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PREFACE

Rhode Island -General Laws. §28-5.1-3 ‘requires' the State Equal
Opportunity Office ﬂ) establish the. criteria and deadlines for State Agency
Afﬁrmativé Action Plans. The plar;s apply to eﬁployees and applicants for
employment. This manual fulfills that requirement. The plans are intended to
assist in insuring equai employment opportunity and eliminating the present
effects of past discrimination for racial minorities, women and persons with

disabilities.

Because objectives may vary from agency to agency, the Affirmative
Action Plan should be developed according to the needs of the individual agency.
However, each written plan must contain the requirements outlined in this

manual.

The success of equal employment opportunity in Rhode Island State
Government depends largely upon effective Affirmative Action Plans being
implemented and the commitment, support and mutual cooperation from agency
maﬁagers and staff. The most important measure of an Affirmative Aétidn

Program is its RESULTS.

EEO\EOHHS-FY16
4 of 84




' ORGANIZATIONAL CHART
STRUCTURE




Organization and Structure

The Executive Office of Health and Human Services (EOHHS) serves as the
principal agency of the executive branch of state government for managing the -
departments of Children, Youth and Families, Health, Human Services, and
Behavioral Healthcare, Developmental Disabilities and Hospitals. EOHHS’ core
mission is to create a consumer-centered system of publicly-financed, state
administered health and human services and programs that support access to high
quality services, protect the safety of the state's most vulnerable citizens, and ensure
the efficient use of all available resources by the departments responsible for the
health and human services programs serving Rhode Islander citizens.

These departments collectively impact the lives of many Rhode Islanders, providing
direct services and benefits to over 250,000 citizens while working to protect the
overall health, safety and independence of all Rhode Islanders.

Tncreasing opportunities for interdepartmental cooperation will result in improved
access and more effective and responsive programs for all populations served. It
will also allow departments to optimize resources leading to greater efficiency and
enhanced accountability. '

Pursuant to Rhode Island General Laws §42-7.2-1 et. seq. the Executive Office of
Health and Human Services:

e Improves the economy, efficiency, coordination, and quality of health and
human services policy and planning, budgeting and financing;

e Designs strategies and implements best practices that foster service access,
consumet safety and positive outcomes; , '

e Maximizes and leverages funds from all available public and private sources,
including federal financial participation, grants and awards;

e Increases public confidence by conducting independent reviews of health
and human services issues in order to promote accountability and
coordinating across departments;

o FEnsures that state health and human services policies and programs are
responsive to changing consumer needs and to the network of community
providers that deliver assistive services and supports on their behalf.

The Department’s mission is to ensure the continuum of quality services to those
Rhode Islanders in need including children, adults, families, the disabled, the elderly
and our state’s veterans.

The Division of Human Resources (DHR), under the aegis of the Department of
Administration, provides a departmental focus for all personnel, employee relations,
labor relations, equal opportunity/affirmative action, workers compensation,
disability management, and training and development activities. DHR is also a
leader in the development of departmental policies, practices and provides
consultation and technical assistance on a broad range of organizational and
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managerial concerns. The DHR responds to employee, agency and management
needs and serves as a link with the State Department of Administration, organized
labor, and DHR related programs that impact EOHHS. The DHR antieipates and
prevents problems, reaches a speedy resolution of problems when they arise, and
provides timely and effective administration of routine business.
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Plan Administration

" STATEMENT OF POLICY
EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION POLICY

Equal Opportunity

The Executive Office of Health and Human Services (BOHHS), affirms its commitment to
providing equal opportunity in all terms, conditions, or privileges of employment, including, but not
limited to recruitment, certification, selection, job assignments, working conditions, fringe benefits,
compensation, training, transfers, layoffs, recall from layoffs disciplinary actions, termination, or
promotions. :

It is the policy of the EOHHS to promote fair and equitable treatment to all employees and to
comply with federal and state legislation.

The EOHHS will recruit, hire, train and promote more persons in all job classifications without
regard to race, color, sex, age, national origin, religion, handicap/disability status, veteran status or
sexual orientation, gender identity or expression. All vacancy notices will be posted and sent to all
agencies and groups listed in the Minority/Handicapped Referral List and to all state colleges,
universities, community colleges, and vocational/technical schools.

Harassment by supervisors or coworkers in employment or service delivery on the basis of race,
sex, national origin, age, handicap, gender identify or expression, or any other protected status is an
unlawful employment practice prohibited in the EOHHS. 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 sexual advances,
requests for sexual favors, and other verbal and physical conduct of a sexual nature. Harassment
based on race or national origin includes ethnic or racial slurs and other verbal or physical conduct
related to a person’s race or national origin.

The EOHHS provides reasonable accommodations for handicapped individuals to ensure equal .
access to employment. Reasonable accommodations include, but are not limited to, making
facilities accessible, job restructuring, part-time or modified work schedules, acquisition or
modification of equipment, or assignment of an employee who becomes handicapped and is unable
to perform his/her -original duties to an alternative position with comparable pay, if possible.
ADA/504 Coordinator —Kathryn Sherman. '

- In response to an employee’s request for a religious accommodation, the EOHHS, through the
- following altelnatiVes, provides reasonable accommodations for religious practices: through the use
of four personal days allotted by the State Division of Personnel for such purposes, and employee
may, with supervisory approval and voluntary substitution, create a flexible work schedule and
further consider changes in job assignment, or the possibility of transfer. For represented
employees religious accommodations will be in conformance with the appropriate labor agreement
provisions.

EEO\EOHHS-FY16
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Plan Administration

Affirmative Action

The EOHHS affirms its commitment to identify and eliminate past and present effects of
discrimination in employment. To achieve equal opportunity, the EOHHS recognizes the need to
take affirmative action to identify classification with underrepresentation of minorities, females, and”
the “handicapped; to set goals and timetable for increasing the employment of underrepresented
groups, and to develop an affirmative action plan for implementing those reasonable goals through
outreach, recruitment, training, and other special activities and commitments.

Lot pcr— _

Eﬁ‘i\%‘gfﬁ H. Roberts ,'S‘ecf*etary
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Plan Administration

ASSIGNMENT OF RESPONSIBILITIES

1. SECRETARY

The Secretary is responsible for ensuring that the Equal Opportunity Policy and Program is
implemented within the Executive Office of Health & Human Services.

2. DEPUTY SECRETARIES, SENIOR MANAGEMENT TEAM, PROGRAM DIRECTORS,
DIVISION CHIEFS, AND SUPERVISORS

EOHHS is responsible for developing the goals for Affirmative Action. ‘All administrators are
responsible for working with the Department’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 to ensure that qualified minority, female and handicapped/disabled persons are -
encouraged to apply for employment, promotions, and training (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 Orientation and Civil Rights and Sexual Harassment Training Programs

conducted by the State Equal Opportunity Office.

The Deputy Secretaries and Senior Management Team, Program Managei's; and Division Chiefs
need to actively encourage employees to attend -career enhancing training programs (when
monies are available) including programs offered by professional organizations and college
courses.

EEO\EOHHS~FY16
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Plan Administration

3. EQUAL OPP_ORTUNITY ADVISORY COMMITTEE (EOAC)

The Equal Opportunity Advisory Committee has been inactive and has not met formally over the
last several years. To meet the spirit of the plan and the Governor’s Executive Order on Diversity
the Department intends to review the structure and focus of the EOC Advisory Committee. The
Department will review the composition of the membership of the committee who will meet with
and act as an advisory body to the Secretary and the Office of Diversity, Equity and Opportunity
(ODEO). Matters that will be addressed include equal opportunity and affirmative action and the
development and monitoring of a comprehensive equal opportunity and affirmative action program.

a. The Committee would revigw the Depaﬁment’s equal opportunity practices.

b. The Committee would assist in the preparation aﬁd implementation of the Department’s
Affirmative Action Plan.

c. The Committee would serve as an advisory body to the Secrétary and to the ODEO.

d. The Committee would assist in the dissemination of information concerned with equal

opportunity and affirmative action to all employees of the Department.

EXECUTIVE OFFICE OF HEALTH & HUMAN SERVICES EQUAL OPPORTUNITY
ADVISORY COMMITTEE MEMBERS:

1. Elizabeth H. Roberts, Secretary, Secretary’s Office, EOHHS
2. Lois Hayes, Deputy Personnel Administrator, Division of Human Resources, Health & Human
Qervices Human Resources Service Center, EO/AA Coordinator

ASSOCIATE DIRECTOR OF THE OFFICE OF DIVERSITY, EQUITY AND
OPPORTUNITY

~ The Associate Director of the Office of Diversity, Equity and Opportunity at the Departmen’g of.
Administration is responsible for ensuring implementation of the policies described in the plan. In
addition, he/she is responsible for compiling the EEO Statistical reports involving the Department.

4. AMERICANS WITH DISABILITIES ACT/504 COORDINATOR

- Kathryn Sherman, Human Resources Coordinator, Division of Human Resources, Health & Human
Services Human Resources Service Center, is designated as the 504 Coordinator for the Executive
Office of Health & Human Services. This entails coordination of all divisions in the implementation

EEO\EOHHS-FY16
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of all federal rules and regulations affecting the Department in terms of compliancé with the
mandates of Section 504 of Title V of the Rehabilitation Act of 1973. '

Plan Administration

5 DISSEMINATION OF PLAN AND POLICY - The Affirmative Action Plan and BEqual
Opportunity policies will be disseminated as follows:

a. The Secretary shall issue a memorandum to all staff stating the importance of their support in
this endeavor.

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

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

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

e. Until such time as a website for the Office of Diversity, Equity and Opportunity is created, a
copy of the plan will be posted on the Human Resources website at www.hr.1i.gov.

EEO\EOHHS-FY16
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Plan Administration

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.

10.

1.

12.

Candidates from both sexes will be recruited for all jobs.

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

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

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

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

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

Pregnancy leaves of absence for female employees are granted on an individual basis,
depending on an individual’s physical condition, under the Department’s leave of absence
policy. Parental leave is afforded to all employees for the purpose of child raising in accordance
with Personnel Rule 5.0661 (d).

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

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

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

Women will have equal opportunity to participate in fraining programs sponsored by the
department, and special efforts will be made to include women in any management training
programs that are offered.

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

'Elizabeth H. Roberts, Secretary

EEQ\EOHHS-FY16
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- Plan Administration

" COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELIGION OR NATIONAL ORIGIN :

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

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

Elizabeth' H. Roberts, Segrélﬁry -
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Plan Administration
POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department fully endorses and cooperates with the State Equal Opportunity Office’s grievance
procedure which provides for prompt and fair resolution of complaints alleging 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 222-3090, RI Relay 711. _ :

Aol <Dohelfp—

Elizdbeth H. Roberts, Secretary

POLICY ON SERVICE DELIVERY

The Department is committed to providing fair, courteous, and equitable service to the public. The
Department will make every effort to provide interpretive services to the non-English speaking
public. As per Rhode Island General Law §28-5.1-1 et. seq., all Divisions of the Executive Office
of Health & Human Services 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 it assists. This includes grants, contracts, and all areas
where the State dollar is spent.

If any person feels that he/she has been discriminated against, he/she may contact the Office of
Personnel Administration/State Equal Opportunity Office, One Capitol Hill, Providence, Rhode
Island 02908-5865. The telephone number is 222-3090, RI Relay 71 1.

