0 0 4] 0 G
SERVICE/MAINTENANCE o fo ool oo o 0o lololo]o]o
TOTAL 30 18 0 0 Q 0 0 11 Q 1 G 0 G

**Also Includes disabled in appropriate job categories.
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APPLICANT DATA

AGENCY: Administration RATE:  7/1/12-6/30/13
[ Apphicans

Classification :z:t;oer; CaﬁeE;ry Union 5‘:2;1 List [Ne List ‘ngi{:f Minority] Female] Disabled Hire | Promotion T\:@:;::r Grade
ADMIN, OPERATIONS MANAGEMENT 4acg4 A X X 2 t 1 G 5F 00141A
ADMINISTATOR FINANCIAL MSMT oos7 A X X ! 9 5 8 sF O0137A
ASSOC DIR FOR POLICY.PLANNREG ocoo4 A X X ! 0 0 o 5M 00843A
ASST DIRECTOR FOR SPECIAL PROJ 20003 A X X 2 1 2 ¢ aF 001414
CHIEF BUREAU OF AUDITS 00001 A X X 3 0 4 G S¢ 001454
SHIEF BUYER (DOAGE) 00256 A X X 2 1 1 0 5M 001324
CHIEF BUYER (DOA/OP} 00263 A X t 0 2 0 5F 001324
CHIEF DIGITAL OFFICER 90001 A X X 8 1 i 0 SM 00B56A
CHIEF EMPLOY REL OFFICER 009 A X X e o i 0 5F 001304
CHIEF OF STRATEGIC PLANNING, M 00002 A X X 2 1 i 0 SM 00143A
CHIEF PROGRAM DEVELCPMENT oacot A X X 1 9 2 0 5F 00134A
CHIEF PROGRAM DEVELOPMENT 0008 A X X 2 0 i 0 M 0C134A
CHIEE PROPERTY MANAGEMENT 00603 A X X 4 g ! a M 001414
OEPUTY PURCHASING AGENT oo26s A X X 4 a ! 0 s C0t41A
DIRECTOR, OFF OF MAMT & BUDGET . A X X 1 9 9 g 5M COB52A
INFO TECH PROJECT MGR (DOA) 00003 A X X 2 1 4 0 5F 00143A
SNTERDEPARTMENTAL PROJECT MGR 00005 A X X o 0 3 9 5 00139A
INTERDEPARTMENTAL PROJECT MGR 0ao08 A X X 4 0 1 0 5F 00138A
PROJECT MANAGER | (DOA} 00152 A X X 4 2 i 0 SM O0137A
FROJECT MANAGER | (0083 00153 A X X 8 9 0 a 5 801374
PRGJECT MANAGER | (DOA} 00316 A X X 0 a o 0 i 00137A
PROJECT MANAGER I (DGA) 00011 A X X 3 0 2 0 5F 001394
SENIOR IT PROJECT MAMAGER (DOA 00602 A X X e 0 o o 5F ‘ 00148A
SYSTEMS ADMNISTRATOR (MHRH) 02003 A x X 3 o 1 0 5F 00139A
TECH SUP MGR GINDUNETITELE} 0coog A X X & 9 2 0 Sl ] 00138A
ASSISTANT BUSINESS MANAGEMENT ootz B X X 1 8 2 2 SF 003194
BUDGET ANALYST | 00291 B X X 5 2 4 2 5 Q0B2BA
EUDGET ANALYST | 00292 B X X G o] o] 4] 4F Q08284
BUDGET ANALYST I 00331 B X X ! 2 i 8 5M 00831A
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APPLICANT DATA

AGENCY: Administration DATE: T/1/12-6/30/13
Applicanis

Classification Egzi%:::; CaEteEg%w Union S:E; List | Mo List ":kz‘lt: Minority| Female| Disabled | Hire | Promotion Tﬁ;‘:ifretr Grade

CEN ACCTS PAY SPRVSG PR L DOA 06263 B X X o 1 2 o F 003244
COMM LIAISON RELATIONS COORD 0600% B X X o ¢ 9 0 SF 001354
HUMAN RES ANALST HCLASSIORS) 0po22 B X X e e 0 0 58 001294
HUMAN RES ANALYST || (GENERAL) G001 B X x o 0 0 o sF 001294
HUMAN RES ANALYST Il {GENERAL £0035 B X x ! L 9 0 5F 001334
HUMAN RES ANALYST Ill (GENERAL oooes B X X 0 0 0 9 5F 00133A
HUMAN RES ANALYST IIfLAB REL) 00004 B X X o 0 0 0 5F 00133A
HUMAN RESOURCE ANAL I LASOR o023 B X X 0 0 0 ¢ ™ 00129A
PR ACCT POLICYANMETHODS ANALYST 00255 B X 3 t i o M 008284
PRINCIPAL PLANNER oea12 B x ¢ 0 o o SM logsaga
PRINGIPAL RESEARGH TECHNIGIAN cao3e B X 2 ! o a M ooga7A
PROGRAMMING SERVICES OFFICER o001 B X 2 2 4 0 5F 00131A
PROGRAMMING SERVIGES OFFICER o001 B X ° 0 o 0 5 00131A
PROGRAMMING SERVICES OFFICER 00085 B X X e g 4 a oF 00131A
SENICR BUYER [@0A0F) 00210 B X X 5 e 2 v S 008294
SENIOR MGMT & METHODS ANALYST o001 B X X 2 o 1 e 56 001254
SENIOR MGMT & METHODS ANALYST ocoot B X X SF 00525A
SEMIOR MGMT & METHODS ANALYST 0C001 8 X X M 00125A
SENIOR MGMT & METHODS ANALYST aoos B X X 6 1 3 ¢ Sl 00125A
WWTF PROCESS MONITOR | 00085 B X X 2 0 o 0 5M 03121A
COMPUTER OPERATOR (OIF) oaots c X X 4 ! 2 0 5 00316A
COMPUTER QPERATOR (OIF) 02045 c X X 2 3 0 0 5t 003164
COMPUTER OPERATOR (CIP) 02049 ¢ X X 2 2 4 0 5 003164
{PRINCIPAL STATE BLDG CODE BLDG o015 c X X 2 o o 0 5M 003314
PROGRAMMERIANALYST MANAGER 02030 € X X 0 0 0 0 M 001384
SENIOR ORAFTFERSON Co318 c X X 4 9 0 0 5F 003234
SR STATE BLDG CODE OFF {BLDG) 00ogs < X X 0 0 2 0 i 00328A
STANDARDS TECH. DIV. OF PURCH. 00255 < X X 3 3 g 0 S 00318A
STANDARDS TECH. DIV. OF PURCH. 00251 ¢ X X 0 i 3 0 2F 00318A
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AGENCY: Adminisiration

APPLICANT DATA

DATE:

TH2-6/30M3

Applicanis

Classification Z?jﬂt:g; Caeieﬁgcs))ry Union l’f :;2;1 List | No List ‘Q;Z;;e Minorily| Femaie| Disabled Hire | Promotion T‘;\a”?: if:r Grade
TECH SUP SPECIALIST | TELECOM 0oc1s ¢ X X 1 ! ! 0 M 00328A
TECH SUP SPECLST | (UNIX/NET) 00016 ¢ X X 1 i 1 0 5F 00328A
TECH SUPPORT SPEC Il (UNDG 02044 c X & 0 1 9 s o324
TECH SUPPORT SPEC I (UNIX) 02044 c X X 5M 001324
ASST ADMINISTRATIVE OFFICER 00048 E X X 0 2 19 0 oF 0AB21A
HUMAN RESOURCES TECHNICIAN due23 E X X 0 9 o o s¢ 00122A
HUMAN RESOURCES TECHNICIAN 20040 E X X i 0 2 g 5F 001224
HUMAN RESOURCES TECHNICIAN 00042 E X X 1 2 0 0 SF 001224
HLAMAN RESOURCES TECHNIGIAN oges? E X X 5M 001224
HUMAN RESOURCES TECHNICIAN ooca7 E X X 0 0 2 0 5F 001224
HUMAN RESCURCES TECHNICIAN 0088 g X X 5F 001224
HUMAN RESOURCES TECHNICIAN 00089 E X X SF 001224
IMPLEMENTATION AIDE 00002 E X X 1 2 3 0 5F 00122A,
IMPLEMENTATION AIDE 01111 E X X 0 0 3 0 5F CO322A
BERSONNEL AIDE 00052 E X x 0 a 4 0 58 0t19A
BILLING SPECIALIST 30085 F X X 0 0 0 o 5 loostea
BILLING SPECIALIST 00301 F X X 0 v 2 0 5F 003184
BILLING SPECIALIST o302 F X X 0 1 4 o 5F 00318A
BILLING SPECIALIST 30305 F X X 0 0 9 ° 2F O0318A
CENTRAL PAYROLL OFF PREAUDIT 00219 F X X 0 0 3 ¢ Sl O0B17A
CENTRAL PAYROLL OFF PREAUDIT 00264 F X X i 0 2 ¢ 5F 00317A
DATA ENTRY UNIT SUPERVISOR 6059 £ X X 0 0 1 0 5 00B21A
EXEGUTIVE ASSISTANT 00os1 F X X 0 0 7 o il 901184
CARPENTER 00023 G X X 4 0 Q ¢4 EM 003146
GARPENTER 00023 G X x 5M 00314G
LICENSED STEAWEITTER 00156 8 X X 3 a 9 o M 00315G
POWER PLANT OPERATOR 00063 G * X ° 1 0 o ™ 03118A
POWER FLANT OPERATOR o070 G X X 5M 03118A
SR MAINTENANCE TECHNICIAN Cones G X X 5 9 0 ° 5M 00314G
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APPLICANT DATA

AGENCY: Administration DATE:  7112-6/30/13
Apphicanis
I Position EEQ . Non- \ .| White {,,. . . y . Transfer
Classification Number Category Union Union List | No List Male Minority | Femate| Disabled Hize | Promotion Withit Grade
SR MAINTERANCE TECHNICIAN oot G X X 4 e g o 5M 00314G
SR MAINTENANCE TECHNICIAN 00314 S X X 2 ° 1 9 SM 00314G
WWTE PROCESS MOMTOR Il 00076 G X X 3 0 o 0 M 03124A
CLEANER (PUBLIC BULDINGS) 00110 H X X 4 2 1 1 5M 0030TW
Totals 39 52 0 S0 157 37 139 1 36 53 2

EED Category Race/Eihnic Code Gender Code Disability Code
A -CfficialsiManagers/Administrators E- Paraprofessionals 1 - Black F - Female D - Disabled
B - Professionals F- Adminisirative Support 2 - Hispanic M - Male

G - Technicians
CF - Facuity
D - Protective Services

5 - Skitted Craft

H - Service Maintenance

3 - American Indian/ Alaskan Mative
£ - Asian American/ Pacific Islander
5 - White
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APPLICANT REFUSAL OF POSITIONS OFFERED

AGENCY: Administration DATE: T/ 2-6/30M3
Male Femaie
Asian/ . Asian/ .
" American " American
EEQ Total Number | Number | Number ; . . Pacific . . " . Pacific )
Job Categories | Applicants| Disabled | Minority | Female VWhite{ % Black % |Hispanic| % slande % Indian % & White % Biack % |Hispanic| % kstande % indian %
. Alaskan r Alaskan
Officals/ Managers| o o o 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Professionals 1 G 1 0% 0% 0% 0% 0% 1 100% 0% 0% 0% 0%
Faculty Q ¢} 1] 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Technicians o] [ 0 0% 0% 0% 0% 0% C% 0% 0% 0% 0%
Proteclive Services ¢ [¢ 3] 0% 0% 0% 0% 0% 0% 0% G% 0% 0%
Para-Professionals o ¢ 0 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Adgjf;;i‘“’e 1 0 1 0% 0% 0% 0% 0% | 1 | 100% 0% 0% 0% 0%
Skilied Craft 0 1} 0 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Noncs 0 0 0 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%
Totals 2 0 0 2 0 0% 0 0% ¢ 0% Q 0% o 0% 2 160% Q 0 0% 0 0% 0 0%
Total Percent:
Minority:  cow
Female: oo
Disabled  oo%
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Annual Affirmative Action Statistical Summary