Eliabeth H. Roberts, Secretary

POLICY ON CONTRACTS

In accordance with Rhode Island General Laws §28-5.1-1 et. seq., the Department shall require that
all contractors and suppliers of goods and services sign contracts containing an Equal Opportunity
Clause. The clause shall state that.the parties agree to adhere to the provisions of all applicable
laws, rules and regulations, both State and Federal, including, but not limited to Rhode Island
General Laws §28-5.1-1 et. seq., Title VI of the Civil Rights Act of 194, Rehabilitation Act of 1973
and Executive Orders 11246 and 11375. Every effort will-be made to solicit bids from Minority
Business Enterprises and Women’s Business Enterprises. This policy is and will continue to be
posted in conspicuous areas.

"Elizabeth H. Roberts, Secretary

EEO\EOHHS-FY16
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Plan Administration

POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES AND
VETERANS ' ‘

The Executive Office of Health & Human Services is fully committed to meet specialized
affirmative action requirements to employ and advance individualswith disabilities and veterans in
accordance with the Americans with Disabilities Act of 1990, Rhode Island General Laws §28-5.1-
-1 et. seq., Executive Order 92-2 and the Vietnam Bra Veterans Readjustment Actof 1974 -

It is the policy and practice of the Executive Office of Health & Human Services to provide equal
opportunity for every employee. The Department encourages qualified individuals with disabilities,
disabled veterans, and Vietnam Era Veterans to participate fully in all employment practices. This
policy applies to all decisions about recruitment, hiring, compensation, benefits, transfers,
promotions, layoffs and other conditions of employment.

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

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

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

Kathryn Sherman, Human Resources Coordinator, Division of Human Resources, Health & Human
Services Human Resources Service Center, is designated as the 504 Coordinator for the Executive
Office of Health & Fluman Services. This entails coordination of all divisions in the implementation
of all Federal rules and regulations affecting the Department in terms of compliance with the
mandates of Section 504 of the Title V of the Rehabilitation Act of 1973.

Elg':%betg H. Roberts, Secretary
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Program Statistics & Evaluation
~ See Appendix for Statistics

o Equal Employment Opportunity/Civil Rights Complaint Profile
e Training Participation Summary '

o Disciplinary Action

o Applicant Flow Data

o Applicant Flow Data Worksheet

o Applicant Refusal of Positions Offered

e Affirmative Action Statistical Summary

o Job Group Analysis Summary/By Category

SELF EVALUATION
(7/1/2015-6/30/2016)

During the past fiscal year EOHHS worked hard to meet the goals and objectives set forth in the
Affirmative Action Plan. This document summarizes our efforts in assuring Equal Opportunity [EO]
and Affirmative Action [AA].

The Division of Human Resources, Health & Human Services Human Resources Service Center is
responsible for assuring an aggressive EO/AA effort. This responsibility is carried out through policies,
procedures, monitoring and training designed to assure equal employment opportunity and affirmative
action with respect to all phases of hiring and employment and assuring the protection of all applicants,
employees, clients, and patients against unlawful discrimination on the basis of race, color, sex, sexual
orientation, gender identity or expression, national origin, religion, handicap/disability or veteran
status.

The Division of Human Resources, Health & Human Services Human Resources Service Center is
responsible for providing comprehensive leadership and support throughout the Department in
personnel  administration, employee relations, labor relations, equal opportunity, training,
organizational development and management information and consultation. Human Resources
continues to coordinate and monitor minority outreach, recruitment, upward mobility and cultural
awareness.

EOHHS continues to provide reasonable accommodations to handicapped persons and the Tele-
communication Device for the Deaf [TTD] is in operation RI Relay 711.

BOHHS will continue to do everything within its poWer to maintain and expand diversity; assure full
and complete adherence to all EO/AA laws, executive orders, policies and procedures, promote a
_ work/service delivery place free of harassment and which welcomes and respects diversity.

EEO\EOHHS-FY16
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Determining Underrepresentation: (Nwmerical Goal Setting)

‘The procedure outlined in this paragraph applies specially to the determination of
underrepresentation within the agency for affirmative action planning purposes and will lead to the
establishment of affirmative action goals. Under-representation, for the purpose of these guidelines,
is determined by comparing the number of minorities and women within an EEO-4 job category in
an agency with the number which would exist given equal representation with the distribution of the
same group found in the civilian labor force, according to the latest census.

" Tt should be noted that under-representation as defined here, does" not necessarily imply the

" existence of discrimination. The law does not require rigid statistical balance of parity between an
agency’s workforce and the civilian labor force. However, where representation of minorities or
-women differs substantially from the civilian labor force representation in any job category, there is
a strong legal presumption that discriminatory practices may be responsible.

The State of Rhode Island’s civilian labor force (which reflects those who are currently employed,
available, and are able to work) shall be used as the basis for all comparisons with the agency
workforce. The following demonstrates the way in which underrepresentation is established for
affirmative action purposes. For the purpose of these guidelines, the figures to be used in
calculating the underrepresentation analysis are:

Minority: 23%
Female: 48.3%
Veterans: 8%
Black: 5.9%
Disabled: 7%
Hispanic : 12.3%
Asian/Pacific: 3.3%

. American Indian: .4%

An under-representation analysis will be conducted for each category based on race, gender,
disability and veteran status.

" NUMERICAL GOAL SETTING: At this point, it has been determined if any underutilization of
minorities or females exists. Now is the time to make tentative projections that are reasonable,
attainable and measurable for a qualified workforce to eliminate possible employment

* discrimination.
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EOHHS DATE: T 7112014 - 6/30/2015

AGENCY:
EQUAL EMPLOYMENT OPPORTUNITY/CIVIL RIGHTS
COMPLAINT PROFILE
COMPLAINT ) STATUS
Date Type Basis Under
Filed (Internal or External) | (Race, Sex, etc.) | Pending Investigation Resolved
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AGENCY:

EOHHS ~ DATE:

-DISCIPLINARY ACTION

7/1/2014 - 6/30/2015

DISCIPLINARY
ACTION TAKEN

Asian/Pacific
White Black Hispanic | Islander

American
Indian
Alaskan

" Native

Disabled

Veterans

Male

Female

Male

Female

Suspension
(Indefinitely)

Male | Female| Male |Female| Male | Female| Male | Female

Male

Female

Suspension

(Specified Time) | -

Loss of Pay

Written
Reprimand

Duty On Off
Days

Oral
Reprimand

Termination

Other (Explain)

TOTAL

The disproportionate treatment of any class should be a warning to an administrator

that counseling of supervisors is necessary.

Oral reprimands, if noted in supervisqfs' ratings or written reprimands, should be

included in the graph.
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AGENCY: EQOHHS DATE: 7/1/2014 - 8/30/12015

Applicant Flow Data

MALE Female
2 g 2 5 g ‘ 2 28 5 & 2. 2f
22 | 8 : : | 2 ¢ | sf | & : $ | g | 9f | &
e3 @ E rt v & Lz =z w ™ & [y =z
2 [} E 31 o z5 £3 E 3] @ z35 s
< 3 > b -5 bt £ gy T 9 I £ [}
o 2 <3 = @ 2 e
APPLICANTS
OFFICALS/ADMINISTRATORS 173 s 08 . 8 .85 - g =8 2 - e - B3 7 76 |---3
PROFESSIONALS 136 |2 |- 4 - 62, 12 |12 | 4 1. - T a2 W 2. - 1
FACULTY 0o T o p T : T -
TECHNICIANS ] 0 : R = B e | ~L
PROTECTIVE SERVICES 0 o . s . N B - . e - L
PARAPROFESSIONALS P A T ' = — 1T T —
ADMINISTRATIVE SUPPORT 159 I 5 - 23 - 3.- .- 6 - 74. 14 L2019 -1 -
JSKILLED CRAFT ¢ i s IR . B - B | ... |- -
SERVICEMAINTENANGE o I E . A — 1 S ‘
TOTAL 480 6 15 170 24 27 <] 0 167 33 -39 13 1
HIRES
OFFICALS/ADMINISTRATORS 3 e 2. =
PROFESSIONALS 2 = 1= N
FACULTY 0 - B .
TECHNICIANS 0 ,‘
PROTECTIVE SERVICES 0 i -
PARA-PROFESSIONALS 0 _ L - - B
ADMINISTRATIVE SUPPORT 0 -
SKILLED CRAFT 0 .
SERVICE/MAINTENANCE 0 - -
TOTAL 5 0 0 3 0 0 0 0 2 0 0 0 0
PROMOTIONS
OFFICALS/ADMINISTRATORS 4 N ~ 8 - 1 -
PROFESSIONALS 2 s 2 .
FACULTY 0 - 5 R B
TECHNICIANS 0 -
PROTECTIVE SERVICES 0 - - - .
PARA-PROFESSIONALS 0 PR B o
ADMINISTRATIVE SUPPORT 0 = - - 1= e
SKILLED CRAFT 0 = e
SERVICE/MAINTENANCE Q. - -
TOTAL 6 0 Y 3 0 0 0 0 3 4] 0 0 0
TERMINATIONS
OFFICALS/ADMINISTRATORS 8 e 3 51 -
PROFESSIONALS i 1 B T E EEE
FACULTY 0 - -
TECHNICIANS 1 1 - ~ L
PROTECTIVE SERVICES [} = - - B :
PARA-PROFESSIONALS 0 = - = B
ADMINISTRATIVE SUPPORT 2 * 1 i 1 B
SKILLED CRAFT 0 L - T -
SERVICE/MAINTENANCE 0 - - B - e e N - .
TOTAL 12 0 0 4 0 [ 1 0 7 0 Y 0 0

**Also Includes disabled in appropriate job categories.
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Minority Applicants 461

Total Applicants 480
Minority Hires -5
Total Hires o 5
Female Applicants 252
Total Applicants 480
Female Hires 2
Total Hires 5
Minority Terminated 11
White Female Terminz 0
White Male Terminate: 0

Total Terminated 12




IDENTIFICATION AND ANALYSIS OF
PROBLEM AREAS




Identification &Analysis of Problem Areas
A. EEO PERFORMANCE AND COMMUNICATIONS

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. The Executive Office of Health & Human Services is
committed to full and timely response to all equal opportunity and affirmative action monitoring and
reporting requirements.

Assuring a workplace, which maintains adherence to the letter and spirit of Equal Opportunity and
Affirmative Action, is the responsibility of all EOHHS managers and supervisors. Technical
responsibility for specific actions and processes fall to the State Equal Opportunity Office and key
EOHHS personnel. Among the responsible: Appointing Authorities; Chairperson of the EOAC;
Agency Administrators; Equal Opportunity Advisory Committee; Agency Training Officers;
Executive Secretary; Assistant Chief Employee Relations Officer; Agency Personnel Aides.

Lois Hayes, Deputy Personnel Administrator, Division of Human Resources, Health & Human
Services Human Resources Service Center, is designated to coordinate the overall EOHHS Equal
Opportunity Program. Kathryn Sherman, Human Resources Coordinator, Health & Human Services
Human Resources Service Center is the ADA/504 Coordinator.

The following are practical ways to improve communication:

1. The Equal Opportunity Advisory committee should meet with Secretary by early fall to
introduce the new Affirmative Action Plan and to discuss performance results.

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

3. Conduct a periodic survey in a highly confidential manner to measure employee attitudes.

4. 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 to develop a successful and viable plan.

5. Review the Affirmative Action Program on a periodic basis and revise it as necessary, with
particular emphasis on the achievement of hiring goals.

6. Monitor the status of the Department’s yearly compliance efforts. A review of the
Department’s Affirmative Action Program and written plan shall be made by the State EO
Office on an annual basis; the Department shall review its EO/AA program on annual basis.

EEO\EOHHS-FY16
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Identification &Analysis of Problem Areas

B. EMPLOYMENT AND SELECTION PROCESS

1.

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

The Administration’s Human Resources, Outreach, & Diversity Office has continued to
refocus the efforts of the outreach and diversity office to ensure activities are directly related
to the goals of enhancing diversity in the recruitment and hiring process.

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

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 Executive Office of Health & Human Services interviewing officials who are involved
in the evaluation and hiring of applicants must be carefully trained to ensure the elimination
of bias. They must have read and have available the Affirmative Action Plan.

All interviewing officials should be aware of departmental under-represented classes and
hiring goals. A starting point should be positions not requiring a list. An opportunity for
improving poor tepresentation of women, minorities and disabled employees in upper level
job categories exists and should be used.

To continue to ensure that recruitment literature does not discriminate in any fashion against
any individual based on race, color, sex, sexual orientation, gender identity or expression,
national origin, religion, handicap/disability or veteran status. All recruitment advertisements
placed in newspaper, petiodicals, and professional journals shall include the words: “Executive
Office of Health & Human Services is an Equal Employment Opportunity Employer;
reasonable accommodations for disabilities will be made if requested in advance. Telephone
[401] 462-5274, R1Relay 711.”

EEO\EOHHS-FY16
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Identification &Analysis of Problem Areas

C. EXIT INTERVIEWS

1.

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

Upon notification of a termination, the exit interview form, along with a Confidential Exit
Survey Inquiry Form and a pre-addressed envelope to the State Equal Opportunity Office
is forwarded to the terminating/transferring employee via the first class mail.

Our goal this year is to continue to emphasize the importance of completing the Exit
Interview Form.

EEO\EOCHHS~FY16
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Identification &Analysis of Problem Areas

. POSTING OF POSITIONS

. BOHHS is committed to a selection process that is fair and equal to all applicants and

potential applicants. EOHHS fully complies with all civil service and union contract posting
provisions.

All EOHHS positions that are covered by a union contract shall be announced by a notice of
position vacancy posted on the Apply.RI.gov website for ten (10) calendar days. If there are
no lateral transfers and there is a valid civil service list, we must recruit from this list. For
non-competitive bargaining unit positions, before outside recruitment is initiated, lateral and
promotional bids are considered. In the case of recruiting for a position that is in an under-
represented job category, a request for a supplemental list of minority eligibles will be made
from the RI Department of Administration Human Resources Outreach & Diversity Office

All EOHHS positions which are not covered by a union coniract shall be announced by a
notice of position vacancy posted in most cases for ten (10) calendar days. All vacancy
notices will be posted on the Apply RI.gov website.

The current standard of posting is ten (10) days, although some agencies voluntarily offer a
longer application period.

The shorter the time frame, the less number of applicants. Therefore, diversity cannot
always be achieved.

In order to enhance actual opportunity for employment in the EOHHS, state job postings are
available to the general public via the Apply.RI.gov website.

EEO\EOHHS-FY16
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Identification &Analysis of Problem Areas
F. PROMOTION AND TRANSFER PRACTICES

1. Female and minority employees 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.

2. In contrast, the Administrative Support job categories are dominated by women who fill
90.0% of these positions.

3. Additionally, upward mobility for female and minority employees may be inadvertently
limited due to the restrictions imposed by collective bargaining agreements. For those areas
not covered by collective bargaining agreements, an effort will be made to offset under-
representation in the pertinent areas.

4. For affirmative action to take place, managers must actively encourage their employees and
demonstrate that advancement is possible for all.

G. TECHNICAL COMPLIANCE

Appropriate policies are in place. All vacancy notices are posted as prescribed by civil service, union,
and equal employment requirements.

A member of the EOAC will periodically inspect the bulletin boards for any missing policy
statements. The EOAC member will notify the DHR who is responsible for the Bulletin Boards.

H. TERMINATIONS

1. Terminations include retirement, transfer to other state government departments, voluntary
resignation due to personal reasons and dismissals.

9. TFor that small number of terminations which are dismissals, it is the final step in a long
process. This process typically starts with verbal warnings, written reprimands, suspensions
(if appropriate, referral to EAP) and then dismissal. Union members have recourse to
grievance hearings conducted by the Division of Human Resources, Health & Human
Services Human Resources Service Center, and ultimately, Atbitration. Non-union
employees have recourse to the Personnel Appeal Board.

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

EEO\ECHHS-FY16
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Identification &Analysis of Problem Areas

4. 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.

I. TRAINING PROGRAMS

All new hires to the Department must attend The Civil Rights and Sexual Harassment Orientation
which is presented by the State Equal Opportunity Office. Notice is sent to the employee and the
division when the classes are to be held. Supervisors are responsible for ensuring employee
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 long term careers. Whenever possible, and if funding is
available divisions should pay for job related training courses. These principles are recorded in
Rhode Island’s general laws as well as brochures published by the State and are available to the
general public.

RI General Laws §36-4-44, regarding Training Programs, states that “The Personnel Administrator
shall cooperate with appointing authorities and other supervising officials in the conduct of
employee training programs to the end that the quality of service rendered by persons in the
classified service may be continually improved.” It is the hope of the Office of Personnel or
Division of Human Resources that all departments and agencies of state government will encourage
to their utmost the training of persomnel within their jurisdictions either by the development of
approved training courses and programs within their agencies or if such is not feasible that they will
encourage their employees to enroll in approved job related courses at institutions of higher
learning.”

Information on In-Service Training can be obtained from the Office of Training and Development
or see www.admin.ri.gov/otd.

EEO\EOHHS-FY16
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Identification &Analysis of Problem Areas
J. WORKFORCE COMPOSITION

Either one or a combination of the following: fiscal and budgetary constraints, collective bargaining
agreements, and restrictive civil service exams — continues to limit changes to the components of
the Department’s workforce. ~When possible, the Secretary, Deputy Secretary, and Senior
Management Team who are responsible for hiring should exert every effort to achieve our hiring
goals for minorities and females.

In order to complete the requirements of the Affirmative Action Plan, the Secretary and her
designees conducted an under-representation analysis of females and minorities in all EEO Job
Categories.

To achieve greater equity within the workforce the following recommendation has been made:

1. The Department will continue to work in conjunction with the Department of
Administration to maintain accurate workforce statistics.

2. Advertisements placed by the Secretary and her designees will continue to include
the statement “an equal opportunity employer.”

EEO\EOHHS-FY16
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AFFIRMATIVE ACTION PLAN
FOR INDIVDUALS WITH DISABILITIES
DISABLED VETERANS AND VIETNAM

ERA VETERANS
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Affirmative Action Plan for Individuals with Disabilities
Disabled Veterans and Vietnam Era Veterans

Practices and Procedures:

1.

Outreach 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.

Physical and Mental Qualifications: Physical and mental job qualifications will be
reviewed to assure that they do not screen out qualified individuals with disabilities.

. Work Environment: As per the Department’s guidelines for Unbiased Work Environment,

the Department strives to maintain a working environment free of discriminatory insults,
intimidation and other forms of harassment.

Reasonable Accommodation: The Department makes reasonable accommodations to 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.

EOHHS is committed to fully meeting the requirements of the Americans with Disabilities Act of
1990, R.I. General Laws §28-5.1-1 et. seq., Executive Order 92-2 and Vietnam Fra Veterans
Readjustment Act of 1974, to take Affirmative Action to employ and advance individuals with
disabilities and veterans.

A policy statement regarding Individuals with Disabilities, Disabled Veterans and Vietnam Era
Veterans is included in the EOHHS Policy and Procedures section (see Appendix B.) This policy
identifies the responsible person and outlines internal and external dissemination.

REPORT ON FY’15 ACTIVITY

EEO\EOHHS-FY16
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EOHHS will focus on continuing to address needs and actions for individuals with disabilities, and
disabled veterans. EOHHS will continue to familiarize departmental managers with the requirements
of the Rehabilitation Act of 1973, Sections, 503 and 504, as amended The Americans with Disabilities
Act, 1990.

EOHHS will continue to review facilities to assure accessibility with the acquisition or modification of
equipment/facilities if reasonably possible. All new employees shall receive a copy of the
Self-Identification of Disability form from the Division of Human Resources, Health & Human
Resources Service Center during orientation. All completed forms shall be retained by the Division of
Human Resources in a manner to guarantee confidentiality and appropriate follow-up. Completed
forms shall be retained for a period of two (2) years following the date of termination of employment
by an individual.

The Department continues to review and remove any barriers consistent with the ADA requirements
and the needs of both co-workers and the public. Significant progress continues to be made in
removing physical barriers including installation of lavatories, ramps, etc.

The Department is reviewing recruitment and hiring practices and consulting with DHR to ensure that
the Department is ADA compliant.

EEO\EOHHS-FY16
33 of 84




DESCRIPTION OF JOB CATEGORIES




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, Controllers, Wardens, Superintendents, Sheriffs, Police and Fire Chiefs and
Inspectors, Examiners [Bank, Hearing, Motor Vehicle, Warchouse], Inspectors [Construction,
Building, Safety, Rent-and-Housing, Fire, ABC Board, License, Dairy, Livestock, Transportation],

- Assessors, Tax Appraisers and Investigators, Coroners, Farm Managers, and kindred workers.

Professionals:

Occupations which require specialized and theoretical knowledge, which is usually acquired through
college training or through work experience and other training which provides comparable knowledge.
Includes: Personnel and Labor Relations workers, Social Workers, Doctors, Psychologists, Registered
Nurses, Economists, Dieticians, Lawyers, Systems Analysts, Accountants, Engineers, Employment and
Vocational Rehabilitation Counselors, Teachers or Instructors, Police and Fire Captains and
Lieutenants, Librarians, Management Analyst, Airplane Pilots and Navigators, Surveyors and 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, Radios Operators, Technical Illustrators, Highway
Technicians, Technicians (Medical, Dental, Electronic, Physical Sciences), Police and Fire Sergeants,
Inspectors (Production or Processing Inspectors, Testers and Weighers) and kindred workers.

Protective Service Workers:

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

Paraprofessionals:

Occupations in which workers perform some of the duties of a professional or technician in a support
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, and Recreation Assistants.
Homemakers® Aides, Home Health Aides, Library Assistants and Clerks, Ambulance Drivers and
Attendants and kindred workers.
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Description of Job Categories (continued)

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 Computers Operators,
Telephone Operators, Legal Assistants, Sales Workers, Cashiers, Toll Collectors and kindred workers.

Skilled Craft Workers:

Occupations in which workers perform jobs which require special manual skill and a thorough and
comprehensive knowledge of the process involved in the work which is acquired through on the job
training and experience or through apprenticeship or other formal training programs. Includes:
Mechanics and Repairers, Electricians, Heavy Equipment Operators, Stationary Engineers, Skilled
Machining occupations, Carpenters, Compositors and Typesetters, Power Plant Operators, Water and
Sewage Treatment Plant Operators and kindred workers.