AGENCY: Administration

Date: 71/12-6/30/13

CURRENT LAST YEAR'S WORKFORCE DIFFERENCE +- HIRING GDALS GOALS MET
EEO-4 TGTAL WHITE TOTAL WHITE TOTAL WHITE .
Job Categories [EMPLOYEES| MALE MINORITY | FEMALE | DISABLED [loyeroviwsl  maLe MINORITY | FEMALE | DISABLED Moo wopeel  yare MINORITY | FEMALE | DISABLED [| MINORITY | FEMALE || MINORITY | FEMALE
Officiats/Managers
st 132 7% 5 49 6 129 8z ] 43 & 3 -3 it 6 ¢
1 N At
Professionals 175 71 23 94 4 183 72 25 99 4 -8 -1 -2 -5 6
Facully Q 0 0 o ¢!
Techaicians 132 73 8 £3 2 127 72 8 48 2 5 1 0 5 0
Ak
Protectve Services k 1 0 1] 0 1 1 Q Q 0
1 N
Para-Professionals BG 3 5 &7 1 5] 3 8 57 1 0 4] -1 0 0
Administrative Support 36 2 5 33 0 39 4 7 34 -3 -2 -2 -1 0
1 N
Skifled Craft 47 44 3 o 0 43 39 4 4 5 -1 ¢ 0
Service Maintenance 35 21 7 8 0 36 22 7 8 -1 -1 G 4] 0
Total Employees 618 284 57 284 13 617 284 683 289 13 1 0 G 5 0
Currert Workforca:  As of June 30th, 2043
iast Years Workforce  As of June 30th, 20142
Difference: increases or Decreases
Goals;  Numerical projections, July 1st,
2012 To June 30th, 2013 for
empioyment of minorities and
Wamern.
Percent Termination Percent Total Current Workforce Percent Goals Met
12% Minority Appticanis 44% Female Applicants 3% Minority 9% Minority A =Achieved
4% Minority MHiring 40% Fernale Hiing 37% White Female 48% Female A+ =hchieved Pius
80% White Male 2% Disabled N =[id Not Achieve
P
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JOB GROUP ANALYSIS

SUMMARY
Agency: Adminisiraziar; DATE: TIN2-6/30/13
Male Fema!é
EEOQ Job Categories e Tetal % wite 1 % | Back | % |Hspac] % b | el owee | % | ek | % Hispanic] % rots | w el
ployees || Minarities tsfander Alaskan istander Alagian

Officals/Managers/Administrators 132 5] 5% 78 60% 3 2% [+ 0% 1 1% G 0% 47 8% 2 2% +] 0% 0 0% e 0%
Professionals 175 23 13% 71 41% 6 3% 2 1% 2 1% o 0% 81 46% 8 3% 3 2% 3 2% b 1%
Faculty 0 0 0% G 0% 0 0% 0 0% Q 0% 0 0% [+] 0% 0 a 1] 0% a % _G 0%
Technicians 132 g2 % 73 55% 2 2% 3 2% 1 1% 0 Q% 59 35% 0 0 1 1% 1 1% 4] 0%
Protective Services 1 G 0% E 100% ¢ 0% Q 0% s} 0% [} 0% o] 0% o] 0 a O‘an 0 0% Q 0%
Para-Professionals 80 5 8% 3 5% 0 0% ¢ 0% Q 0% e} 0% 52 87% 3 5% 1 2% 1 2% 0 0%
Administrative Support a5 5 14% 2 6% 1 3% 0 0% 0 0% 0 0% 29 81% 2 8% 2 6% Q 0% g 0%
Skilled Craft 47 3 5% 44 94% 1 2% 1 2% 1 2% Q 0% ¢ 0% 0 0 ¢ 0% a9 0% [ 0%
Service Maintenance 35 7 20% 21 60% 2 6% 2 6% ¢} 0% 2 6% 7 20% 1 3% 0 0% Q 0% G 0%
GRAND TOTAL 618 57 9% 294 48% 15 2% 8 1% 5 . 1% 2 0% 267 43% 4 2% 7 1% 5 1% K 0%
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JOB GROUP ANALYSIS

EEQ JOB Category __ Gfficals Managers & Administrators DATE: 7/1/12.8/36/13
Maie Female
ToTAL pEom prere oy Fevroan
JOB TETLE GRADE  J EMPLOYEE jj TOTAL MINORITIES % Tok Male White % Black % Hispani; % Pacific. % fodian B TowtfFenste Wte % % Hispenic % Pacific *% tertian %
s sstander Py sstang Atasan

130 1
AL STATE EGUAL OPPORTUNITY ! 100% 1 o 1] W% o 0% 0% 0 % 8% 0% 0% 6%

av 5
AGMNISTATOR FINANCIAL MOGMT z a % 0 0% 0% o % 0% 2 2 | 100% % 0% 8% 0%

126 4 1 59
ACMINISTRATIVE OFFICER 2 0 0% 0% 0% 0% o% 4 3 | 7w 250, 0% o% %

140 1 a "
ADMINISTRATOR ADJUDICATION % 0 0% 0% 0% 0% 0% 1 1| 100% 0% % 0% 0%

140
ADMBISTRATOR MGMT INFO SYS 5 9 % 8 & [ 1o0% 0% 0% &% 6% o 0% 0% 0% 0% 0%

140 1 o 0% 0
ADMINISTRATOR MOMT ISNFO SYstTim| 0% R 0% 0% v 1 1§ 100% 0% 0% 0% 0%

140 1 2 1
AOMINISTRETOR MOMT, INFORSYS. % ! 0% 0% 0% 0% 0% o 0% 0% 6% 0% 0%

140 1 0 0% 0 B %
A5G DIR MGMT INFO 5¥5 {CORR) % 0% 0% 0% 0% 1 1 0% 0% 0% a% o

137 1 0 n ” "
ASSISTANT GHIES OF PLANNING % 0 % 0% o 0% 0% 1 1] 100% 0% 0% % %

141 1 0 0% 1 1 | 100 o o o%
ASSISTANT DIRECTOR FOR SPECHAL 6% 0% 0% 0% 0% o 0% 0% 0% 0%

a4 1 o 1 1 v %
ASSISTANT DIRECTOR OF ADMINIST 0% 1u% 0% % 0% 0% 2 0% 0% 0% o% a%

144 1 o o% 1 11 100% 2 2 0%
ASSOC DIR (FINANCIAL MGMT) o % 0% 0% 0% 0% g 6% % 0% 9%

47 z o 0% 2§ 1004 v % %
ASSOC DIR OF ADMINISTRATIONICS 2 06% % 0% 0% % e 0% % % %

144 1
ASSOC DIRECTOR DIV OF PLANMING o il ¢ o% 0% 0% 0% 0% 1 1} 100% 0% 0% % 0%

142 1 o 0% 1 o %
ASSOCIATE DIRECTOR (MHRE) 1 100% % % 0% 0% L] 0% 0% 0% 0%

328 1 2 1 1 y y %
ASSOCIATE EXECUTIVE ASSISTANT ° 0% 100% % 0% 0% 0% o % % % 0%

137 1 o % g 0% o% o% 0% 0% 1 1] 100w 0% 0%
ASST ADMINISTRATOR ST EMP COMP O % 0%

143 4 6 0% 3 2§ oms% o 3 % 1 0% 0%
ASST DIR CENTRAL INFQ MGMT SYS % o e 0% 1 25% 0% 9%

141 5 ¢ 0% 5 5 | 100% o% 0% o 4 0% 0% o%
ASST DIRECTOR FOR SPECIAL PROM % % 0% 0%

827 5 1 20% 1 1 5 3 0% o%
ASST SUPY COMPUTER OPS 2 20% 2% 9% 0% 0% 3 0% 0% 0%

320 1 G 0% 1 1 100% 9% 9% % 0% ) 0% ¥h 0% 0% 0%
ELOG MAINT SUBERVISOR (CORR}

37 3 ¢ 0% 2 2 | &7 1 1 % 0% 0%
BUYER I (DOAOP) % 0% % 0% 33% 0% 0% %

145 1 e 0% 0 0% a% o% o% 0% 1 1 100% 0% 0% 0% 0%
CHIEF BUREAU OF AUDITS

132 3 0 % 2 2 8% % 0% 0% % 1 1 33% 0% G% 0% &%
CHIEF BUYER (DOATOR)

133 1 1 100% 1 0% 1§ 100w 0% 0% o% o 0% o% 0% 0% %
CHIEF DATA OPERATIONS

130 3 o 0% ¢ 0% 0% 0% 0% 9% 3 3§ 100% % 0% 0% 0%

HIEF EMPLOY REL OFFICER

848 1 ¢ 0% k] 1 100% % 0% 0% 9% 9 0% 9% 0% 0% %
CHIEF INFORMATICH OFFICER

139 1 0% 2 1 % o%
CHIER OF EMPLOYEE BENEFITS ¢ i 0% 6% % 0% % 1 100% % 0% ¢

143 1 a % b % % 6%
CHIEF OF STRATEGIC PLANNING: M 0% ! 100% 0% 0% 0% 0% 0 0% % 8% [

138 1 a % 1 k 100% 6% % 23 0% 4 0% % 0% 0% 0%
CHIEF OFFICE HOUSING/COMM DVLP

138 1 g 0% 1 1 190% g% 0% 0% 0% I+ 0% 0% 0% 0% 0%
CHIEF GFFICE OF SYSTEMS PLAN

134 3 0 % 2 2 | aom 0% o% 0% 0% 3 3§ oeow % 0% 0% 0%
CHIEF PROGRAM DEVELOPMENT
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JOB GROUP ANALYSIS

E£0 JOB Category __ Officals Managers & Administrators DATE: 71412 -§/3013
Male Fernate
TOTAL ey Arpenesn Asrnl Armevan
JOB TILE GRADE EMPLOYEE || TOTAL 3SNORITIES % Teraldmake wWrie *® Bk % Hispanis % Paeific % neBan % Total Femnaig White & % Hisparde % Pacific % = %
5 Fsandir Alpgien, iziznder Alzsken,

541 2 [ 0% z 11 o
CHIEF PROPERTY MANAGEMENT 2 00% 0% 9% 0% 0% g % 0% 6% 0% %

332 1 [ 6% 1 1 104 o o%
CHIEF ST BL0G CODE OFF {PUME; 0% i o 0% 0% N o 0% o o

143 5 o 0% 0 ¥
COMMISSIGNER OF ENERGY RESOUR % % o% 0% o ' ! oo b b o o

148 1 3
CONTROLLER 0 0% 1 100% 0% 0% 0% 0% a 9% 0% 6% 6% 8%

144 1 o 6% 1 1 1 %
DEFUTY BUDGET OFFICER Q0% 9% % 0% % g 0% 6% 0% 0%

137 4 ¢ 0% 4 4 1% % 0% 0% % 0%
DEPUTY CHIEF DIV OF FAC MGMT © b 0 0% e o o

137 1 o [ 1 1 c! 0%
BEPUTY CHIEE OF LEGAL SERVICES % 100% % o 0% o ¢ o i o o%

143 b G 0% 1 1 0%
BEPUTY CHIEF: BUREAU OF AURTS i % v A o= 9 o i o o

144 3 [ 0% ] 0% 0% Q% 0% 3 %
SEPUTY PERSONNEL ADMINISTRATON - 0% 3 0o o 0% 0%

141 1 4 0% g 0% 0% 4% 0% 0% 1 1 0% 0% 0% 0% 0%
DEPUTY PURCHASING AGENT

866 1 [ 0% 1 1 101 0% 0% % 0% 0%
CHRECTCOR OF ABKINISTRATION o% b o ° i hid 0%

158 1 [ 0% 1 1 4 v % %
EXEC DIR (DOAYBUDGET CFFICER ® pad b % i o 9 v o % o

150 2 8 8% 2 v % a% a%
EXEC DIRECTOR: DEPT OF ADM 2 106% % % o s 9 v o N

141 1 ¢ 0% o % 0% % 1 9 % o% o%
EXEC.ASSIST.TO DIRECT.OF ADMIN o % % o o ! sk % N

139 1 8 0% 1 v 0% 0%
CANCIAL REPORTING MGF {OAC) 0 % % 9% 9% 0% 1 100% 0% 9%

138 1 1 10G% g 0% 0% 4% 9% 0% 1 3 100% % % 0%
HUMAN RESOURGCE PROGRAM ADMIN

141 3 [ % 1 1 33% 0% 9% % o% 2 2 1% 9% 0% % 0%
HUMAN RESOURCES ADMINISTRATOR

135 7 [+ 0% 1 1 14% 0% % o% 0% 8 g 86% % 0% 0% 0%
HUMAN RESCURCES COORDINATOR

140 1 ¢ 0% 1 1 100% 0% o% % c% o % 0% 0% 0% 0%
IMPLEMENT,OFE, POLICY + FROG.