Service/Maintenance:

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

Equal Employment Opportunity Commission, Washington DC.
EEO4 Job Category Descriptions

Revised October 22, 1993
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Racial/Ethnic Identification

Division of Human Resources
Office of Personnel Administration
State Equal Opportunity Office

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

BLACK/AFRICAN AMERICAN (not of Hispanic Origin): All persons having origins in any of
the Black Racial Groups of Aftica.

HISPANIC/LATINO: All persons of Mexican, Puerto Rican, Cuban, Central or South American
or other Spanish culture or origin, regardless of race. Only those persons of Central or South
American Countries who are of Spanish origin, descent or culture should be included in this
classification. Persons from Brazil, Guyana, Surinam or Trinidad, for example, would be classified
according to their race and would not necessarily be included in the Hispanic classification. In
addition, this classification does not include persons from Portugal who should be classified
according to race. |

ASIAN OR PACIFIC ISLANDER: All persons having origins in any of the original peoples of
the Far Bast, Southeast Asia, the Indian Subcontinent or the Pacific Islands. This area includes, for
example, China, Japan, Korea, the Philippine Islands, and Samoa. The Indian subcontinent takes in
the countries of India, Pakistan, Bangladesh, Sri Lanka, Nepal, Sikkim and Bhutan.

AMERICAN INDIAN or ALASKAN NATIVE: A person having origins in any of the original
peoples or North America and who maintain cultural identification through tribal affiliation or
community recognition.

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

Standards adopted by the United States Equal Employment Opportunity Commission and the
office of Federal Contract Compliance Program.
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Laws Governing Equal Opportunity

PRIVATE EMPLOYMENT, STATE AND LOCAL GOVERNMENTS, EDUCATIONAL
INSTITUTIONS

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

e 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.

e 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.

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

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

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

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

INDIVIDUALS WITH 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 petform 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 requires affirmative
action to employ and advance in employment qualified Vietnam era veterans and qualified social
disabled veterans. Applicants to 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.S.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 FCCP regional or district office, listed in most Directories
under U.S. Government, Department of Labor.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

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

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

INDIVIDUALS WITH 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

e« EXECUTIVE ORDER #95-11: Establishes the Sexual Harassment Policy for units in State
Government. ’

e« EXECUTIVE ORDER #92-2: Compliance with Americans with Disabilities Act.
o EXECUTIVE ORDER #92-4: Re-establishes the Minority Business Enterprise Program.

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

o EXECUTIVE ORDER #85-16: Designates the State 504 coordinator to create policies, practices and
programs regarding accessibility of State buildings and properties to handicapped persons.

e EXECUTIVE ORDER #86-10: Establishes the Refugee Policy for the State.
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State of Rhode Island and Providence Plantations
State House
Providence Rhode Island 02903-1196
401-222-2080

Donald L. Carcieri
Governor

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

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

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

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

WHEREAS, to provide equal opportunity for all employees and applicants in all
aspects of employment including, but not limited to recruitment, hiring, retention,
training, compensation, benefits, leave, assignment, transfer, promotion, discipline,
demotion, terminations, and layoffs, and to ensure reasonable steps are taken to actively
promote employment opportunities to all qualified individuals that historically have been
underutilized in the state government workforce there is a need to reaffirm policies,
practices consistent with State and Federal law.

NOW, THEREFORE, I, DONALD L. CARCIERI, by the authority vested in me
as Governor of the State of Rhode Island and Providence Plantations, do hereby order as
follows:

1. All Directors, their senior staff and all supervisory employees of agencies,
departments, state boards, commissions, public authorities and quasi-public corporations




of state government (“Agencies”) are responsible for ensuring that all aspects of state
programs for which they manage are available without discrimination or sexual
harassment.
2. Pursuant to all applicable Federal and State law, all Agencies are to develop,
promote, monitor, implement, and maintain equal employment opportunity policies and
practices that:
a) do not discriminate against any employees or applicants for state
employment in all aspects of employment including contract procurement
and service delivery;

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

¢) identify and actively promote employment opportunities for qualified
individuals that historically have been underutilized in the state
government workforce;

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

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

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

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

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

opportunity for all qualified individuals and the prevention of sexual harassment

including but not limited to the following provisions:

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

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

» The Equal Pay Act of 1963 that prohibits discrimination on the basis of gender in
compensation for substantially similar work under similar conditions;




= Title I of the Americans with Disabilities Act of 1990, as amended, that prohibits
employment discrimination on the basis of disability in both the public and private
sector, excluding the federal government;

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

x  Section 501 of the Rehabilitation Act of 1973, as amended, that prohibits employment
discrimination against federal employees with disabilities;

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

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

= 38 U.S.C. 4212 Vietnam Era Veterans Readjustment Assistance Act of 1974, as
amended that prohibits job discrimination and requires affirmative action to employ
and advance in employment qualified Vietnam era veterans and qualified special
disabled veterans. '

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

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

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

8. Pursuant to Rhode Island General Laws Title 28, Chapter 5 Sections 8 through 40,
the Rhode Island Commission for Human Rights shall be responsible for assuring

compliance with State and Federal laws and all applicable provisions of this Executive
Order.

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

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




11.  Pursuant to Rhode Island General Laws Title 28-5.1-5 and Title 36 Chapter 4-

26.1, the Office of Personnel Administration within the Department of Administration
and the State EOO shall be responsible for assuring compliance with State and Federal
laws and all applicable provisions of this Executive Order.

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

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

Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, RI 02908

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

Rhode Island Commission for Human Rights

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

Governor’s Commission on Disabilities

41 Cherry Dale Court

Cranston, RI 02920

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

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

Donald L. Carcieri
Dated: January 17, 2005




State of Rhede Island and Providenee Plantations
Hiate Elowsa
Providenze; fhade Eslard 029031198
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Donald L. Carciert
Govermar
05-02

Januacy 1’:‘, n0s

PROMOTION OF A DIVERSE $TATE GOVERNMENT WORKFORCE

WHEREAS, Rhode Jlamd State Government (5 committed 1o fostering &
compesiive and diverse worldoree somposed of highly skilled and capahls
smployers thrangh the cormitmer, rainiog, tetention, and promotion of qual #iied
mery and wamed feom diverse reeial, ethis e, lnguisde, cocioecanoimic, and
educariond hackgrounds as well 45 indivicluals with disabilides: and

WHEREAS, it is i1 the begs inteyes ¢ of business and gOVETnment 1o Cigale
an capes, inclusive and equitable human resources pazadigm thag capitalizes an
workforee svrellence and the swength of {odividual differences; and

WHEREAS, the Ritode fsland Geriesal Assembly Fias determined chere e xjsts
o compelling tnierest in promoting squal oppartonity; sed

WHEREAS, diversity requires leacdership copmirment and acenunuabilicy,
. dlexg with the assessmens and development of policius and practiess 10 wsues That
the Stav’s operaring system s based on prrindples of eqaity and inclusion; and

WHEREAS, the state's comvmitme nt o squal epportunity, diversity, ancl
canduct tit fosress eespeut i the workplacs is unwavering, ' ’

OV, 'WIEREFO RE, i, BH‘NQLD L LA].{C]ERL h‘f the &mh‘{;;ﬁw g:_-g;;ﬁd lIl ‘
me as Governge of the Seare of Rhode Island and Providence Flaneations, do by eceby
“order as follows: s : S

B
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f.  There shall be establishedd within che Deparmicat of Administration 2

%

%

Buman Resoutces Oueesich and Diversiy Office. This Offics shall
report divectly to the Direetor of the Department of Administration or
designee on the state of diversity in Rhode Tskand St governmers and
sall work cowards develaping 4 business case for equity with an
emphasis an building a diverss workforee to guarantes fir and
reézsanahle nppornities for public service

The Humay Resources Crumeach snd Diversicy Office responsibilides
shiall frchudes

s Developiag guidclinies ro effectuare its asssion;

¢ Resezeching snd developing best practlens for che promodon of
diversity troughout Saie government;

»  DProviding guidance and techrical evpport tu state endities;

»  Develaping 1 serategic and foosed earuiement and wacking
tnitative for fndividisls incerested in ytate employment incheding
fostesing relationstaips with community-bazed organizadons o
steengehen and sap pots recrwitment and owreach activides;

¢ Initisting maining seminaes including a diversicy svarzness program
to thare the benefits of diversity and to enegurage 4 culurally
sensitive worldorce enviranment;

v« Submtnng am an ual benehmar’k report to the Digector of the '
Depaztsent of Ad ministadon or designze.

Ta assist the Office in carryieg out it responsililivies there shalibe
established 2 Diversity Advisary Councll, sefected and appoineed by the
Gavernor, and compeised of ffizen (13) members, consisting of four 4
members of the public aad one (1) member fem each of the fallowing
governmeintal endties: :

© Office of the Goverror
Haman Resonrees Comreach and Diversity Office
Deparment of Labor & Trainidg
Ofiee of Personnel Adminiseration Human Resources
 Office of Laba Relarions
Cifice of Equal Oppariunity
Governo’s. Commission on Womei




Bxecutive Order §3.02
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Covermor: Commission on Disahilides
Oiffice of Higher Education
Rhede Tskand Commission on the Deaf and Hard of Hearmg
Division of Legal Services within the Department of Adminiszation

The Director of Adminisweasion or dasignee shall chaie the Coundl. The
Cowncit shell meet guarterly, :

“This Bxeeusive Order supersedes and rescinds Executive Oxder Ho. 60-4,
snd is effective immediziely upon the date hereof,

g Jrdered:

&orﬁdl Carue:n - .

Dratedy fannacy 17, 2004




State of Rhote sland
and frovidence Fanqtions

fazn Sumdiun, Sovernot

BRECHTIVE QADER

JARURRY 23, 1992

COMPLIANCE WITH THE AMERTCANS WITH DISABE
St Houte, ) , Cre gk aqigs f 5 A g . i
provideres  WEBREAS the AGBX1C4ns wikh Bissbilities act ("ADA") wal pragterd
by the United States Congress on Mly 26, 1990 to ezpand the givil

with fizahilities in the aress of employmenk,

tights of individuals
aveormodationy znd conmunkcabions; and

trapagorkation. publie

WAEEEAS, the primary objective af the ADA Ls Le requize
gmployers and public seivice providers o olimleaba suy and all

parrisrs, practigsg o policias ¢hat may disociminste againat or
otherwise deprive Indlviduala with dissbilitles of Ehe full uge and

ErangporLation,

t of public acnommodations, public
and

enjoyman 1t fons
lon systems and anployusnt pppnrtunities;

talasniminicat

WHFREAS, Lt was anticipated thit the pzacass of removing any and
al: such barrierz would bast be etfectuated By gGaveloping a
somgeahenzive skbatewide plan; and -

if June of 149%, I directed the Govbrnor's Commissian
dlneking Committee o Bhe ADA
ks of Bkbate

WHEREAS, ‘
on the Handicspped to crests & Cedt
Ehak would bring repregenbatives feom Bll Sagie

aprecapent tegether to particlpate in joink sgl1f gvalpation and ADA
apmplisnce planmifng} and

YHERBAS, bhe Coordinating Commitbes, chalrad by Naucy
Husted-Joasen has devaloped and progsenked me with 3 sbatewlide plan

for pasting bhe mandates

&F bhn ADM snbitled "AMERICANS WITH

DIEABRILITIRG ACT; BELY EVLLU
OF REODE ISLAHL™ {hecsinaflec

#0W, TREREFQRE, :
vasted in me 38 Governer of tha
Plantakions, 8o haraby afder as

"he Bhode Igland Stake
trpiomented forthwith so bb
gully integrafed inko sbl aapes
agpaditions mannsy paossible,

L.

at individeals wikh dizgabilities

TION AND COMPLIANCE PLAN POR THE STATR

aphh Conpllence Plan"}

1, BRUCE SUNDLEY, by virtua of the anbherity

dgate of ghade Iztand and Providancs
foliows: .