138 1 [ 8% 1 1 100% 0% % 0% 6% 8 6% o% 0% 0% 0%
MECRMATION SYSTEMS GROUP COO

139 3 1] H% 3 3 100% 0% 4% 0% 0% & 0% 0% 0% 0% %
INTERDEPARTMENTAL PROJECT HGR

136 2 0 0% 2 2 100% 0% 0% 0% 0% ] % 0% 6% 0% 0%
IMTERMNAL AUDTT MANAGER (DOA)

146 1 0 % 1 1 160% 0% 0% Q% 0% k4 0% % 0% 0% 0%
PERSONNEL AUMBISTRATOR

137 2 g 0% 2 2 100% [+ 3 % 0% o 0% %% 0% 0% 3
PROJECT MARAGER 1{DOA)

139 1 a % 0 6% 6% 0% 0% a% 1 1 160% % 0% 6% 0%
PROJECT MANAGER 1 (DOA)

145 1 [] 0% 8 0% 0% 0% 0% % 1 1 106% % 0% 6% %
PURCHASING AGENT

132 g ] 0% & 5 | 100% 6% 0% 0% o% ] % 0% 0% 0% 0%
STATE BLDG AND GROUNDS COORD

138 2 a 0% % 1 50% 6% 0% 0% &% 1 1 46% o% 6% 0% 0%
SUPERVISING BUSGET ANALYST

135 1 ] % i 1 108% 6% 0% 0% 0% a % 2% 0% 6% 0%
SUPERVISOR FINANCIAL MGMT

123 1 0 0% [ % 0% 0% 0% % 1 1 100% % % 0% 0%
SUPV LOGAL GOV ASSISTANCE
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JOB GROUP ANALYSIS

EEQ JOB Category  Officals Managers & Administrators DATE: THA2 - 630713
Male Female
TOTAL ey Amencan = Arwscan
JOB TITLE GRADE [} EMPLOYEE | TOTAL MINCRITIES % TowiNale Wi % Giack % Irspwel % Pasiic % toan % Toufeme  Whie % Biock % jHspemi % e | % todae %
s tsbader, Asian e Ahan,

138 5 i 0% 4 3 60% % % 1 20% % % 1 20% 0% 0% 9% %
SYHTENS AUMNISTRATIR (MHSH

138 7 [} 0% 8§ 3 6% % % &% 9% k] 1 14% 0% 9% % ¥

138 2 1} % 2 2 100% 0% 0% 0% 9% ¢ % 0% 0% 0% 2%

40 1 Qo 0% o 0% 0% 0% 0% 9% ki 1 100% U % 0% 0%
WORKERS COMP AGMINISTRATOR

SUBTOTAL 114 4 4% 75 72 63% 2 2% Q 0% 1 1% 8 % 39 38 33% 1 1% a % 0 0% 9 0%
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JOB GROUP ANALYSIS

EEOQ JOB Category Professionals DATE: N2 630N3
Male Female
oA T rora ¥ AR A Fre y e
208 TITLE GRADE {EMPLOVER ) o o o % Tomttiale | wie % % lHipmici % Facitic % - | o % || Towreemsle  whae % Bixck % jrspnic] % Paific % fndian %
=3 Felanger, Blagion i¥iznder SRk

137 9 0 8 19

RRARY PROGRAMMANAGER | 2 o) 0% Q 0% 0% 0% G% G% 2 2 | 100% % 0% 0% 0%
4 B, 0,

SRARY PROGRAM SPECIALIST 2 2 1 50% 0 0% 0% 0% G% 0% 2 3 50% 1 50% 0% 0% 0%

B3z L 1 % % 9 0, 0 a0, 5
BRARY PROGRAM SPECILIST 4 1 25% 1 25% C% 0% % 0% 3 2 50% 0% 0% 1 25% 0%

£34 r 0, o7 ) 9, 9, 0 2 0 9 o
AAGER: WORKERE COVI PRE AOM 1 1 0% 1 G% 1G60% 0% G% 0% 0 C% 0% 0% G% 0%

goe 0 L 5, o, & 0, 0 19 o, 0; 19
PR ACGT POLICYAMETHODS ANALYST 3 0 G% 2 2 | 6% 0% 0% 0% 0% 1 1| 38% 0% 0% 0% 0%

AZS 1 Q G% G 0% 0% 0% 0% 0% 1 1 100% 0% 0% 0% 0%
RN HUMAN SVS BUS OFFICER

229 g ] o, o o o 0, %, < o <, 9
s TEGHGAL SUPPORT ANALYST 1 0 G% 1 100% 0% 0% 0% C% G 0% 0% 0% 0% 0%

328 1 a C% 1 T 1100% 0% 0% 0% 0% G 0% 0% 0% 0% 0%
PRINCIPAL AUDITOR

837 1 Q % i 1 1100% 0% 0% 0% G% ¢ 0% C% G% 0% 0%
PRINCIPAL BUDGET ANALYST.

329 i it} % 0 0% 0% 0% 0% 0% 1 1 100% 0% 0% 0% 0%
PRINCIPAL ENVIRONMENTAL PLANNE

826 7 1 14% 4 3 43% 14% % 0% C% 3 3 43% 0% G% 0% 0%
PRINCIPAL PLANNER

827 b g G% 1 1 100% 0% C% C% 0% 0 0% G% 0% 0% 0%
PRINCIPAL RESEARCH TECHNICIAN

3z 1 1 106% 1 0% 0% 1 100% C% 0% Q % 0% 0% 0% 0%
PRINCIPAL RESOURCE SPECIALIST

325 2 0 0% 1 1 S0% G% 0% G% Q% 4 1 50% 0% 0% 0% 0%
PRINGIPAL SYSTEMS ANALYST

328 5 o 0% 2 2 40% 0% G% C% 0% 3 3 80% 0% 0% 0% 0%
# YST | UNEIS0L)

332 12 2 17% & 8 50% 0% 0% 0% 9% 8 4 33% b 8% 0% 0% 1 8%
L YT U RINDUSOLY

835 2 o] 0% 2 2 | 100% 0% 0% G% 0% 2] 0% 0% 0% 0% 0%
PROGRANALYST 1 (ORACLE)

135 12 2z 7% ] 7 58% 8% 1 8% 0% 0% 3 3 25% 0% 0% 0% 0%
PROGRIANMYST §l )

328 i 0 0% 1 f1100% 0% 0% 0% 0% o] 0% G% Q% 0% 0%
PROGRAMMER/AHALYST | (ORACLQ

132 g 1 20% 2 2 40% 0% 0% 0% G% 3 2 40% 0% 9% 1 20% 0%
PROGRAMMER/ANALYST | {ORACLE)

131 < 1 17% 2 2 33% 0% 0% 1 17% 0% 3 3 50% 0% 0% 0% 0%
BROGRAMBING SERVICES GEFICER

325 b 0 % ¢ 0% 0% 0% 0% % 1 i 100% 0% 0% 0% 0%
SENIOR AUDITOR

234 2 9 C% 1 1 50% 0% 0% 0% 0% 1 1 50% 0% 0% 0% 0%
SENIGR SUDGET ANALYST

829 1 0 0% i 1 1100% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
SENICR SUYER {DOMOR)

131 3 0 G% G 0% 0% 0% 0% 0% 3 3§ 100% 0% 0% 0% 0%
SENICR INTERNAL AUDITOR

134 3 5] 0% 1 1 33% 0% 0% 0% 0% 2 z 67% 0% 0% 0% C%
SEHIOR LEGAL GOUNSEL

326 2 1 50% 2 1 56% EG% 0% % 0% 9 0% 0% 0% 0% 0%
SENIOR PLANNER

526 2 Q C% 3 3 | 100% 0% 0% 0% G% Q 0% 0% 0% 0% %
SENIOR RESOURGE SPECIAUST

128 2 0 C% 1 1 50% 0% 0% 0% 0% 1 1 50% 0% 0% 0% 0%
SEHIGR SYSTEMS ANALYST

142 1 Q 0% 1 i 1100% 0% 0% 0% 0% il 0% 0% 0% 0% 0%
STATE BUILDHNG CODE CONMMISSION
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JOB GROUP ANALYSIS

£EO JOB Category Profess DATE: THNZ - 630113
Maie Female
O roraL iy Amercan RS fimsrican
JOBTITLE GRRDE EMPLOVEE LERORITIES % Totz) Mafp White % Black % Hispanic % Pacific % indian % Towsl Femaie  VWhie % % Hispanie % Faclfic % Indian %
Iskargter Alasian 1skznder Anghen
130 o D 2 5 < < 2, 9, 9 5 5,
STATE FLEET OPERATIONS OFFIGER i 0 0% 0 0% 0% 0% 0% 0% 1 1 {100% 0% 0% 0% 0%
0,
SO RSNG ACCOUNTANT 31 2 0 0% 1 i | 50% 0% 0% % 0% 1 1] 50% 0% o% 0% 0%
SUPERVISIHG ENPLOYEE REL GFF 26 2 1 50% 0 0% 0% 0% 0% 0% 2 1 50% 0% | 1+ |so% 0% 0%
SUPERVISING ENVIRONMENTAL SCIE fad i 0 0% o 0% 0% 0% % 0% 1 1 [100% 0% 0% 0% 0%
SUPERVISING PLANNER &1 5 o 0% 2 2 | 40% 0% 0% 0% 0% 3 3 | so% 0% 0% 0% 0%
136 2, 1 < < < 5 o o o o, 5, o)
SUPERVISOR OF FISCAL SERVICES ! o 0% 1 100% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
13t 1 0 0% 1 1 100% 0% 0% 0% 0% v} 0% o% 0% 0% 0%
SUPERVISOR OF OFFICE SVS {DLT)
335 0 2 G 1 L 0,
S GIVIL ENGRMECH ELEC. ST 1 1 100% 1 0% 0% 0% 1 100% 0% 0 % 0% 0% 0% 0%
SUPV OF BILLS AND ACCTS REC 27 1 4] G% 0o 0% 0% 0% 0% 0% 1 k 100% 0% 0% 0% 0%
4 L 2 tf L 1.7 8 L
i e Sy 560 v 2 | 1 0 0% o 0% 0% 0% 0% o% | 1 + | 100% 0% 0% 0% 0%
828 1 o 0% ] 0% 0% 0% 0% 0% 1 % 100% 0% 0% 0% 0%
SUFV. EMPLGY. REL OFFICER
SUPVG GEOGRAPHIC INFO SUP SPEC a2 ! 9 0% 1 T 1100% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
L] o 0, 0
\AYTF PROCESS MONITOR | 21 1 0 0% 1 1 100% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
SUBTOTAL 154 20 13% 7z 63 | 41% 5 3% z 1% 2 1% [ 0% 82 71 46% 3% 3 2% 2 1% 1 1%
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JOB GROUP ANALYSIS

EEQ JOR Category Ti GATE: TI12-820/43
FRale Female
JOB TITLE GRADE st;:L;o";'ea ToTAL Y Toatse | Wae [ % Back | w [ Hispe| % 5{% % Ag?n:: w foem v | % | Bek | % lwepae] s |§;: % E %
CHIEE PREAGDST SUPERVISOR e 4 ¢ 0% i ! 25% 0% 0% 0% 0% 3 3 75% 0% % 0% 0%
. OMIITER GPERATOR (1P} 316 4 O 0% 4 4 80% 0% 0% 0% 0% 1 1 0% 0% 0% 0% 0%
LNERG‘Y CONSERVATION TECHNIGIAN 320 1 o 0% 1 Toj100% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
GEOGRAPHIC INFO $Y5 SPEC 1 s ! 0 G% 0 0% 0% 0% 0% 0% § 1 1 100% % % 0% 0%
SR ELEC COMPUTER PROGRAMMER 2 i 0 0% o 0% 0% 0% 0% 0% 1 1| 100% % 6% 0% 0%
SURIOR COMPUTER QPERATOR (0F) 313 1 ki 100% 1 0% 0% 0% 1 100% 0% o} 0% 0% G% 0% 0%
' VST [{ADABASTIATUR AZ8 1 0 % 1 1 100% 0% 0% 0% 0% 0 C% 0% 0% % 9%
PRIN COMPUTER OPERATOR (OIF) a2 i © % 1 T 100% 0% 0% 0% 0% 0 % 0% 0% 0% %
PRINGIPAL PROGRAMMERIANALYST{ 331 ! 0 0% 1 ook 0% 0% 0% 0% c 0% 0% 0% 0% 0%
SRINCHAL STATE BLOG CODE 810G s ! 0 % 1 A 0% 0% 0% 0% I 0 0% 0% 0% 2% 0%
PRINCEPAL STATE SUILOING CODE 31 2 0 0% 2 2 [100% 0% 0% 0% 6% I © 0% 0% 0% 0% 0%
PROGAAHALYST il ADABASIATURAL sa2 2 0 0% 0 0% 0% 0% 0% 0% 2 2 1100% 0% % 0% 0%
RALYST T
PROGRIARMLYST L{COBOLICICS) 28 2 i 50% a 0% 0% 0% 0% 0% 2 1 80% 0% 0% T | 50% 0%
PROGRIANALYST # (COBOLCICS) 22 4 9 % 3 2| T5% Q% 0% 0% 0% 1 11 25% 0% 0% 0% 0%
pRoG;umsmNM # COBOLTICS a8 4 0 %% 3 3 75% 0% 0% 0% 6% 1 1 25% 0% 0% 0% 0%
EROGRAMMERANALYST B{COS0L) 835 4 0 0% 2 z | 50% 0% 0% 0% G% 2 2 50% 0% 0% 0% 0%
PROGRAMMERIANALYST p:mmseR 58 & o 0% 4 4 | 50% 0% 0% 0% C% | 4 4 | 50% 0% 0% 0% 0%
T —— 322 5 i 17% 5 4 B87% 1 7% 0% 0% 0% 1 k 17% 0% 0% 0% 0%
senion prarTPERSON a2 i 0 0% 0 0% 0% 0% 0% ow | o+ | 1 |100% 0% 0% 0% 0%
SENIOR ELECTRONIG COMP PROG i ! 0 0% 0 0% 0% 0% G % 1 T 1% 0% 6% 0% 0%
R ENERGY 0O N TECH 33 1 0 0% 1 ] 100% 0% 0% 0% 0% 2 0% 0% C% 0% 0%
STANDARDS TECH. DIV, OF PURCH, 318 2 1 5% 0 0% 0% 0% 0% 0% z 1 5C0% 0% 1 50% 0% 9%
STANDARDS TECHNICIAN 318 4 o 0% ¢ 0% 0% 0% 0% 0% | 4 4 |100% 0% 0% 0% 0%
STATEWIDE [NE TECH TRAMHOR 15 i 0 0% 0 0% 0% 0% 0% % It T1100% 0% 0% 0% 0%
SUPERVISOR COMPUTER OPERATIONS 28 2 0 0% 2 z |100% 0% 0% C% 0% § 0 0% 0% 0% 0% 0%
SVATENS SUPPORT TECHNICIAN | dis 3 i 33% ! 0% 1] 3% 0% G% 0% | 2 2 | 87% 0% 0% 0% 0%
SYSTENS SUPPORT TECHNICIAN B N 2 ° 0% 3 s 1 25% 0% 0% G% 0% | 9 ¢ | 75% 0% 0% 0% 0%
SYSTEMS SUPPGRT TECHNICIAN 1) 52 3 i 3% 2 3% 0% o % 0% G% 1 T 3% 0% 0% 0% 0%
e sUP SPEC i EUHET, 35 13 g G% kal i 85% 0% 0% 0% 0% 2 z 5% 9% 0% 0% 0%
YEGH SUP SPECIALIST 1 TELECOM 28 3 0 0% 3 3 [100% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
CECH SUP SPECIALIST 1 DOSAIS 332 z 4] G% 2 z |100% 0% 0% 0% G% 0 0% 0% 0% 0% 0%
YECH SUP SPECLST | {UNDUNET) a2 5 2 33% 3 3| 50% 0% 2 | 3% 0% 0% § 1 T % % 0% 0% 0%
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JOB GROUP ANALYSIS

EEQ JOB Category Technicians DATE: T2 - 63013
Male Femaie
JOB TITLE GRADE Ea;g.sl:)ﬂves Ms;g;gss L3 Tomie | White % hocy % iWspmk| % % % Tulg-g % F::L white *% % |Hmpeci w % » A;ta':%n %
o SUF SPECLET | UNKET) azs ] 2 33% 5 3 50% 0% 2 33% 0% 0% 1 1 7% 0% 0% 0% 0%
ECH SUP SPECLST Hl DOSTHVS 135 2 3] 0% 2 2 1100% 0% 0% 0% 0% G 0% C% 0% 0% 0%
S —— 332 3 o 0% 1 1 3% 0% 0% 0% 0% 2 2 | 8% 0% 0% 0% 0%
YECH suPP PEC 1 (ELECOMY, 135 3 [¢] 0% G 0% 0% 0% 0% 0% i 1 1160% 0% 0% 0% %
{ECH SUPPORT SPEE B AR 332 14 o] 0% 1% 1 79% 0% 0% 0% 0% 3 3 21% 0% 0% 0% 0%
e SUPPORT SPEC T UNIET a3z 7 Q 0% 5 s 71% 0% 0% 0% 0% 2 2 | 28% 0% 0% 0% 0%
ECH SUPPPORT SPEC.A TELECON, 332 E g 0% G 0% 0% 0% 0% 0% 1 1 1100% 0% 0% 0% 0%
/B DEVELOEHENT MANAGER 135 k o] 0% ¢ 0% 0% 0% 0% 0% 1 1 1100% 0% 0% 0% 0%
SUBTOTAL 125 9 7% 77 70 | 55% 2 2% 5 4% c 0% 0 0% 48 46 1 37% 0% 1 1% 1 1% o 0%
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JOB GROUP ANALYSIS

EEQ JOB Category Frotective Services DATE: FHMZ6R013
Male femals
JOB TITLE crage Jewmovee o % TotalMate | whte | % Biack | % |Hepano]| % roate | w U g o, e | % Back | % |Hepamicl % ;::;:: x o %
s tslander Algskan Istander Alagian
SUBLIC PROPERTIES OFFICER 312 1 0 0% 1 1 100% 0% 0% 3% 0% 0 0% C% 0% 0% 0%
0 0 0% 0 0% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
0 a 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% 0%
0 0 0% 0 0% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
[} 0 0% [v] 0% 0% 0% 0% 0% 0 0% 0% 5% 0% 0%
4] 0 0% o] 0% 0% 0% 0% 0% [+ 0% 0% 0% 0% 0%
2 0 0% 0 0% 0% 0% 0% 0% G 0% 0% 0% 0% 0%
0 0 0% 0 9% 0% 0% 0% 0% ¢4 0% 0% 0% 0% %
] 0 0% 0 0% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
g 0 0% 0 0% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
o 0 0% 0 0% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
Q 0 0% 0 0% 0% 0% % 0% 0 0% 0% 0% 0% 0%
Q s} 0% 0 0% 0% 0% 0% 0% Q 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% 0% 0 0% 0% 0% 0% 0%
SUBTOTAL ki 9] 0% 1 1 100% 0 0% 0 0% 4] 0% Q 0% Q 0 0% 0 6% 0 0% 0 0% 0 3%
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JOB GROUP ANALYSIS

EEC JOB Category Para-Professionals DATE: T2 - 830N3
Male Female
TOTAL i roraL — : Torat it
JOB THTLE ORADE. [|EMPLOYEE |l sl % Tosae | wiee | % | msc | % wsewsel % | Pic | % Leam | S0 e | % % fsmpwic| % feonc | o %
121 5 G 9 0 Lt 0 0
lasST ADKIMISTRATIVE OFFICER 2 0 0% ¢ 0% 0% 0% 0% % 2 2 {100% 0% G% 0% 0%
L
ICHIEF IMPLEMENTATION AIDE 28 10 0 % 1 1 10% 0% 0% % 0% ¢ 9 9% 0% 0% % 0%
lcooRD OF MAINTERANCE PROGRAMS 2 ! 0 % 1 1 1100% 0% 0% % 0% Q 0% 0% 0% 0% O
ERPLOYEE BENEFTS SPECIAUIST 22 s 1 3% ¢ 0% 0% 0% 0% 0% 3 2 ] &% 33% 0% 0% 0%
c’
A RESOURCES TECHNICIAN 122 30 2 7% 1 1 3% 0% 0% 0% 0% 28 27 ] ¢0% % 4 3% H 3% 0%
_ 122 a 1 11% ] 0% 0% 0% G% 0% 2 B 89% 11% 0% 0% 0%
PLEMENTATICN AIDE
513 4 1 25% o 0% 0% 0% G% 0% 4 3 75% 25% 0% 0% 0%
LIUMIDR RESOURGE SPECIALIST
119 K o 0% G 0% 0% 0% 0% 0% 1 1 100% 0% 0% 0% 0%
PERSONNEL AIDE
il [s] 0% & 0% 0% 0% G% 0% 0 0% % 0% 0% G%
4] 0 0% Q 0% 0% 0% C% 0% 1] 0% 0% 0% 0% %
Q0 0 % G 0% 0% 0% G% 0% 0 0% 0% 0% 0% G%
Q [#] 0% 0 0% 0% 0% G% 0% Q 0% 0% 0% 0% 0%
a 0 0% Q 0% 0% 0% 0% % 0 0% 0% 0% 0% 0%
0 0 0% ¢ 0% 0% 0% 0% 0% Q 0% 0% 0% 0% 0%
0 ] 0% 4] 0% 0% 0% G% 0% k1] % 2% 0% 0% 0%
Q v} 0% G 0% 0% 0% 0% 0% 0 0% 0% 0% 0% 0%
SUBTOTAL 60 5 8% 3 3 5% 0 0% 0 0% [+ G% 0 % 57 52 B7% 5% 4 2% 1 2% 0%
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JOB GROUP ANALYSIS

EEQ JOB Category Administrative Support DATE: TITFI2 - 813013
Male Femzgle
JOB TITLE GRADE aa:%;:""ee st TomtMata | wrte | % | gk | % {Hepae] % 5%: % ?:2:5:' o wwe | % % | pene | % i% % :%1 %

BIG SPECHUST 8 9 1 1% o 0% 0% 0% 0% o% | © s | so% o% 1 1 [+1% 9% 0%
E;pscmsrmn we 1 ¢ 0% 0 0% 0% 0% 0% o% |4 1 ]100% o% o% 0% o%
CENTRAL PAYROLL OFE PREAUDIT w 3 ! 3% 1 0% 1% 0% 0% 0% § 2 2 | 67% 0% 0% 0% 0%
o ERK SECHETARY Ek i ] 0% 0 0% 0% 0% 0% 0% 1 1 100% 0% 0% 0% 0%
DATA CONTROL CLERK 315 1 ! 100% 0 0% G% 0% 0% 0% 1 0% 100% 0% 0% 0%
DATA ENTRY UNIT SUPERVISOR 821 2 ¢ 0% 0 0% 0% 0% 0% 0% 2 2 {100% 0% 0% 0% 0%
EAEC SEGRETARTISTATE PROJECTS) = ! 0 % 0 0% 9% 0% 0% 0% 1 1 [100% 0% G% 0% 0%
LTIV ASSISTART 18 3 2 C% 0 0% 0% 0% 0% 0% 3 3 100% 0% % 0% 0%
e XECUTIVE SECRETARY 623 1 o % 0 0% 0% 0% 0% 0% || 1 1 1100% 0% 0% 0% 0%
INFQ SERVICES TECHIICIAN | 38 1 @ 0% 0 &% 0% 0% 0% 0% 1 1 3100% 0% 0% 0% 0%
HEQ SEAVIGES TECHRICIAN I 820 4 2 50% 1 1] 2% 0% 0% 0% 0% & 3 11 28% 25% | 1 }25% 0% 0%
{oa ssaSTANT 19 2 0 0% ¢ 0% 0% 0% % 0% § 2 | 2 {ioo% 0% 0% 0% 0%
F—— 315 1 o] 0% o C% 0% 0% 0% 0% 1 1 100% 0% 0% 0% 0%
ECHANICAL PARTS STOREKEEFER " 1 ¢ 0% 0 0% 0% 0% 0% 0% 1 1 ]100% 0% 0% 0% 0%
OEFICE MANAGER 123 1 G 0% 1 1 100% 0% Q% 9% 0% a 0% 0% % 0% 0%
 CHEDULING, AND RECORDIG CLERK 312 2 ] 0% o 0% 0% 0% 9% 0% 2 2 100% 0% 0% 9% 0%
SEMIOR WORD PROCESSING TYRIST 12 2 4 0% o 0% 0% 0% % 0% 2 2 1100% 0% 0% 0% 0%
SUBTOTAL 38 5 14% 3 2 6% 1 3% [ % 0 0% G 0% 23 2% 1 81% 6% 2 6% 0 % o %
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JOB GROUP ANALYSIS

EEQ JOB Category Skilled Craft DATE: T2 - G303
Male Female
TOTAL Asizaf Amescan Astend ARTKRE
OB TITLE GRADE | EnPrLOYEE M,:S.Eﬁlm % Tomtnale | White % Btack % Jtmpmk| % Pecifc | % indian % F;‘:L wite % ok % |Hspwi| % Pacific % [ %
3 Istander Alstan starader N
& a fa L] o o
huromotve wecuase e ! 0 0% 1 1 1100% 0% 0% 0% % | G 0% 0% 0% 0% 0%
T — e | 0 o% 1 1 |100% 0% 0% 0% o% § o o% 0% 0% 0% o%
SUILDING MANTENANOE SUPERVISO a1 ! 0 0% 1 T{100% 0% 0% 0% 6% | 0 G% 6% 6% 0% 0%
HEHEDING MARTEMANGE SUPERVISS
I 314 4 9 o% 4 4 | 100% 0% 0% 0% 0% § 0 0% 0% 0% 0% 0%
5
et ecrmcian 6 4 0 0% 4 4 {100% 0% 0% 0% o% | o 0% 0% 0% 0% 0%
S az0 1 0 o% 1 1| 100% 0% 0% 0% 0% | 0 0% 0% 0% 0% 0%
T 13 1 0 o% 1 1 {100% 0% 0% 0% 0% | 0 0% 0% 0% 0% 0%
 Eeo SR s 1 0 0% 1 1 {100% 0% 0% 0% 0% | 0 o% 0% 0% 0% 0%
<
315 1 0 0% 1 1 {100% 0% 0% 0% o% | o o% 0% 0% 0% 0%
A %22 2 0 0% 2 2 |100% 0% 0% 0% o% § o 0% 0% 0% 0% 0%
314 1 0 o% 1 1 {100% 0% 0% 0% 0% | 0 0% 0% 0% 0% 0%
o 1 0 0% 1 1] 100% 0% 0% 0% 0% § O 0% 0% 0% 0% 0%
AL & ELECT S0P SUPGR 328 2 0 0% 2 2 {100% 0% 0% 0% 0% § o 0% 0% 0% 0% o%
. T4 3 1 3% 3 2 | e 0% o% | v 1 asw% o% b oo 0% 0% 0% 0% 0%
panceR supsrMSOR e t 0 o% 1 1 |100% 0% 0% 0% 0% § 0 0% 0% 0% 0% %
- 318 1 0 0% 1 1 1100% 0% 0% 0% o% | o 0% 0% 0% 0% 0%
PLUMBER SUPERVISOR 320 1 0 % 1 1| 100% 0% 0% 0% 0% & 0 0% 0% 0% 0% 0%
ewer pLaNT oeERaTOR 1 5 1§ 20% | 5 s [eon| 1 20m 0% 0% o% o 0% o% o% o% %
57 MuTENANDE TECKNIOAN ad 12 1 5% 12 1| 2% o% | 1 | 8% 0% o ¢ 0 0% 0% 0% 0% 0%
A 334 1 0 o% 1 1 | 100% 0% 0% 0% 0% || o 0% 0% 0% 0% 0%
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JOB GROUP ANALYSIS
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DETERMINING UNDERREPRESENTATION & GOAL SETTING