APA Compliance Plan phall ba

qay be
tz of Rhode Island life in the nosk
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Fxanubive Order 92-2
Jamgazgy 23, 1992

2, Thera skall be a Statc ADA Coordinator to assune overall,
day-to-day raspensibiliby for lwplemoabing bhe ADA Compliance flian.

%. The chairparson of the Governor's Commission on the
Hsndicappad is hersby Gesignated to serve ak Lhe Governor’s plessute
az ths Stats APA Ceordinutor. The Excoukive fectatary of the
Covernor‘s Comniseion pn the Handlcapped is herehy dezignated to
surve ax Daputy Cooedleabkor.

4, The dukles of the ADA Coordimater shall inslude:

A, monitoring the Brate’s complisnce with all
federal and state laws and cegulations affsctlag
sndividuais wikh handicaps, lacluding bal mog
timited ta Secklna 504 af thke 1973 Rehabilitation
Aot znd the Americanz with Dimabilitias aet:

&. establishing a technisal assistance peogram ke
inform and adwiss State and igoal goveovmmaent
agencies, human sarvics providers, providers of
publie acoemmodations, real eztate agonts,
brokers, developers, architects, landloerds,
biyildara, and other :fféctad ebbitissd and
irdivifnals on their obligatiens undar the DAY

€. egbszhlishirg a griévinca predefurs bo peomphly
and squitsbly rezolve complalnks of noncomplissce
with the ADA invelvizg depactwents, agensiag ov
Advistons of State govecanonb;

p. establlehieg a grocedurs for initdsting
nenplalots against any daparthent, agency or
division within Skate government that willfully
fails bo conaly with fhe raquirements of the ADA
or the aba Congliznge Plan.

E. developing, making periodic revigions to, aud
gvecseeing implementabion of an ADA Trasmsition
¥lan for the temoval of anvireamental aqd
comeunication barrisrg in Stata ownad facllibles:

F. presiding at fuiure aeetings of the State
Coordinsting Cosmmittee on the ADA.




Page Thres B
Exgcutive Odsr 93-2
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(%]

5. The State Coordinating Comittes on the ADA shall continue
ke axist and shall coakinue to ba stafted hy the Governorts
Commizéicn on the Nandicapped. Ths Commikies shall lvise and
assizt the ADA Coprdinator im the implemantation of tha ADA
Complisn=e Plsm. Tt shal] also prepare A ghatus repoct to the
fiovermor on of befars Ookober L, 1992, and gomually thersalier.

&. The Govarnor's Cornission sn the Handicapped, e Siata
Suitding Commission dnd &he Commission for Human Rights shall,

whanever pnszible and appropriats, eooperate with and assizf the ADA

Cooriinabor Eo

&, #ssure complisnce with the fgliding scoessibility
and puklie pocommodations sechioms of the ADA; and

E. carry gut the deties of the ADA Cappdiaakor
enumeraked abova.

PRt Exacubive Order shall kzke effeci~on the date hereof.

&
3 " y i
i f;“' &1 f;‘ . 1':(‘ ,,-:‘;f
SN i




Stafe of Hikde [stand
and Provifanca Pantahons

Birea: &andlun, Qg

EXECUTIVE ORDER

Ho, 8432

Diecember 23, 1394

WHEREAS, t s the polisy of the State of Rbide tsland asd of this
admimistration that Minorizy Business Bnterprises and Wamsn Business Enterprises,
(Rercin defined o3 *MBES") shall have ihe fullest passible opportunity to partisipae I
St funded and State directed publie construction progrms ad prjeats and in Suate
purchases of goods and services: and

WHEREAS, the General Assembly in 1986 enzeed Title 37, Chapter 4.1,
(herein defined as the MBE statute) aned (herein authorized the Direstor of the
fiepariment of Administration. {o estatilish rules and reguistens for giving MBEz 2
prefersnge In contract and subcaniract awards; and

WHEREAS, on Juns 23, 1994, [signed Executive Order 949, fRoPgANTZIng
and enbancing the powers and dutfes of the MBE Program, aad there iz vow 2 nzed 0
rescructure snd clarify the respansibilities of the MBE program; and

WHEREAS, 15 Governot, [ inwend to affirm and cacry out the Suite's policy of
enouraging full complianes with the MBE siafte threughout Siafe govermment,

NOW, THEREFORE, [, BRUCE SUNDLUN, by viriwe of the authority vesied
it 5 Governor of the Stais of Rhode Istand asd Frovidente Plantaticus, o hereby
order & follows: .

This Exscutive Order shall apply to 2y and ai State purchasing, incliding but
ot limited (& construction projects of conracts, professionst sepviess, and purchase of
goods and services funded in whole or i part by State funds, or funds which the SuE
expends or administers a5 the reciplent of  faderal grant, of (o which the Stawe s 4
signatory to the contract. .
TREAT
i

[
[ -1 -
i
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Executive Order No, 94-22
Be::embcr 23, 1994
Pige 2

{A} The Director of the Depanurent of Administeation shall assume overall
eesponsibility for the MBE Compliance Program. Tie Direstor of Administration shall
ereate the position of Administrator - MEE Campliance and shall defegate day w day
apérational responsibility to that official. The Administratar - MBE Compliance shall
serve ay the primary operational officer of the MBE Program amd shall be supported by
$tff a5 delersmined by the Director, Department of Administration. The Administrator
- MBE Compliance shall assume responsibility as the Executive Director of the MBE
Commission and provide staft suppart for the Commission, The Administrator - MBE
Compliance shall, with the support of the MBE Program staff, advise and assist the
Governor, the Director of Administration, the Purchasing Agent, and other entiries and
{ndividuals dircetly affected by the contract and procuremsnt practices of Stats
povernment. The Administratar - MBE Compliance shall assist in (he development of
effactive and ianovative sirategies for promoting MBE pardcipation in e State's
procurement, construction, professional, consulting, and legal service congacts ia
arder 1o comply with B.1 General Laws Section 37-14.1-T.

iB} The MBE Program shall:

1. Assist the Director of Addiinistration to issue rules, regulations and
feporting requirements GECESSATY 10 implement the objective of this Executive Orrder.

3, Monitoe the progress of each department, agency, and quasi-siat
guthority or eorporation in the attalnment of MBE policy ohjectives, participation
goals, and roquirements.

4. Condizt such wetvities 2 wigits (o job sites, public hearings and
examination, of records sod practices of various departments a3 way b mecessary lo
ensure compliance with the requirements of this Executive Order.

, 4. Asrange for technical assistance, support and regource identification
t assizt the various department, agency and quasi-state guthority or COTporation
purchasing eatides in apaining the objeciivas of this Executive Order.

5, Tdentify and seek sssistance from various community based
orgariizstions, local, state and federal agencles active in the field of MBE development
as well a3 offices in other stats and federal jurisdictious.

e — — s
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b b

FE TR —
Card s b




Executive Order N, 3432
Decemnber 23, 1994
Page

6. Act as a coordinating body to bring MBEs it active partisipatan In
the purchasing procedures of te variows depariments of the St

7. Develop a statewids reportng system for all MBE scvigies nnder
.1 Geaernl Laws Ssction 37-14.1.

3. Conduet research and amalys's to sirengihen e Seate's MBE
Brogrant.

9, Develap for tie Director of the Department of Adminisration
ecommided rules and regulations to Insure eompliance and sanetons for mon-
eompliance by departments, agencics 30 quasi-state authorities or carporations.

10, Submit an Anmal Fepart ts the Governor, by Novembet A0tk of
each year (for the prior fiscal yeary recommendig procedures, sgivites, e, @
improva te program. . '

(€) The MBE Program shall ceriify MBEs:

‘The responsibility for MBE certification has been sssumed by the Department of
Adminiseration:

1. Pureusnt to &1 General Laws Section 37-14.1 (relating to MBE) -
and Sectin 42-35-1 (pelating to Adminisimative Procsdires), the Department of
Administration shall adapt, trnsfer anfor modify rules asd regulationg for the
eoptificgtion of MBEs., :

3. Develop a database of certified MBES to be maiatained as & puble
record,

3, Motify the purchasing agent of de Seate and quasi-siate authorities oF
corporations of any determiinaion of fioe-compliance with the requirernonts of this
Executive Order or a remaval of the certification of an MEE,
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(A} There is hereby eswblished a Mineriry Business Entsrprize Commission
(herein defined g5 the *MBE Commissioa”) @ advis= and assist the MBE Program, the
[vireciar, Department of Administration and de Admintstrator - MBE Camplisaee i
meedng and carrying gut the MBE compliance rales and regulations promulgaed by
the Dieparment of Adminlsiration,

(B} The following officials and individual persons are hereby appointed 15
srabers of the MBE Cammission, (o serve af the pleasure of the Gaveraos.

A eshinet fevel official to be appointed by the Gaveraor

Divestar of the Department of Administration (or desigues), Chair
Representative Joseph Newsome
Excentive Director, Comumission for Fuman Rights

Casby Harison, T

President {or designech :
Black Confraciars Associstion of Bhode Island

Executive Director (or designe)
Rhods Isad Commission on Wanen

President {or designes]
Hispaiis Conteactors Association

(¥ The following officials shall serve a5 bon voting advisars ta the MBE

Governar's Office Tt iy
) N 1 L
-
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Associate Director and Purcinsing Agent

Department of Administration - Division of Purchasiag

Assoclate Director - Departmend of Administration
Division of Human Besources

Smte Contooller ‘
Depuriment of Adminstration - Qfice of Accounts ard Coamel

Chisf Civll Rights Officer
Department of Transportstion

(D} The following official shall serve as the Exeoutive Director of the MEE.
Commission: :

Administratos - MBE Complisnee |
Depactment of Administration - Diviston of Human Resources

The MEE Commisston shall meet oo less than siE dmes per year and pon the
call of the Chairperson or four (&) Commission members 1 consider whatever business
thie Chairperson or Commission membérs may desm appropriats.. Four {4} members
shall contrtate & quonim of the Commisyion. '

tA) Bach governmental department, agency and quast-siate authority or
carporation smpawered o expend or administer State funds shall develop and submit a5
part of if9 sl budget, sn MBE plan to meet the goal of awarding 0% of the dollar
vataw of &l procurements and construetion projects to certfied MBEEs.

(B) Tha Director of each depariment, agency or quasi-state duthority ar
corporation empowered to expend Siate funds, shall desigmite 4 highly placed official
(“MBE Coordinator™} to have overall respousibility for promoting greater partieipation.
of MBE in Iris or her department or ageney or quashstate yuthority or corparadon.