AGENCY: Administration

DATE: 7nm2-6m3013

CURRENT WORKFORCE UNDERREPRESENTATION AAP HIRING GOALS
EEO-4 TOTAL
Job Categories | EMPLOYEES MINORITY FEMALE DISABLED MINORITY FEMALE MINORITY FEMALE DISABLED
Officials/
Managers 132 5 49 8 23 16
Administrators 1
Professionals 175 23 94 4 15 -8
Faculty 0 4]
Technicians 132 3 73 2 21 -8
Protef:tive 1 0 0 0 0 0
Services
Par:a— 80 5 57 1 8 -28
Professionals
Administrative 16 5 33 0 3 -15
Support
1
Skilled Craft 47 3 Y 0 7 23
Service 35 7 8 0 1 9
Maintenance
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PART 1V

IDENTIFICATION AND ANALYSIS

OF

PROBLEM AREAS
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EQUAL OPPORTUNITY PERFORMANCE AND COMMUNICATION

In order 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 fo defer action if the costs or
inaction are negligible; therafore, necessary action will be taken {0 ensure compliance.

The following are practical ways to improve communication:

a. The Equal Opportunity Advisory committee should meet with Executive Directors by early fall fo
introduce the new Affirmative Action Plan and to discuss performance results.

b. Produce reports for the Director on the status of various protected classes within the
Department when problems are first noticed.

¢. Conduct a periodic survey in a highly confidential manner to measure employee atfitudes.

d.  There continues o be a need for an executive summary to provide a shor, precise statement
of the plan goals for the Director and the Execulive Directors to foster the increase
accountability with plan goals and the Department's commitment to them. This new “capsule”
version would contain both text and graphics for increased “readability”.

e.  With funding from the Director's office, the Committee’s Newsletter, R.L.8.E. for Equality, can
be published.

f.  Continued education for Equal Opportunity Advisory Committee members through both Internal
and outside sources, such as attending seminars and inviting guest speakers is important to
the education on how fo develop a successful and viabie plan.

1. EMPLOYMENT AND SELECTION PROCESS

Applicants for all job categories shouid be representative of the RI workforce as evidenced by the Labor
Market Unit of the Department of Labor and Training.

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

The Equal Opportunity Advisory Committee will review quarterly the applicant flow of all job categories.
A report will be prepared for submission to the Director of Administration for review.

These reports shall be evaluated by the Equal Opportunity Advisory Committee to determine new
policies and directions for this aspect of the Plan.

There is no formal, written hiring process within the Department of Administration for interviewing officials
to use as a standard. The importance of all EEO cards to be completed and forwarded in a timely
manner must be expressed to all interviewing officials as this information is required to complete the plan
and to monitor its progress.

All Department of Administration interviewing officials who are involved in the evaluation and hiring of

applicants must be carefully trained to assure the elimination of bias. They must have read and have
available the Affirmative Action Plan.
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All interviewing officials should be aware of departmental under-represented classes and hiring goals. A
starting point shouild be positions not requiring a list. An opportunity for improving poor representation of
women, minorities and disabled employees in upper level job categories exists and should be used.
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2. EXIT INTERVIEWS

The exit interview process is an opportunity for employees o express hisfher reasons for leaving
state service or transferring to ancther department. Furthermore, the exit interview form offers the
terminating/transferring employees an opportunity fo address any issue(s) that they feel should be
reviewed.

Upon notification of a termination, a representiative 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. Exit
interview forms are mailed to employees who are unable or unwilling to meet with an HR
Representative.

The terminating/transferring employee is also informed of the option of having an exit interview
conhducted by the Department’s lizison from the State Equal Opportunity Office.

The Department, through the HR Service Center, will continue to emphasize the importance of
completing the Exit Interview Form.

3. FLEX TIME (ALTERNATIVE WORK WEEK)

As of August 11, 1995, the Depariment of Administration implemented an Alternative Work Week
Plan ~ Flex Time program on a frial basis. The plan was subject to review and approval by
management and union officials representing employees in the department because of the proposed
seniority provisions. K was agreed that requests for flexible or alternative workweek hours would be
based on state seniority but that state seniority rank of employees could be restricted within their work
section.

The current plan is predominately an “alternative work week plan.” [t concedes that because
restrictions are imposed on various sections within the Department of Administration, “...the same
degree of personal choice may not be possible for all employees.” As a result, there are “... variations
in the degree of flexibility {from zero to the maximum) allowable from section to section.”

Employees who are able to request flexible work hours must conform to the criteria in the plan for flex
time hours. The current plan aliows for the following:

"As a rule, starting time will be no earlier than 7:.00 AM. and ending time will be no later than 6:00
P.M., nor to exceed nine (9) hours per day including lunch time.” The “core hours” are defined as
“...the period between 10:30 A.M. and 2:30 P.M. This assumes that all employees’ work schedules
will begin no later than these hours. “Each employee must be on the job during 10:30 A.M. and 2:30
P.M.H

4, POSTING OF POSITIONS

The Department of Administration (DOA) posts all position notices, both internal and those received
from other agencies, on the bulletin boards located in the break rooms of each floor. An "Applicant
Room” is located to the left of the reception desk on the third floor in the Office of Personnel
Administration.
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The current standard of posting is seven (7) days within an additional three (3) day grace period for
union positions, 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 applicant diversity.

In order to enhance actual opportunity for employment in the Department of Administration, state job
postings are available to the general public via DLT website. A copy of internal vacancy notices, as
well as those received from other departments will continue fo be posted on the Department of
Administration’s bulletin boards. The notices with “No List’ positions will also be sent to the
organizations on the Minority Referral List. A copy of all our vacancy postings is sent fo the
Department of Labor and Training's website (www.dlt.ri.gov). 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.

5. PROMOTION AND TRANSFER PRACTICES

Female and minority empioyees are mainly underrepresented in the job categories of
Officials/Managers/ Administrators, Professionals, Technicians, Protective Services, and Service
Maintenance. The minimal turnover in upper management is one reason for their limited
representation in these job categories.

In contrast, the Administrative Support job categories are dominated by women who fill 80.0% of
these positions.

In some case, upward mobitity for female and minocrity employees is limited due to the restrictions
imposed by collective bargaining agreements requiring the selection of candidates by seniority. For
those positions not covered by collective bargaining agreemenits, the Department must strive to select
qualified minority candidates to address under representation in job categories.

For affirmative action to be successful, managers must actively encourage their employees to apply
for vacancies and demonstrate that advancement is possible for all.

6. TECHNICAL COMPLIANCE

A member of the EOAC will pericdically inspect the bulletin boards for any missing policy statements.
The EOAC member will notify the Service Center to correct this.

7. TERMINATIONS

No problems were identified in this area for the past year. Terminations will be evaluated by the
EOAC for continued compliance with all laws and policies.

8. 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. Nofice is sent to the employee and the division when
the classes are to be held. Supervisors are responsible for ensuring empioyee attendance.

Upward mobility is a systematic management effort that focuses on developing career opportunities for
lower level 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 skills. Whenever possible, units should encourage and fund 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 general public.
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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.” DOA will encourage the training of personnel within the agency by the
development of approved fraining courses and programs or if such is not feasible DOA will encourage
employees to enroll in approved job related courses at instifutions of higher learning.

The Office of Training and Development (OTD) continues to work to provide training courses to improve
skills for state employees. Because of substantial funding restrictions, the OTD has reduced the number
and breadth of courses offered to employees.

Information on In-Service Training can be obtained from the Coordinator of Employee Training at the
Office of Human Resources or see www.admin.rl.gov/oid.

9. WORKFORCE COMPOSITION

Minorities and females remain under-represented in all job categories. For both minorities and females,
the strongest needs persist in calegories of Officials/Managers, Professionals, Technicians, Protective
Services and Service Maintenance. There is a significant under-representation of females in the
Protective Services category. Given these deficiencies, the argument to enforce the "6 + 6" law is
tenable. This law (36-4-26.1) allows the Departments fo use a supplemental cerlfification in the civil
service ~ Expanded certification for equal opportunity and affirmative action.

Either one or a combination of the following: fiscal and budgetary constraints, collective bargaining
agreements, and restrictive civil service exams — continues fo restrict DOA’'s ability to diversify its
workforce. When possible, the Direclor, Executive Directors, and Associate Directors who are
responsible for hiring should make every effort to select qualified female and minority applicants for
underrepresented job categories.
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PART V
AFFIRMATIVE ACTION PLAN
FOR
INDIVIDUALS WITH DISABILITIES,
DISABLED VETERANS AND

COVERED VETERANS
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AFFIRMATIVE ACTION FOR INDIVIDUALS WITH DISABILITIES
AND QUALIFIED VETERANS

Practices and Procedures:
1. Qutreach 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 Department of Human Services {(Vocational Rehab and Veteran's Home),
Department of Labor & Training and appropriate educational or training institutions to assist in
recruiting.

2.  Physical and Mental Qualifications:

Applicants will be screened to ensure that qualified individuals with disabilities are not excluded from
consideration.

3. Work Environment:

As per the Department's guidelines for Unbiased Work Environment, the Department sirives to
maintain a working environment free of discrimination, intimidation and harassment.

4, Reasonable Accommodation:

The Department makes reascnable accommodations fo the employee or applicant with a disability to
ensure equal access to employment. The accommodations include, but are not limited to, modifying
the job site, job restructuring, acquisition or modifications of special equipment.

Report on 2012-2013 activities:

During this term, we continue to implement the 1991 plan deveioped by the RI Coordinating
Committee on the Americans with Disabilities Act (ADA) and as updated by the 1995 Compliance
Plan-Status Report from the Governor's Commission on the Handicapped. The original plan
established the agency-level structure to achieve compliance and included evaluation of services,
policies and practices. The status report made revisions fo the original plan and proposed the
creation of a vacancy notice web-site. The web-site is www.dl.ri.gov.

The Depariment, working with Mr. James Pitassi (ADA Coordinator for the Department of
Administration} continues to make changes. During this year, several specific ADA claims were
addressed and the Department continues to review and remove any barriers consistent with the ADA
requirements and the needs of both co-workers and the public.

Report on 2013-2014 plans:

The Department plans to continue its work to identify and remove barriers that would affect
individuals with disabilities.

The Department will continue to implement the changes in the guidelines for job specifications that
have been reviewed and revised as needed.
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The Department will apply the definition of “Covered Veteran” for the purpose of employment as set
forth in "Covered” Veterans as defined by the Vietnam-Era Veteran’s Readjustment Assistance Act
(VEVRAA) of 1994, (VEVRAA) amended by the Jobs for Veteran's Act of 2002.

It must be stated again to management that the data gathered concerning veterans and individuais
with disabilities should be handled with specific concems for the issues of self-identification and legal
confidentiality.
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PART VI
APPENDIX
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DESCRIPTION OF JOB CATEGORIES
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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, Controliers, Wardens, Superintendents,
Sheriffs, Police and Fire Chiefs and Inspectors, Examiners (Bank, Hearing, Motor Vehicle,
Warehouse), Inspectors (Consfruction, Building, Safety, Rent-and-Housing, Fire, A.B.C. Board,
License, Diary, 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, and 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, Firefighters, 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 a 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,
Homemaker Aides, Home Health Aides, Library Assistants and Clerks, Ambulance Drivers and
Attendants and kindred workers.
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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.

SKILLED CRAFT WORKERS:

Occupation in which workers perform jobs which require special manual skill and a thorough and
comprehensive knowledge of the process involve 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
Machine 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 Empioyees, Gardeners, Groundskeepers, Refuse
Collectors and Construction Laborers, Park Ranger Maintenance, Farm Workers (except Managers),
Craft Apprentices/Trainees/Helpers and kindred workers.
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RACIAL/ETHNIC IDENTIFICATION
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RACE/ETHNIC IDENTIFICATION

MINORITY:  The term “minority” means a person who is a citizen or lawful permanent
resident of the United States and who can establish by information contained on his/her birth
certificate, by tribal records, or by other reliable records that (s)he is any of the following:

CATEGORIES:

BLACK: (not of Hispanic origin). All persons having origins in any of the Black racial
groups of Africa.

HISPANIC: All persons of Mexican, Puerto Rican, Cuban, Central or South American, or
other Spanish culture or origin, regardless of race.

ASIAN or PACIFIC ISLANDER: All persons having origins in any of the original peoples
of the Far East, Southeast Asia, the *Indian Subcontinent, or the Pacific

Islands. The area includes, for example, China, Japan, Korea, the Philippine Islands, and
Samoa.

WHITE: (not of Hispanic origin). All persons having origins in any of the original people of
Europe, North Africa, or in the Middle East.

NOTES:

*Indian Subcontinent takes in the countries of India, Pakistan, Bangladesh, Sri Lanka, Nepal,
Sikkim, and Bhutan. (Standards adopted by Office of Federal Contract Compliance
Program, October 1, 1978).

**WHITE is not included in the minority category. It is listed for reporting purposes.
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LAWS GOVERNING EQUAL OPPORTUNITY
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PRIVATE EMPLOYMENT,
STATE AND LOCAL GOVERNMENTS
EDUCATIONAL INSTITUTIONS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Title VIl 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 VIl 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.
Laboer organizations cannot cause employers to violate the law. Many employers not covered by Title
VI, 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 fraining, fringe benefits, and other aspects of employment. The
law also requires that covered entities provide qualified applicants employees with disabilities with
reasonable accommodations that do not impose undue hardship. The law covers applicants to and
employees of most private employers, state and local governments, educational institutions,
employment agencies and labor organizations.
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EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

INDIVIDUALS WITH HANDICAPS:

Section 503 of the Rehabilitation Act of 1973, as amended, prohibits job discrimination because of
handicap and requires affirmative action to employ and advance in employment qualified individuals
with handicaps who, with reasonable accommodation, can perform the essential functions of a job.

VIETNAM ERA AND SPECIAL DISABLED VETERANS:

38 U.S.C. 4212 of the Vietnam Era Veterans Readjustment Assistance Act of 1974 prohibits job
discrimination and reguires affirmative action to employ and advance in employment qualified
Vietnam era veterans and qualified social disabled veterans.

Applicants fo and employees of companies with 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.8.C. 4212 of the Vietnam Era Veterans Readjustment
Assistance Act should contact immediately,

The Office of Federal Contract Compliance Programs (OFCCP) Employment Standards
Administration, U.S. Department of Labor, 200 Constitution Avenue, N.W., Washington, D.C. 20210,
(202) 523-9368, or an OFCCP regional or district office, listed in most directories under U.S.
Government, Department of Labor.

PROGRAMS OR ACTIVITIES RECEIVING
FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX:

In addition to the protection of Title VIl of the Civil Rights Act of 1964, Title V! 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 1072 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 HANDICAPS:

Section 504 of the Rehabilitation Act of 1973, as amended, prohibits employment discrimination on
the basis of handicap In any program or activity that receives Federal financial assistance.
Discrimination is prohibited in all aspects of employment against individuals with disabilities who, with
reasonable accommodation, can perform the essential functions of a job.
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STATE EXECUTIVE ORDERS

EXECUTIVE ORDER #95-11

Establishes the Sexual Harassment Policy for units in State Government.

EXECUTIVE ORDER #92-2

Compliance with Americans with Disabilities Act.

EXECUTIVE ORDER #92-4

Re-establishes the Minority Business Enterprise Program.

EXECUTIVE ORDER #93-1

Equal Opportunity and Affirmative Action Policy for units in State Government.

EXECUTIVE ORDER #85-16

Designates the State 504 coordinator to create policies, practices and programs regarding
accessibility of State bulldings and properties to handicapped persons.

EXECUTIVE ORDER #86-10

Establishes the Refuge Policy for the State.
EXECUTIVE ORDER #13.05

Promotion of Diversity, Equal Opportunity and Minority Business Enterprises in
Rhode Island
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RHODE ISLAND GENERAL LAWS §28-5.1 et seq.
EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

§ 28-5.1-1 Declaration of policy: -~ Annual reports - Applicability to collective
bargaining agreements.

(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
nonclassified 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 reguiation. All policies, programs, and activities of state government are
periodically reviewed and revised to assure their fidelity to this policy.

(2) Each department head makes 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 legisiative branch of state
government.

(b) This chapter in no way impairs any contract or collective bargaining
agreement currently in effect. Any contract or collective bargaining agreements entered into
or renewed after July 8, 1994 are 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 director of administration/numan resources, reports to the
governor and to the general assembly on state equal opportunity programs. The state equal
opportunity office is responsible for assuring compliance with the requirements of all federal
agencies for equal opportunity and provides training and technical assistance that 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.

{e)) The state equal opportunity office issues those guidelines, directives or
instructions that are necessary fo effeciuate its responsibilities under this chapter, and is
authorized to investigate possible discrimination, hold hearings, and direct corrective action.

§ 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 legisiative branch of state
government, annually prepares an affirmative action plan. These plans shall be prepared in
accordance with the criteria and deadiines set forth by the state equal opportunity office.
These deadlines 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 are submitted to and are 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 shail be withdrawn and amended according to equal
opportunity office criteria, in order to attain positive measures for compliance. The state
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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 serves as the chief executive officer
of the state equal opportunity office, and is 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 also submits with the data a detailed explanation as to
why the goals were not achieved.

(@ Standards for review of affirmative action plans are 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 gquasi-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.

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

§ 28-5.1-3.1 Appointments to state boards, commissions, public authorities, and
quasi-public corporation. — (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 assure that, to the fullest extent possible, the composition of the board,
commission, or governing body reflects the diversity of Rhode Island's popuiation.

(p) 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.
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(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 through the Rhode Island Affirmative Action Professionals (RIAAP). The
human resources outreach and diversity office shall act as the RIAAP's 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 shali report the resuits 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.

determines that minorities as currently defined in federal employment law as Blacks,
Hispanice, 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, couris,
transportation, and human services.

(4) The equal employment opportunity administrator shail be consulted in the selection
process for all positions certified as underrepresented and/or underutilized and shail report
the results of progress toward goals to the governor and fo the general assembly by January
31 and July 31 of each year. A copy of these results which shall be referred to the Rhode
tsland 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) 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 affiration action gains are
preserved to the extent permitted by law and by collective bargaining agreements. A copy of
this pian shall be referred to the Rhode Istand 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 equai 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 availabie 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 egual opportunity administrator shali notify the commission of reports and results
under this chapter
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§ 28-5.1-3.2 Enforcement.

(&) The state equal opportunity administrator is authorized to initiate complainis
against any agencies, administrators, or employees of any department or division within
state government, excluding the legisiative branch, that willfully fail fo comply with the
requirements of any applicable affirmative action plan or of this chapter or that 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 issue and serve 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 fo the notice 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 has the power, after 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 such an order; is 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.

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, age, national origin, or disability. All appointing authorities shall hire and
promote employees without discrimination. 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. Annually, each appointing authority
shall include in its budget presentation those necessary programs, goals and objectives that
will improve the equal opportunity aspects of their depariment's employment policies. Each
appointing authority shail 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
prepares 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 take positive steps to insure
that the entire examination and testing process, including the development of job
specifications and employment qualifications, is free from either conscious or inadvertent
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bias, and shall review all recruitment procedures for all state agencies covered by this
chapter for compliance with federal and state law, and bring fo the attention of the equal
opportunity administrator matters of concern to its jurisdiction. The division of budget shall
indicate in the annual personnel supplement progress made toward the achievement of
equal employment goals. The division of purchases shali cooperate in administering the
state contract compliance programs. The division of statewide planning shall cooperate in
assuring 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 five (5) member committee which shall monitor
negotiations with all collective bargaining units within state government specifically for equal
opportunity and affirmative action interests. The members of that committee include the
director of the Rhode Island commission for human rights, 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 titie and in this chapter, and shall have the full cooperation of all
state agencies. Wherever necessary, the commission, at its own initiative or upon a
complaint, shall bring charges of discrimination against those agencies and the personnel of
those agencies 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 utitize 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.

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 discriminatory patterns or
practices.

At the request of the state equal opportunity office, each appointing authority shall critically
analyze all of its operations o 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.

63



§ 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,
refligion, sex, sexual orientation, gender identity or expression, national origin, or disability.
These 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 fo 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.

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. The agencies shall advise the commission for human rights promptly of any
employers, employment agencies, or unions suspected of practicing unlawful discrimination.
They shall assist employers and unions seeking to broaden their recruitment programs to
include gualified applicants from minority groups. In addition, 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 wiil 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 those rules, regulations, and compliance reports
that require of contractors of this state the same commitment to equal opportunity that
prevails under federal contracts controlled by federal executive orders 11246, 11625 and
11375. Affirmative action plans prepared pursuant to these 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 contracis. A
contractor's failure to abide by the rules, regulations, contract terms, and compiiance
reporting provisions as established is ground for forfeitures and penalties that will be
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 contrel 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
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correctional agencies and instifutions 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.

§ 28-5.1-14 State licensing and regulatory agencies.

State agencies shall not discriminate by considering race, color, religion, sex, 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 discriminate
against or segregate any person on these grounds. All businesses licensed or chartered by
the state shall operaie 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 such 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, 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 opporiunity activities and affirmative action plans of all these
organizations.

§ 28-5.1-15 State financial assistance.

State agencies disbursing financial assistance, including, but not limited to, loans and
grants, shall hereafter 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 disbhursing 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) The personnel administrator, in consultation with the
equal employment opportunity administrator, and the human resources outreach and
diversity administrator within the department of administration, shall annually conduct a
utilization analysis of positions within state government based upon the annual review
conducted pursuant to §§ 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.
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{(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 1o the Rhode
island commission for human rights which may, in its discretion, investigate whether a
violation of chapter 28-5 has occurred. The resulis shall be a public record and shall be
made available electronically on the secretary of state's website.

(b) 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, {o 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 reporis and results
under this chapter
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Posting the Vacancy
COMMUNICATION PP-3-PO-3-3
RE: CS-376 Vacancy Notice
(Revised)
STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS
DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN RESOURCES

OFFICE OF PERSONNEL ADMINISTRATION

DATE: February 25, 1988
FROM: Bradford E. Southworth, Personnel Administrator
ROUTING:  Personnel Officials (List #22)

*ce:  Directors (List 12) Lists, 14, 15 and Union Officials
List 23

Directors and Chief Executive Officers or their designees are responsible for distribution within
their organization.
DISPOSTION:

[X] Act on and File

BRIEF DESCRIPTION:  CS-376 - Vacancy Notice (Revised Febraary, 1988)

Enclosed are two versions (legal and letter size) of a CS-376 Vacancy Noftice as revised. It is your
choice as to use either size as deemed appropriate for your agency. Some departments indicated a
preference of legal size for posting purposes to satisfy affirmative action and recruitment promotion
interests.

Many departments/agencies contributed to the process of revision of this form in the hope of
improving human resource activities. Some revisions may only benefit a few agencies but are
included because of its value to the system at large.

A copy of this vacancy notice must be sent to the Equal Opportunity Section of the Office of
Personnel Administration and the respective bargaining unit,

NOTE: Agencies are responsible for duplicating this form at their own expense.

File in Volume ! under Procedures
Effective: Immediately
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C8-376
VACANCY NOTICE C5-376
FOR OPPORTUNITIES IN RHODE ISLAND STATE GOVERNMENT

Description of Position

General Information to Candidate

TITLE OF POSITION: CLASSIFICATION CODE:
SALARY RANGE: REFERENGE POSITION NO.:
Depariment or Agency Name APPLICATION PERIOD:

Division/Section/Unit

Assignment(s) / Comments

$hift and Days: Job Location:
RestrictionsiLimitations:
Position Covered By Collective Bargaining Union Agreement Yes No

Name of Bargaining Unit Union:

Thereis ___isnot ___a Clvil Service List for
£t -

o
INSTRUCTIONS:
A. STATE EMPLOYEE LATERAL BIDDER: Bids are now being accepted for the position(s) indicated. If you are cusrently in this classification
and wish to bid, please complete fully the $S-14 AppFcation Form; and RIEEC 378 Affirmative Action Card. Remember to include, either on the application
or within_a cover letter, both the File Position Title and Number.