. cr ety
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(Cy [Fthe rules and regulations promufgated by the Depastment of
Admindsteation are oot belag met, the Department, 3g80cy of quasi-state suthority ot
corporation shall submit 4 report (o the Depaniment of Administration’s Administrator -
WBE Complisnce stating the reasans for its inability @ comply with such mles and
regukitions, and identify the remedial steps it shall ke, Such remediai stps mey
irclude;

1. “Targeting some bid inviumtions © MBEs.
3, Promoting joint ventures befween MBEs and noa-MBEs.

3. Reguiring prime eonteactors, where subcomracting oppettsifies
st to subcontract & minimmm amourt of work on projects o MEEs,

4. Desigmting MBEs as suggested vendags. when subminding cedquests oo
the: purchasing sgedt. ‘ : : . "

5. Dividing large conracts o smaller ualts o affort opportunites for
MEEs, where legally permissibl. ' |

.7 @, Developing 2 plan tuit requlre prime coniractoss, whenever possible,
rehuse supplies, services and equipment from MEEs.

The Stste Purchasing Agent and quasi-siate authority or ¢orpovation purchs

agents will provids fmasimim support gomply with the requiremenis of the WBE )
statute a3 stubed tereln. Such efforts will inchuds:

1. Hatifying all possibls bidders, especially potential MBE suppliess of
purchasing for departmants, agencies and quasi-state authorities ot comperitions. Such
wetiGeation might inchede direct mail, adverfising in media reaching the inE
eommunity, and such dther outreieh efforts a5 may be necessasy.

3. Sesling out MBEs from the list of ceriified MBES to be inchudedin. - - —
prospective bidder fists, and targeting some bid invitations to MBES. oo -
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%, Providing information & misacky seppliers aod conduefing numeach snd
aformation seesions for existing and potential MEES.

4, Monitoring the wilizssian of MEES in the area of lity Order Purchases,
5. Provide such information 45 may be pequested by the MBE Comtesion.
§. Performing any sucl othe setivities that geasrally suppart nhjectives of s
Egscative Order and R.L Generdl Laws Secdon 37-14.1 eLsed,
‘ This Executive Order effeatively rescinds, sugx;’z}gdes anil replzcss Executive
Ordet No. 19, '
This Executive Order shall take effect immediately wpon the dae hereof. :

pATE !
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ssiwbors. T, BRUCE SUNDLUN, by the authority wested in me as Goveracr of

frovidaw £he State of Rhode Island and Providence Flanfatlens, do hereby
ordar a8 follows:

1. Equal Opportunity and &E€irmative Action towagda its:
achicvement ls the firm and unwavering pelicy of all units of Rhode
iz1land Sbate Governmank.

7. Rhode tslapd Gtate Govorament is cofmitted ko providing
squal opportunity in every aspect ot its pregeans ond will aok .
discriminate bacause af race, sef, national origin, age, raliglon,
sexital orientatlon, or disability. Becauge my admindstration
recognizes the meed ta eliminsto the veztides of past societal
diserimination, 1t will take affitmakive action fo ensuze khat its
cnployment opporeunitiss are available to every gualified Rhode
Islander.

%, Withln sgencies, departacnts of state government, and those
agencies created by legislatlve statuta, the follewlng aress will be
sdministered without regard to race, color, sex, age, religion,
sapual orientation, or disability: . .

Hivings Work Rsslgoments
Salary/Nage Leava
. GLay-offs Training
- Transfers Repall Prom Day-offs
Pronotions Appaintments
pemations Bizscipline

4. in addition, my adminiztraticn will mok tolarate
discriminakion by any recipient of stabe government fundg. This
incindes lending Bastlbtutions, devalepers, conkragtars,
gub-gonkractars and entities doing business with the Btate.
pelibarate or persistent wiolation of the affirmetive actlon ,
policies set forth herein may result in bhe withdrawsl of State
support or invalvemenk ia 2 praject and/for debarment fEom further
stgte involvement. ARDY PBIson oL corporabion doing business with
the Btaka shall cooparate with the menitoring of this policy.

The Diracter of Administration shall promuloate such rules and
- pagulations ag afe necossaty to effentuske complisnce with this
pacagraph.
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5, in azddition to Rhode Islend State Govarnment, aich and svecy
gaployee of state gqovernment Ls responsible for assuring that all
szpects of gtate programs £or which he/she iz responsible fqr are
Zeailable without discrimimatien. Department pirectors and their
senior staff are responsible for the implementatien of this policy

and they will be evalusted as to their rola in this implementation.

£. &11 Dapirtment Directors snd appointing authorities shall
sppoint 2 highly plased persen, who shall report te the Departmenk
Director and who shall be designated as the Departmental Afflrmative
hotion Offiesr, The Departmental affirmative Actleon Officer shall
attend at lsast one EEQ training session annually snd the OEficar
skall asgist in the davelopment and enforcemsnt of affirmative
ackion plans. Fach Departmental AfElrmative Action Officer shall
wark copperatively with the Pergonnel Administrater teo conduct &
quarterly review of hiring/prometion activity within their unit teo
avaluate and repert to his/her Depactment Director on affirmatlve
aetion progress of lack (therenf. Each Deparkmental RE€irmativa
Action Qfficer shall submik informakisn on the status of thair plans

twice annually to their respective Department Directors.

7. The Qovernor's Exzecutive Conmittes far Aftirmabive Actlom im
herehy established and its membarship shall hersafter conslst of the
gpllswing: the EEO Administrater, the Exscutive Director of the
guman Rightg Conmizsion, Lhe Executive Secretary of the Sovernor's
romnissian on the Handicapped, the Direckor of the Commission om
women, the Executive Directer of the Minority Businsss Entevprise
Capmission, tha Chief of the Merit Selection and Classificatioun
ligte, the Administrator of purchasing $ystens, and the Farsonnel
idministrater wha shall fhair this Cormmittea.

4. The Committee shall advise the Qevernor in ths formplakion
and caordination of plans. policies and programs relatlng t6 equai
opportunity and affirmative action in all 5Stste departments and
agencies and ln assuring effective implemeatation of such paliciog,
plans and programs by such agencies.

.9, Upon the requegk of the Executive Committes, the Daparimesk
birectar of each Bbate agency and the Departmenkal AEEirmative
Action Officer shall moet with the Coomittee and report in persan ko
sizoh Committes on the agency’s affirmative actios program. It shall
be bhe Executiva Committee Chair's responsibility te schedula such
coebings, and it shall be the duty of every agancy head to comply
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with such requests for data or sthec information or repscis &g the
precutive Commibbee may decd sppropeiste Eov snalysis and raview in
sdvanae of such meeting. \

16, tn sdditlon ko the duties of the State EEC Gffica sat forth
in Title 28, Chapter 5,1 of the Rhnfa Islsnd Gonersl Laws, the Stake
FE0 0fficc ghall: y

A} tuview the Affirmatlye Actlon plens subniteed annsally by
sach state department or ajency and prepape a comparative analysis
af the streagths and weaknasges gf Eke plangs

g} make recommendations ta the deparkments on preactive policy
initiatives ehat may enhance affirmative action plan objectives:

£} pregere an Exgcutive Bumiicy of &he departaental plans for
submission bf the Governor annually on Revember 15th; and

D} wotk Eaagaraﬁwaly snd in conjunction with the pepartmental
Affitmative hction OFElcers, pepactmantal MBE Gonrdinakors, and
skates Gfficials sefving on the Governsr'n Exacutive Committes for
AEfirmative Action. ’

11, The State Equal Opporiunity gffice shall he responsible for
.ssuring coaplismce with fhode fsland General Laws Title 28 Chapter
.1 ant the provisions of Ehis Bxpoutive Oudst.

12. The Rhode Island Commisslon for Human Rlghts shall he
. pespongible for assucing coppliznce with Fhods Island Gonegal Liws

witls 28, Chepter 3, Ssctions 8 through 40 ond the provisionz of
vhiz Executive Order.

13, Tha Rhede Igland Governor's Commission an the Handicapped
shsll be tesponsible for assaring compliance with Ehods Tgland
general Laws Title 42, Cheptex 51 gnd,bhe provislond of this
fracukive Order.
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14, All units of Rhede Island Stato Governmant shall comply
with all state ond federal laws pertaining te egual spportiunity akd
affirmative ackion including: ‘

Rhode 1slsnd Fale Employmont erackigez hat,
phode Island Handicépped producks Procurepent Ack,
ghode Island AIDE Discrimination Act,
Federal Excoubive Order 11246, as amended,
Tigle Vi and Tikle VII of the civil Rights Act of 1344, a3
apended, .
pos Discrimination in Erpioyment act of 1947,
gqual pay Agk of 159563,
pahabilitatlon Act of 1873, Bection 54,
pmaricens with Disabilities Aok (ADAY of 1990,
vieknam Bfa Veterans Act of 1974,
rersian Qul€ Conflick Supplemental putharization and Feggonnsl
genefity Ack of 1951, ' :
X Age Discrimination Act of 1578,
| pAucation Rmendments Act af 1972 {Title iX},
civil mights Act of 1391, ‘
ahm;.s Island Ezecutive Order §2-% {Amsricans with pisabilities
Rek) s i
shede f5land Executlve Opder 91-33 {Eerual Harassment),
phode 1siand Execubive Oxder 93-4 (#iinority Business Enterprise
commission), and , :
Rhode Islsnd Ezecutive Ovder 03=1 {Affirmative hotion Policy
gtatetent).

15, Persons with disabllities requasting reasonable
sccommodation yhould conmtact their own dapartnent/agency’s pacsonnel
gffica of ADA Coordinator,

16. Persons having questiens ot needing assistance for pinority
ot woben busipess snkarprises should apntackt the Executive birsctes
of the Minoelty Business Enterprise Commission at 277-6248{v) -
277-10%0 (tdd}.
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17. Citizens of Rhode Island pelieving that they have heen
discriminsted againsk ip the pursuit of achisving the guality of
1ife as aforenentloned sheuld contact:

cavernot's Conmission on the Handicapped
555 Valley Streab, Building ¥%1
Providance, RI Q2500-5686

TEL, 4277-3731

o0 #277-3701

PRY H277-2833

RI Commissicn for Homan Rights Rl State Equal Gpportunity Offica

i Ahbotk Patk Flace one Capltol Bill
pravidense, BRI 02303-3748 providence, BRI 03308-56865
TEL, $277-2661 Ter. §277-3090

oo 4277-2664 THO #277-6244

- pAX #277-2616 FAE #277-63748

This Execubive Order shall gupercade ind rescind Pxesutive Ordey
Ko, 85=11, and bacome affeptive jrmediately on the date heteof,

-12-95

OBIE -
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JUEY 23, 1985

WEEREAS, Title V of tho Bshaln litatios Bok of 1973 sets forth thn
eivll rights of hawifcspned gerenng: and

KIERERS, hardicsypsd pavscos have & zight Lo enpedt and galn Soresg
vaplans bailoings and propestiss which edet for the hetretnt of all
petgeng; and

JHE] . urdsr Sockicn 504 of Fitle Vol the Rehabilitablen fat of
1U¥3 the State has been pandated to ceoabe policies, practicsg and
prograng regariiidg arvassibilite of Stake-tulldings axd propsitivd o

hamiicapped perscrsy and

RRENS, sach a deslgralion wegld alisv Bor the aspaiiznt cypliace
with tha mandobe of Bection 304 thepehy sérving tha neods of
handicapred parscy in the best pozsible parasr;

K, THEREFORE, by virtue of the suthorlty vesbed in o2 s Governor of
the Shate of Rbede Island and Providenss Plopbations, i% is oedermsl a8
follarss

L. The Director of Administration is narchy deslgated the
qkabe's 504 Coosdinator and shall dslegabe opsrational
montrol to the Stabe BULlding Cofe Coomiggionsr as his

9. The guties of the Coordicator shall be 4o conrdinate aill
Stata sgefeien In the inplementeticn of all fedeval £l
and requlaticrs affeckleg the Stabe tn torms’ of complianee
with the meidates of Ssction 504 2f Tinle ¥ of Bl

: iTitakion dok of LE73,

Lab

w

e Coordinetor's dotiss shall dnelodns

a.  Authority b orde departents to prepave and oip Loz
pranmiticon plang jn scorwdanes with S04 regh lotlons.
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Conrdiratirg the fommilation and review of
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This Bxgoisdive (odnr ghall take af Eaolk on
Srearmbive der reEnLN Beoutive Order ¥

1Had.