Most Impeortant - Please include the following information:

« The titie of the posifion for which you are appiying . Mame of department where you are currently employed
. Title of your present position and dafe you entered if « Your business telephone number
» Dale you enlered State service « Present Union Affilations

o In certain agencies, bargaining union applicants will receive preforential consideration according to contract.
B. NON INCUMBENT/NON STATE EMPLOYEE APPLICANT:

if indicated above that no Civil service list exists for this position, you need not be in the class of position, or be in State service to apply. Al Information
reguested on the application form must be furnished. The information you give will be used by the agency Personnel Office to determine your qualifications.
If an item does not apply o you, or if there is no information to be given, weite in the letters "N.A." for Not Applicable. If you fait o answer ail the guestions on
the application form, you may delay consideration of your application.

C. AMERICANS WITH DISABILITIES ACT (ADA} PROVISIONS:

» Reasonable Accommodations:
If an applicant is unable to perform any essential job functions because of hisfher disabilify but can achieve the reguired resuits by means of &
REASONABLE ACCOMMODATION, then the individual shali not be considered unqualified for therefore the position.

» Medical information:

Any medical exams reguired for this position will be performed after a conditional offer of employment has been made in accordance with the
Rules/Regulations of the Americans with Disabiiities Act (ADA).

DUTIES / RESPONSIBILITIES:

=
et

[
g2
ES
Ia
3
0
o EDUCATION / EXPERIENCE / SPECIAL REQUIREMENTS:
e
3

5]
30
3 €
52
(1Y b
£ &
3
E
£
=

Apply within the application period as shown on this announcement. NOTE: Some State union contracts allow a 3 day grace period for receipt of C3-14
application or bid. This Cffice does not assume responsibility for apptications sent through the mail.  SEND RESUME or CS-14 Application ta:

Q
i

> .
® & Telephone #:
£ & Fax #:
S TIYITDD #: 711

(Telecommunication Device for the Deaf)

STATE OF RHODE ISLAND i8S AN EQUAL OPPORTUNITY/DIVERSITY EMPLOYER
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MINORITY REFERRAL AGENCY LIST
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STATE EQUAL OPPORTUNITY OFFICE

MINORITY REFERRAL LIST
Rhode Isiand Commission on Women Community College of Ri Goodwill industries of Rhode island
260 West Exchange, Suite #4 Minority Affairs Office 100 Houghton Street
Providence, Ri 02603 1 Hilton Street Providence, Rl 02904
Phone: 222-6105 Providence, RI 02905 Phone: 861-2080
Fax: 222-5638 Phone: 455-8011 Fax; 454-0889
TDD: 222-6106 Fax: 456-6180 TDD: 276-0875 — 861-6677
Blackstone Valley Comm. Action Program R Gov.’s Comm. On Disabilities Ebenezer Baptist Church
32 Goff Avenue JO Pastore Complex 41 Cherry Dale Gt 475 Cranston St,
Pawtucket, Rl 02860 Cranston, Rl 02920 Providence, RI 02807
Phone: 723-4520 Phone:  462-0100 Phone: 351-1368
Fax; 725-6550 Fax: 462-0106

TDD: 462-0101

Congdon Baptist Church East Providence Community Center Bepartment of Labor & Training
Church Clerk 1320 Pawtucket Ave. Center General I5l] Pontiac Ave.
17 Congdon Street East Providence, Rl 029186 Cranston, Rl 02920
Providence, RI 02806 Phone: 438-5285 Phone: 222-3716

Phone. 421-4039 Fax: 438-5530 Fax: 2222731

Fax: 351-0009

Rl State Equal Opportunity Office Brown University, Office of EQ/AA Cape Verdean Progressive Center
Raymond Lambert , Administrator PO Box 1890, 164 Angell St. 329 Grosvenor Ave,

One Capitol Hill, Third Floor Providence, RI 02912 East Providence, Rl 02914
Providence, RI 02808 Fhone: 863-2389 Phone: 434-9612

Phone: 222-3080 Fax: 863-3340 Fax: 455-1289

Fax; 222-6391
TDD; 222-6144

City of East Providence Vietham Era Veterans' Association Hartford Park Community Center
145 Tauton Avenue 250 Prairie Avenue 20 Syracuse Street

East Providence, RI 02914-4505 Providence, RI 02903 Providence, Rl 02909

Phone; 435-7509 Phone: 521-6710 or 521-6711 Phone: 5210051

Fax: 438-1719 Fax: 454-4390 Fax 455-12989

TDDNoice: 431-1633

Progresso Latino, Inc. Urban League of Ri Johnson & Wales University
626 Broad St. 246 Prairie Ave. 8 Abbott Place

Centrat Falls, Rl 02863 Providence, RI 02805 Providence, Rl 02003
Phone: 728-5920 Phone:  351-5000 X144 Phone: 598-1443

Fax: 724-5550 Fax: 454.1946 Fax 598-8672

Dr. Martin Luther King, Jr. Community Ctr.  International Instifute of Rl
20 Dr. Marcus F. Wheatland Blvd. 645 Elmwood Ave,

gay & Lesbian Heipline of RI Newport, R 02840 Providence, Rl 02907
O ﬁox 41247 Phone: B846-4828 Phone: 784-4624
Providence, RI 02804 Eax: 848-7360 Fax 467-6530

71



Roger Williams University
10ld Ferry Road

Bristol, Rl 02809

Phone:  254-3003

Fax: 254-3370

George Wiley Center
32 East Ave,
Pawiucket, Rl 02860
Phone: 728-555
Fax:  725-1020

West End Community Center
109 Bucklin St.

Providence, Rl 02807
Phone: 467-7990

Rhode Island AFL-CIO
Dislocated Workers Program
214 Broadway Street
Providence, RI 02903
Phone: 521-2680

Fax: 521-2684

ACLU-Rhode Island Affiliate
128 Dorrance Street, Suite 220
Providence, RI 02903

Phone: 831,7171

Fax: 831.7175

Joslin Community Dev. Center
231 Amherst Street
Providence, RI 02909

Phone: 421-8082

Fax: 421-8535

Ser Jobs for Progress
421 Elmwood Ave.
Providence, Rl 02907
Phone: 785-3190
Fax: 461-2507

Vocational Resources, Inc.
100 Houghton Street
Providence, RI 02904
Phone: 861-2080

Fax:  484-0889

TDD:  331.2830

Providence Housing Authority
285 F Chad Brown Street
Providence, Rl 02908

Phone: 751-6400 x 250

City of Providence

EEQ/AA

25 Dorrance 8¢

Providence, RI 02903

Phone:  421-7740 x 241

Fax: 272-0867 Tdd: 751-0203

Center for Hispanic Policy & Advocacy
421 Eimwood Ave.

Providence, RI 029007

Phone:  467-0111

Fax: 467-2507

Narragansett indian Tribe
Personnel Director

4375 B South County Trail
PO Box 268

Charlestown, RI 02813
Phone: 364-1100

Fax: 364-1104

New Visions for Newport County
19 Broadway

Newport, R 02840

Phone: 847.7821

Fax: 847-6220

Boys & Girls Club of Prov. Fox Point
90 Ives St.

Providence, RI

Phone: 444-0758

Fax: 444.0757

Women's Develoepment Corp.
861A Broad St.

Providence, Rl 02907
Phone: 941-2000

Fax: 941-3570

Gov.’s Comm. On Hispanic Affairs
421 Eimwood Ave.

Providence, Ri 62907

Phone: 785-3028

Fax: 351-0127

Rhode Island Urban Project
870 Westminster St.
Providence, R 02803
Phone:

Fax: 751-3472

Olney Street Baptist Church
Church Clerk

100 Olney Street
Providence, Rl 02906
Phone:  272-1024

PARI independent Living Center
Executive Director

500 Prospect St.

Pawiucket, Rl 02860

Phone:  725-1868

Fax: 725-2104

TOD: 7251866

Eimood Community Center
Executive Director

155 Niagara St.
Providence, RI 02807

Rehabilitation & Re-Employment
President

115 Cedar Street

Providence, Rl 02803

Phone: 272-4552

Fax: 331-4336

RI Educationai Opportunity Center
Phitornena Fayanjuola

One Hiltton St

Providence, Rl 02805-2304
Phone: 455-6028

Fax: 455-6178

Ser Jobs for Progress Island
Employment Speciaiist

101 Main St., Suite 302
Pawtucket, Rl 02860
Phone: 724-1820

Fax: 467-2507

Hmeong-Lao United Association
Elmwood Community Center
340 Lockwood St.

Providence, Rl 02907

Phone: 455-0847

Fax: 621-5631
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Rhode Istand College
600 Mt Pleasant Ave.
Providence, RI 02808
Phone: 456-8218
Fax: 456-8717
TDD: 4586-8216

Women's Center of RI
BOX 603300

Providence, RI 02008-0300

Phone: 861-2761
Fax: 861-2762
TBD: 861-2780

Rhode island Indian Council, inc.
807 Broad St.

Providence, Rl 02807

Phone: ©41-3494

Fax: 781-2394

Providence College
548 River Ave.
Providence, Ri 02908
Phone: 865-2341
Fax: 865-2236

R Workers Association
32 East Ave,
Pawhicket, Rl 62860
Phone: 728-5585
Fax: 725-1020

Commission for Human Rights
180 Westminster Street
Providence, Ri 02903

Phone: 222-2651

Fax: 222-1616

TOD: 222-2664

Self Help, Inc.

1000 Bullocks Peint Ave.

Riverside, RI 02915
Phone:  437-1000
Fax: 433-1598

Smith Hili Center

110 Ruggles Street
Providence, RI 02008
Phone: 455-3880
Fax: 455.3887

South County Community Action
1080 Kingstown Rd.
Waakefield, RI 02879

Phone. 884-4282

Fax: 884-4284
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GRIEVANCE PROCEDURE

RHODE ISLAND EQUAL OPPORTUNITY OFFICE
TELEPHONE (401) 222-3090 TDD (401) 222-6144

The State Equal Opportunity Office will accept, from both State Employees and Applicants for State
employment, complaints of discrimination that are based on race, sex, age, national origin, religion,
color, sexual orientation, gender identity or expression, and sexual harassment.

1. A complaint must be filed formally on the “Complaint Information Form™; available
through the State Equal Opportunity Office within ten (10) working days from the
knowledge of the alleged incident of discrimination, unless it is an ongoing
discrimination.

All complaints will remain confidential except to the extent necessary to conduct a
review of the facts.

2. An Equal Opportunity Officer will be assigned to investigate the complaint.
3. The Agency Director (Responder) will be notified of the alleged charge.

4. Upon the completion of the investigation, the State Equal Opportunity Office will make a
determination as to probable cause based on the summary of facts.

5. When probable cause is not evident, the parties are so informed by the State Equal
Opportunity Office.

6. When there is probable cause of discrimination, the State Equal Opportunity Office will
try to conciliate the complaint.

7. If an agreement between both parties is not reached, a formal hearing will be scheduled
and a Hearing Officer will be assigned by the State Equal Opportunity Office.

8. If and when it has been determined by the Hearing Officer that discrimination exists, the
Hearing Officer will advise the State Equal Opportunity Office in writing. The State
Equal Opportunity Office will then, by written notification, present findings and
recommended corrective action to both parties.

If the corrective action is not implemented within the specified time frame, the State Equal
Opportunity Office will notify the Governor.

An individual may also file a complaint with RI Human Rights Commission or the Equal
Employment Opportunity Commission. If a charge has been filed, either simultaneously or at a
later date, with RI Human Rights Commission or the Equal Employment Opportunity
Commission, the State Equal Opportunity Office will defer to Commission for investigation and
any resolution and/or prosecution of any charge.
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DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN SERVICES

Office of Personnel Administration
Equal Opportunity

COMPLAINT INFORMATION FORM
e ———— e —————————————————————

Complainant Information: 8. Basis of Alleged Complaint:
State your name and address: Race/Color: Specify
Sex: Male Female

Age: Date of Birth

City State Zip Code National Origin: Specify

Telephone Number(s): Relici Specify
eligion: Speci

Work:
. Sexual Harassment
Home:
Sexual Orientation
Name of Department: Gender Identity or Expression

9. Nature of Charge:

. . Hirin
Name of Immediate Supervisor: — £
Compensation

Job Classification

Respondent Information: Discharge/Termination

Name and address of agency involved: Promotion

Training

____Demotion

Qualification/Testing

City State Zip Code
Layoff

Name and Title of person(s) charged: Recall

Seniority

Date of Alleged Violation: —[ntimidation/Reprisal

Harassment

Place of Alleged Violation:

Case Number
RIEQQO-03-87 Revised 2003
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COMPLAINT INFORMATION FORM
(Continued)

10. Explain as briefly as possible what happened and how you were discriminated
against. Indicate who was involved. Be sure to include how other persons were treated
differently from you. Also attach any written material pertaining to your case.