1 c:c,'rpl.gﬁutfa to

The Ztate 504 Coordinator o tb
Coppiseioner a8 his Jesignes 1 h

Bespractinlly yours

E'—’.L‘ cnfprlaint p\:m‘ﬂ:ﬁurﬁ
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Btate Em'l ding Code
velby anthozized tn
agong ieg,
of anf d,vp%rm.nt

servrent who wi TRl Ly [ail

3 repudrEEnhe.

the Stets Bullding Cods
e shall congull with £he
prig CompigsLon on the

seeh o inplementation of e abova

the dage hevsof. This
EO=16 dated Saptember 29
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faTey,

Eriward B OiFeudn EYICUITEYE O0DAR
Famriie ,

YRAREAS, the grate of Rhodz Islasd has bean & hems ind 2
hawan for inmigrants and refuogeas ainge che hegianing of its
reaayded fizktoryy and

W@"?Bﬁg, for mord £R4s theea £ ntdries paople dviven from
~tpip nomelands By vasisus formg of nareaytion fave coms
Fhela el:n and found the paportanity snd $he seang to gatabe-
iigy g uew life beter and

UREREAS, the Unitad Gracss zefugas Ack of 1980, Pub. S
W, Ba=312, a&tﬁatikﬂﬁ she geant sE asvlem Bo Fe £agess wha
ire Jdafiped as any uerson outside hilg ot fer couatry aa
fationeliby “who 1o qﬁahLé o7 uvnwilllay ko cekurn oo g is
drebhle or eowiliing %o avall hiw -zelf or feyseif of che
seokeation of chat, Sountty hacangs of Qef gepgbicon or 3 wells

- o
A ‘}x
taended Faar of perzecuticn on avomuni’ of ¢aze, raligion,

grelonzlicy, membavenlps in & parcigulac gozizl groug, o
solizical aplalos®; and '

‘a

24
-

s

s

2 auf waloomes the Sppotianlhy
43 kzka part in aug natlanal reiuqe@ pasnst lement progran &nd
poomarey eutour akave’s exemplary hlsearical cols in 3asizking

grople Clasing &aﬁuéfs and andus hazdzilpay and

HEARAAS, Bhode Tgland zocepis 9

WHIFEEAZ, the rafuges sxparieucs i 3 major gpheaval in
the lives of thass i“dtvt&ﬂﬂlﬁg aid Lo crder for g b
ad}us: Ll pagefully bo a new counkboy and ocultuce. pat bt ni
spanglelon 12 peesssaty to laatn 4 ney language aad culture;
and »

HUSEREAS, Bhode l3land tecognizas  chat yafugess  bave
great potankisl ko contribute se the atate and ing po qmumlLia
and thst Lt e in the interest af all Ehab Ihelr mybenbial be
anrruced aml epoouraged; and

a3
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WATREAS, the Rhode Island office of ReFugee Ressbilement
was creakad for the purpoge of implementing the regairenanty
of &he Refuges Act of 12E0 iP,L.95-212) ko assise vefagaes in
tho otate ta hecomesslfi-suificient as rapidly as possible; and

WAEREAS, the (Governor's Rdvisory peangll on  Refugee

Tesetslement, created by wxmout lve Ordes B5-24, was £5tanlished
for the purpose of forging a linkage batwgen che refuges
aommunity and the larger Hhede Iztand socivty; and

g0, THEREPORE, T, Fdwsrd D, DiPrate, by wvizbue af the
anthority weated ip me as Goverant of the State of Bhode
Teiand and PBrovidence plantabions, hereby orfder and direct
the fallowing: :

1.

Ze

the FRhode I1sland bEfice of Refugee Rosetblement
ghall bo anthorized to ceordinats conaultaklong among
tha following entities and agenclas: voluntary agen-
eies {"WOLAGs") oend their nazional offlesa; locel
officials; stakte degartments; pamely, the Dapartment
of Employment Secuziby, the .Departzent ol f#zalth,
the pepartment of fuman sarvlcaz, the Department of
Wental Health, pavzrdation . and Hospitals, the Depari-
ment for Childeen and Thelg ramilies, the Departaent
of Toconomic Development, the Departmant of Transpor-
tation, the Departmant of Edvestion, Lhe Office of
the Attorney General and othar appropriate sublic
znd private agsncies.

the aheve consultations shall be to degerming the
availability of needed services guch  as  honzing
ayailability and comminity respansiveness; to evalu-
ate aconcnic conditionsz, and te determing the proxim=
ity of organizatlicns znd institutions which provide
BUPRUE L.

A11 transitional services shall be provided with &
view to maximize thelr soopssibllity snd cultural
appropriatencss.  The characteristics and concerns
of the refugea compunliies should bo  gaken into
sccount §n the sheping of specilic secvice delivery
proceduraes and mechenisns and ihe determination of
their cuitural and tlnguistic sensitivity.
i

{
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Thage shub aafncias as previnuely shaked that conduck
arogrome and activibies dirsctly of iadiveokly ralat-
ing to thy service pzadz of the refages population
anall izmediately codectaks an affirmaiclve pilannlng
prozess with regard  $o refugses,  Thiz pianning
aroanag shall be compleced By Oetobsr 1, 1986, ane
zhall imoclude zhe foblowing elavsmts:
f. HMemds hssessment: Debarmiming bhe sucrect and
nobential coquicegents rpefugeng hars Ioc khe
arenciazzs’ sgreloed;

4, Jurrent Hge: Measaring and doougenting Lhe
SHETBLE ek |
Iibant Eo whish refugees now 4y She sarvices;

. hoanay SeEvles Flan fox 1 Formulats=
ing & plad, [6d Luding a“tir ¢11a Ear imgle<
maukuk lot, that ensuzes chat dellyeey of ths
agenciest savvless co refugend nesia Ehs neads

identified in the noods 3sseazvent aad 4rs in
angpl fance with Tizde YI ol kha Uaited Statas
Ziwil Righte Aot af 1;5%

Bhode Tatand Qffice DI Reruga Rszﬂﬁzgam ni agd
i -

Thoon 1S Lai Fqu=iifW7

Toae Tonde Teland Dffice of Befugsse Rezsptl

£ha Thods t:laﬁd DiEice ol &qudl opporkbunity she
srovide bechnical assistance ko Ehe agen nzles ThTauf
it £ planning prosess gpd  shall monizar b
agareies' progesas in the implewmeezation of thel

plana, Tachnical assis é¢n€& h?ﬁ ﬂezeﬁsw*; wlll be
cegyenkad [rom tha Jeds

Comgl ianca.

State hgaacies Dragacing pgency Bervise Plass -

The Feilowing shesz agenclss shall sagage in the
phannlag proosesst the Departvank of Duman Jarviens,
The Depaciment oF fealih, tha Depacthéns af Tuploy=
mank Sa’urxtgy The Tepsrimant of Eazleh;
Retardation and Bodplrals, the ﬂpgi*rmﬁﬂ‘ fipe Child-
pen asd Theit Pamilica, khe Departmeat of Rduvatiew,
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s Buetlt.

Teononis  Devslopmeat.  and Rhe
~;@zf3tlﬁﬂu

paacing FeogEam -

zest regnlaply with the [Epsrinant Gl
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RHODE ISLAND GENERAL LAWS
§28-5.1-1 et. seq.

EQUAL OPPORTUNITY AND
AFFIRMATIVE ACTION
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TITLE 28 - Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy. — (a) Equal opportunity and affirmative action toward its
achievement is the policy of all units of Rhode Island state government, including all public and
quasi-public agencies, commissions, boards and authorities, and in the classified, unclassified, and
non-classified services of state employment. This policy applies in all areas where the state dollar is
spent, in employment, public service, grants and financial assistance, and in state licensing and
regulation.

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

(3) Each department head shall make a report to the governor and the general assembly not later
than September 30 of each year on the statistical results of the implementation of this chapter and to
the state equal opportunity office; provided that the mandatory provisions of this section do not
apply to the legislative branch of state government.

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

SECTION 28-5.1-2

§ 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 Secretary of administration/human
resources, shall report to the governor and to the general assembly on state equal opportunity
programs. The state equal opportunity office shall be responsible for assuring compliance with the
requirements of all federal agencies for equal opportunity and shall provide training and technical
assistance as may be requested by any company doing business in Rhode Island and all state
departments as is necessary to comply with the intent of this chapter.

(b) The state equal opportunity office shall issue any guidelines, directives or instructions that are
necessary to effectuate its responsibilities under this chapter, and is authorized to investigate
possible discrimination, hold hearings, and direct corrective action to the discrimination.
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SECTION 28-5.1-3

§ 28-5.1-3 Affirmative action. — (a) The state equal opportunity office shall assign an equal
opportunity officer as a liaison to agencies of state government.

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

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

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

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

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

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

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

(i) The state equal opportunity office shall continually review all policies, procedures, and
practices for tendencies to discriminate and for institutional or systemic barriers for equal
opportunity, and it shall make recommendations with reference to any tendencies or batriers in its
annual reports to the governor and the general assembly.
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(j) Relevant provisions of this section also apply to expanding the pool of applicants for all
positions where no list exists. The equal opportunity administrator is authorized to develop and
implement recruitment plans to assure that adequate consideration is given to qualified minority
applicants in those job categories where a manifest imbalance exists, excluding those job categories
in the legislative branch of state government.

SECTION 28-5.1-3.1

§ 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
population.

(b) During the month of January in each year the boards, agencies, commissions, or authorities are
requested to file with the state equal opportunity office a list of its members, designating their race,
gender, and date of appointment.

SECTION 28-5.1-3.2

§ 28-5.1-3.2 Enforcement. — (a) The state equal opportunity administrator is authorized to
initiate complaints against any agencies, administrators, or employees of any department or division
within state government, excluding the legislative branch, who or which willfully fail to comply
with the requirements of any applicable affirmative action plan or of this chapter or who or which
fail to meet the standards of good faith effort, reasonable basis, or reasonable action, as defined in
guidelines promulgated by the federal Equal Employment Opportunity Commission as set forth in
29 CFR 1607.