11. Why do you believe these events occurred?
12. Have you brought this charge to anyone else’s atiention?
13. 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
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RETALIATION/COERCION STATEMENT
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RETALIATION OR COERCION
An employee or agent of State Government 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
unkawful under the Americans with Disabilities Act (ADA) 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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EMPLOYEE SELF-IDENTIFICATION OF
DISABILITY FORM AND REQUEST FOR

REASONABLE ACCOMODATIONS
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EMPLOYEE SELF-IDENTIFICATION OF DISABILITY & REQUEST FOR REASONABLE
ACCOMMODATIONS
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 [X] 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:

[l AIDS
[] Alcoholism
L] Blindness or Visual Impairment
[] Cancer
[ ] Cerebral Palsy
] Deafness or Hearing Impairment
['1 Diabetes
[] Drug Addiction
[] Epilepsy
[] Heart Disease
Mental Retardation
Mental or Emotional Illness

[l
]
[_] Multiple Sclerosis
L]
L]
L]

Muscular Dystrophy
Orthopedic
Perceptual Disabilities such as: Dyslexia, Minimal Brain Dysfunction, Development Aphasia
or Speech Impairment
[] Other

[] Yes, I request a Reasonable Accommodation Needs Assessment Review

Additional Comments:
[] No Reasonable Accommodation is needed at this time

Signature: Date:

RIEEO 5/09A
REVISED 7/02/2002
RI SEOO (401) 222-3090
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EXIT INTERVIEW
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i

CONFIDENTIAL EXIT-INTERVIEW FORM

The purpose of this Form is to record information concerning reasons why employees are
terminatingftransferring from State Service.

The Form asks specific questions concerning:

Employment

Career Opportunities

Fair Treatment

Future Employment with State Government
If you feel you were discriminated against

mo o

The Form is completed by the employee who is leaving the department (resignation,
transferring to another department, retirement, etc.) The person is interviewed by the Equal
Opportunity Officer,

The Egual Opportunity Officer should be notified at least five- (5) working days before the
employee terminates or transfers.

The Form is voluntary and confidential.
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STATE EQUAL OPPORTUNITY OFFICE
One Capitol Hill
Providence, Ri 02808-5865

Rhode Island Department of:

Administration

EXIT INTERVIEW SIGN-OFF FORM*

Name of Employee (Please print or type)

In accordance with Rhode Island General Law 28-5.1, and Exit Interview Program has been established in
order to assure that terminations/transferring employees are not leaving because of discriminatory
circumstances. 1 understand that all terminating/transferring employees have the option of an Exit
Interview with the State Equal Opportunity Officer/ Liaison to the Rhode Island Department of

I hereby certify that | have received an Exit
Interview form from the personnel officer and, that the completed Exit Interview form must be forwarded
to the State Equal Opportunity Office. T also understand that a copy of this completed sign-off form will
be placed in my personnel file.

Signature of Employee Date Employee Signed
ekl dedook ok dedodedekde ok Rk ek e
Date Exit Interview Was Signature of Personnel Officer
Mailed to Employee

* Instructions:

The Personnel Officer must distribute a copy of the Exit Interview form along with

termination/transfer papers to the employee, The Personnel Officer must place a copy of the Exit
Interview sign-off form in the employee’s personnel file and forward a second copy of the sign-off
form to the Department’s EEO Coordinator immediately upon completion.

Rev. 7/02

84



Rhode Island State Opportunity Office
CONFIDENTIAL EXIT SURVEY INQUIRY

All information obtained from this inquiry will be handled in a confidential manner

and will not be divuiged to supervisors, co-workers, or anyone inside or outside
the agency. 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. Please complete and return to the State Equal Opportunity Office,
One Capitol Hill, Providence, Rl 02908-5865. Thank you.

Name Job Title
Address Dept./Agency

Division/Unit
Telephone Date Departed
Date Hired

M M WA WM B WA W N NN PAR TWM TR TR TR PR ST AR TR M R S M M Me e Rer e A e mw R mew e mmm e e e mee e

(Please check for Equal Opportunity Purposes Only)
Female [_] White[ ] Asian Amer./Pacific Islander{_} Hispanic[}
Male[} Black[_] Amer. Indian/AK Native[ ] Handicapped|_]

e e wwn G we e  W M B M B BA B MM AU MM TWR T TR PR RET MW M e S e M M T S M M M M M e e e

What is your main reason for leaving?

What did you like best about your job?

What did you dislike about your job?

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

Do you feel career opportunities were adequately afforded to you?

Did you feel free to go to your supervisor to discuss problems about your job?

{Rev. 07/02)




CONTINUED

Was your supervisor effective in handling problems or complaints?

Was the Leave of Absence Procedure clearly explained to you?

Did you receive fair treatment while employed?

Would you seek employment with the State of Rhede Island at a future date?

Do you feel you were discriminated against?

INTERVIEWING OFFICER DATE

Comments:
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EQUAL OPPORTUNITY ADVISORY COMMITTEE
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MISSON:

EQUAL OPPORTUNITY ADVISORY COMMITTEE

TO PROVIDE TWO-WAY COMMUNICATION AND SUGGESTIONS ON VARIOUS
ASPECTS OF THE EQUAL OPPORTUNITY PROGRAM TO THE AGENCY HEAD AND
EQUAL OPPORTUNITY COORDINATOR IN AN 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

1. EACH DIVISION OF AGENCY
2. VARIOUS JOB LEVELS
3. MINORITIES, WOMEN, AND PERSON WITH DISABILITIES

STRUCTURE:

TERMS OF MEMBERSHIP
ELECTIONS OF OFFICERS
HOW MANY MEMBERS
ALTERNATES
SUB-COMMITTEES
MEETINGS

MINUTES

@MMUO®D»

FUNCTIONS (ROLE):

ADVISE -~ NOT PERFORM

DEVELOP SHORT-TERM OBJECTIVES

IDENTIFY AREAS OF POSSIBLE DISCRIMINATION

ASSIST THE DESIGNEE OF THE AGENCY HEAD WITH PREPARING THE
AFFIRMATIVE ACTION PLAN

MONITOR THE PROGRESS OF THE ACTION GOALS AND PROGRAMS, IF
NECESSARY, MAKE RECOMMENDATIONS TO IMPROVE.

F. REVIEW MONTHLY PROGRESS REPORTS

G. ISSUE A PROGRESS REPORT TO AGENCY HEAD QUARTERLY.

m oowy»

CHAIRPERSON (DUTIES):

A. PREPARE AGENDA FOR MEETING
B. PRESIDE OVER COMMITTEE MEETINGS
C. SUBMIT ANY COMMITTEE RECOMMENDATIONS TO THE AGENCY HEAD

SECRETARY (DUTIES)

A. PRESIDE OVER MEETING IN ABSENCE OF CHAIRPERSON
B. RECORD MINUTES OF THE MEETING
C. PREPARE MINUTES FOR DISTRIBUTION,

38



6. EQUAL OPPORTUNITY COORDINATOR:

EX-OFFICIO
ADVISOR

~

EQUAL OPPORTUNITY OFFICER/LIAISON:

EX-OFFICIO
ADVISOR

8. AGENCY HEAD:

SHOULD MAKE A COMMITMENT THAT ALL RECOMMENDATIONS WILL BE
REVIEWED AND ACKNOWLEDGED

9. EMPLOYEES SHOULD BE iINFORMED OF AGENCY POLICY:

NEWSLETTER

PAY ENVELOPES

EMPLOYEE HANDBOOKS

COPIES OF THE AFFIRMATIVE ACTION PLAN POLICY STATEMENT OF KEY
PROGRAM ELEMENTS.

el

10. THE STATE EQUAL OPPORTUNITY OFFICE MAY ISSUE SUCH GUIDELINES,
DIRECTIVES, OR INSTRUCTIONS AS NECESSARY TO CARRY OUT Rl GENERAL
LAW 28-5.1,

89



LIST OF EQUAL OPPORTUNITY/AFFIRMATIVE

ACTION OFFICES
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EQUAL OPPORTUNITY/AFFIRMATIVE ACTION OFFICES

RI DEPARTMENT OF ADMINISTRATION
Division of Human Resources

State Equal Opportunity Office

One Capitol Hill, 3 Floor

Providence, RI 02908-5865

Phone 222-3090 Tdd 222-6144

FAX 222-6391

State Equal Opportunity Programs
Principal Equal Opportunity Officer

Senior Equal Opportunity Officer

COMMUNITY COLLEGE OF RHODE ISLAND

One Hilton Street
Providence, RI 02905
Phone 455-6011 Tdd 825-2238

RHODE ISLAND COLLEGE
600 Mt. Pleasant Avenue
Providence, RI 02908

Phone 456-8212 Tdd 456-8061
FAX 456-8379

UNIVERSITY OF RHODE ISLAND
Affirmative Action Equal Opportunity & Diversity
Carlotti Administration Building

Kingston, RI 02881

Phone 792-2442 Tdd 792-2285
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LIST OF STATE ENFORCEMENT AGENCIES
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ENFORCEMENT AGENCIES

Department of Administration
Office of Personnel Administration
State Equal Opportunity Office
One Capitol Hill

Providence, RI 02908-5865

TEL # (401) 222-3090

TDD # (401) 222-6144

FAX # (401) 222-6391

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 L. 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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ADDENDUM
STATE OF RHODE ISLAND —~ DEPARTMENT OF ADMINISTRATION
AFFIRMATIVE ACTION PLAN
JULY 1, 2013 — JUNE 30, 2014

In recognition of the critical importance of building a state workforce that is reflective of the
cultural diversity of Rhode Island residents and in recognition of the need to address current gaps
in representation of women and people of color within the state’s workforce, on May 9, 2013,
Governor Lincoln Chafee issued Executive Order 13-05 entitled “Promotion of Diversity, Equal
Opportunity and Minority Business Enterprises in Rhode Island”.

Governor Chafee tasked the Department of Administration (DOA) with developing
recommendations regarding diversity, equal opportunity and affirmative action hiring, and
utilization of Minority Business Enterprises (MBE). The specific language contained in the
Executive Order is as follows:

The Director of the Department of Administration shall review all divisions and offices within
the Department charged with facilifating equal opportunity employment and MBEs, 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 Purchases, and the MBE
Program, and shall make recommendations to the Governor fo improve collaboration between
these offices and all executive departments to ensure these programs are more effective.

The 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. All executive departments shall comply
with the Director’s recommendations and shall cooperate fully with taking steps to increase
minorities in the State’s workforce and increase usage of MBEs with State contracts. And
every State agency, in partnership with the Office of Equal Opportunity, shall track and
maintain hiring data as part of the agency’s performance management functions.

Based on the Executive Order recommendations, DOA has developed Phase I of an Executive
Order Implementation Plan that, throughout the next fiscal year (July 1, 2013 to June 30, 2014)
will guide and support plans and strategies within {21) state departments/agencies, including the
Department of Administration, as they develop specific goals and strategies for improving the
representation of women and peopile of color within their workforce.

The (21) departments selected to participate in Phase I activities represent the larger, key state
departments that employ the greatest percentage overall of state employees. Smaller state
departments and other quasi-state agencies will be included in Phase II implementation work that
is planned to begin in fiscal year 2015



Key Implementation Initiatives planned for fiscal year July 1, 2013 to June 30, 2014:

e Establish Annual Hiring Goals for each state department
Establish methods to regularly track and monitor goals

o Appoint Diversity Liaisons within each Phase I state depariment; the Diversity Liaison will
be responsible for assisting his/her department or agency with meeting their equal
opportunity hiring and Minority Business Enterprise utilization goals.

¢ Implement an online job application system for all state jobs

e  Within the Executive Division of the Department of Administration, realign the State Equal
Opportunity Office, the Human Resources Outreach and Diversity Office, and the Minority
Business Enterprise to create the Office of Diversity, Equity and Opportunity, under the
leadership of a Chief Diversity and Equity Officer, a senior-level position that will oversee
the new equity and opportunity office

s Establish a Diversity Advisory Council within the Department of Administration that would
be responsible for helping to track the progress of attaining a more diverse workforce, while
also promoting and facilitating the MBE procurement process.
Consistently model and reflect a culture of diversity and inclusion

¢ Host a series of community engagerment relationship building and information sharing
sessions

s Coordinate monitoring and tracking procedures through the Office of Management and
Budget

¢ Promote the assistance available to all state agencies from the Department of Administration
regarding setting and managing diversity hiring goals; services include discussing '
methodology used to establish diversity goals, sharing of best practices for recruitment and
selection, review of current trends and best practices

SUMMARY - The above outlined implementation strategies will focus on (21) state
departments and will be led by DOA. However, DOA itself, is included as one of the (21) key
departments that will also implement and follow guidelines, recommendations and strategies to
improve hiring and diversity.

Work on developing implementation strategies based on the Governor’s Executive Order on
Diversity began in May 2013, toward the end of the period covering this annual report.
Implementation procedures for DOA and other state departments have been and will continue to
be developed throughout the current fiscal year (July 2013/June 30, 2014) and will continue until
Rhode Island improves its diversity and Affirmative Action goals.

It is anticipated that significant improvements will have been made across the board in terms of
diversity and hiring within the state, in general, and it is anticipated that significant
improvements will have also been made this fiscal year within DOA and those improvements
will be reflected in the next and subsequent DOA Annual Affirmative Action Reports.
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