(b) Whenever the equal employment opportunity administrator initiates a complaint, he or she
shall cause to be issued and served in the name of the equal employment opportunity office a
written notice, together with a copy of the complaint, requiring that the agency, administrator,
agent, or employee respond and appear at a hearing at a time and place specified in the notice. The
equal employment opportunity office shall follow its lawfully adopted rules and regulations
concerning hearings of discrimination complaints.
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(c) The equal employment opportunity office shall have the power, after a hearing, to issue an
order requiring a respondent to a complaint to cease and desist from any unlawful discriminatory
practice and/or to take any affirmative action, including, but not limited to, hiring, reinstatement,
transfer, or upgrading employees, with or without back pay, or dismissal, that may be necessary to
secure compliance with any applicable affirmative action plan or with state or federal law.

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

SECTION 28-5.1-4

§ 28-5.1-4 Employment policies for state employees. — (a) Each appointing authority shall
review the recruitment, appointment, assignment, upgrading, and promotion policies and activities
for state employees without regard to race, color, religion, sex, sexual orientation, gender identity or
expression, age, national origin, or disability. All appointing authorities shall hire and promote
employees without discrimination.

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

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

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

SECTION 28-5.1-5

§ 28-5.1-5 Personnel administration. — (a) The office of personnel administration of the
department of administration shall prepare a comprehensive plan indicating the appropriate steps
necessary to maintain and secure the equal opportunity responsibility and commitment of that
division. The plan shall set forth attainable goals and target dates based upon a utilization study for
achievement of the goals, together with operational assignment for each element of the plan to
assure measurable progress.

(2) The office of personnel administration shall:
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(i) 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 bias, and

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

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

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

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

(b) The office of labor relations shall propose in negotiations the inclusion of affirmative action
Janguage 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 shall include the Secretary 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.

SECTION 28-5.1-6

§ 28-5.1-6 Commission for human rights. — The Rhode Island commission for human rights
shall exercise its enforcement powers as defined in chapter 5 of this title and in this chapter, and
shall have the full cooperation of all state agencies. Wherever necessary, the commission shall, at its
own initiative or upon a complaint, bring charges of discrimination against those agencies and their
personnel who fail to comply with the applicable state laws and this chapter. This commission also
has the power to order discontinuance of any departmental or division employment pattern or
practice deemed discriminatory in intent by the commission, after a hearing on the record, and may
seek court enforcement of such an order. The commission shall utilize the state equal opportunity
office as its liaison with state government. The Rhode Island commission for human rights is
authorized to make any rules and regulations that it deems necessary to carry out its responsibilities
under this chapter, and to establish any sanctions that may be appropriate within the rules and
regulations of the state.
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SECTION 28-5.1-7

§ 28-5.1-7 State services and facilities. — (a) Every state agency shall render service to the
citizens of this state without discrimination based on race, color, religion, sex, sexual orientation,
gender identity or expression, age, national origin, or disability. No state facility shall be used in
furtherance of any discriminatory practice nor shall any state agency become a party fo any
agreement, arrangement, or plan which has the effect of sanctioning those patterns or practices.

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

SECTION 28-5.1-8

§ 28-5.1-8 Education, training, and apprenticeship programs. — (a) All educational programs
and activities of state agencies, or in which state agencies participate, shall be open to all qualified
persons without regard to race, color, religion, sex, sexual orientation, gender identity or expression,
age, national origin, or disability. The programs shall be conducted to encourage the fullest
development of the interests, aptitudes, skills, and capacities of all participants.

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

(¢) 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.

SECTION 28-5.1-9

§ 28-5.1-9 State employment services. — (a) All state agencies, including educational
institutions, which provide employment referral or placement services to public or private
employees, shall accept job orders, refer for employment, test, classify, counsel and train only on a
nondiscriminatory basis. They shall refuse to fill any job order which has the effect of excluding
any petrsons because of race, color, religion, sex, sexual orientation, gender identity or expression,
age, national origin, or disability.
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(b) The agencies shall advise the commission for human rights promptly of any employers,
employment agencies, or unions suspected of practicing unlawful discrimination.

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

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

SECTION 28-5.1-10

§ 28-5.1-10 State contracts. — The division of purchases shall prepare any rules, regulations, and
compliance reports that shall require of state contractors the same commitment to equal opportunity
as prevails under federal contracts controlled by federal executive orders 11246, 11625 and 11375.
Affirmative action plans prepared pursuant to those rules and regulations shall be reviewed by the
state equal opportunity office. The state equal opportunity office shall prepare a comprehensive plan
to provide compliance reviews for state contracts. A contractor's failure to abide by the rules,
regulations, contract terms, and compliance reporting provisions as established shall be ground for
forfeitures and penalties as established by the department of administration in consultation with the
state equal opportunity office.

SECTION 28-5.1-11

§ 28-5.1-11 Law enforcement. — The attorney general, the department of corrections, and the
Rhode Island justice commission shall stress to state and local law enforcement officials the
necessity for nondiscrimination in the control of criminal behavior. These agencies shall develop
and publish formal procedures for the investigation of citizen complaints of alleged abuses of
authority by individual peace officers. Employment in all state law enforcement and correctional
agencies and institutions shall be subject to the same affirmative action standards applied under this
chapter to every state unit of government, in addition to applicable federal requirements.
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SECTION 28-5.1-12

§ 28-5.1-12 Health care. — The state equal opportunity office shall review the equal opportunity
activity of all private health care facilities licensed or chartered by the state, including hospitals,
nursing homes, convalescent homes, rest homes, and clinics. These state licensed or chartered
facilities shall be required to comply with the state policy of equal opportunity and
nondiscrimination in patient admissions, employment, and health care service. The compliance shall
be a condition of continued participation in any state program, or in any educational program
licensed or accredited by the state, or of eligibility to receive any form of assistance.

SECTION 28-5.1-13

§ 28-5.1-13 Private education institutions. — The state equal opportunity office shall review all
private educational institutions licensed or chartered by the state, including professional, business,
and vocational training schools. These state licensed or chartered institutions shall at the request of
the board of regents of elementary and secondary education be required to show compliance with
the state policy of nondiscrimination and affirmative action in their student admissions,
employment, and other practices as a condition of continued participation in any state program or of
eligibility to receive any form of state assistance.

SECTION 28-5.1-14

§ 28-5.1-14 State licensing and regulatory agencies. — State agencies shall not discriminate by
considering race, color, religion, sex, sexual orientation, gender, identity or expression, age,
national origin, or disability in granting, denying, or revoking a license or charter, nor shall any
person, corporation, or business firm which is licensed or chartered by the state unlawfully
discriminate against or segregate any person on these grounds. All businesses licensed or chartered
by the state shall operate on a nondiscriminatory basis, according to equal employment treatment
and access to their services to all persons, except unless otherwise exempted by the laws of the
state. Any licensee, charter holder, or retail sales permit holder who fails to comply with this policy
is subject to any disciplinary action that is consistent with the legal authority and rules and
regulations of the appropriate licensing or regulatory agency. State agencies which have the
authority to grant, deny, or revoke licenses or charters will cooperate with the state equal
opportunity office to prevent any person, corporation, or business firm from discriminating because
of race, color, religion, sex, sexual orientation, gender, identity or expression, age, national origin,
or disability or from participating in any practice which may have a disparate effect on any
protected class within the population. The state equal opportunity office shall monitor the equal
employment opportunity activities and affirmative action plans of all such organizations.
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SECTION 28-5.1-15

§ 28-5.1-15 State financial assistance. — State agencies disbursing financial assistance,
including, but not limited to, loans and grants, shall require recipient organizations and agencies to
undertake affirmative action programs designed to eliminate patterns and practices of
discrimination. At the request of the state equal opportunity office, state agencies disbursing
assistance shall develop, in conjunction with the state equal opportunity office, regulations and
procedures necessary to implement the goals of nondiscrimination and affirmative action and shall
be reviewed for compliance according to state policy.

SECTION 28-5.1-16

§ 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.

SECTION 28-5.1-17

§ 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 Secretary of administration, direct the head of the department where
the under-representation and/or under-utilization exists to establish precise goals and timetables and
assist in the correction of each deficiency, to the extent permitted by law and by collective
bargaining agreements.

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

(4) The equal employment opportunity administrator shall be consulted in the selection process
for all positions certified as underrepresented and/or underutilized and shall report the results of
progress toward goals to the governor and to the general assembly by January 31 and July 31 of
each year. A copy of these results which shall be referred to the Rhode Island commission for
human rights which may, in its discretion, investigate whether a violation of chapter 28-5 has
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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 Secretary of the department(s) where the reduction is
proposed, shall develop a plan to ensure that affirmation action gains are preserved to the extent
permitted by law and by collective bargaining agreements. A copy of this plan shall be referred to
the Rhode Island commission for human rights which may, in its discretion, investigate whether a
violation of chapter 28-5 has occurred. The plan shall be a public record and shall be made available
electronically on the secretary of state's website.

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

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

CHAPTER 28-5

Fair Employment Practices
SECTION 28-5-41.1

§ 28-5-41.1 Right to fair employment practices — Gender identity or expression. — Whenever
in this chapter there appears the terms "race or color, religion, sex, disability, age, country of
ancestral origin, or sexual orientation” there shall be inserted immediately thereafter the words
"gender identity or expression."
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PUBLIC LAW 97-118

AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE

CHAPTER 51
SEXTJAL HARASSMENT, EDUCATION AND TRAINING IN THE WORKPLACE

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

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

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

(b) Every employer shall:
(1) adopt a policy against sexual harassment which shall include:
(i) astatement that sexual harassment in the workplace is unlawful;
(i) a statement that it is unlawful to retaliate against an employee for filing a complaint of
sexual harassment or for cooperating in an investigation of a complaint for sexual
harassment;

(iii) a description and examples of sexual harassment;

(iv) a statement of the range of consequences for employees who are found to have committed
sexual harassment;

(v) a description of the process for filing internal complaints about sexual harassment and the
work addresses and telephone numbers of the person or persons to whom complaints
should be made; and

(vi) the identity of the appropriate state and federal employment, as amended, discrimination
enforcement agencies, and directions as to how to contact such agencies as amended.

(2) provide to all employees a written copy of the employer’s policy against sexual harassment;
provided, however, that a new employee shall be provided such a copy at the time of his or her
employment.
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(¢) Employers are encouraged to conduct an education and training program for new employees and
members, within one (1) year of commencement of employment or membership, which includes at
a minimum the information set forth in this section. Employers are encouraged to conduct
additional training for new supervisory and managerial employees within one (1) year of
commencement of employment which shall include at a minimum the information set forth in
subsection (b), the specific responsibilities of supervisory and managerial employees and the
methods that such employees should take to ensure immediate and appropriate state agencies are
encouraged to cooperate in making such training available.

(d) Employers shall provide amended copies of their written policies on sexual harassment to all
employees upon their request on or before September 1, 1997.

§28-51-3. Education and training programs. — Employers are encouraged to conduct an education and
training program on sexual harassment consistent with the aims and purposes of this chapter for all
employees, including, but not limited to the supervisory or managerial personnel, on or before
September 1, 1997.

(2003)
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State of Rhode Island
SEXUAL HARASSMENT GUIDELINES

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

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

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

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

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

If any State Employee believes that they have been sexually harassed, they may contact:

RI STATE EQUAL OPPORTUNITY OFFICE
ONE CAPITOL HILL PROVIDENCE, RI 02908-5865
PHONE (401) 222-3090 FAX (401) 222-2490 RI Relay: 711
Revised (2005)
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DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN RESOURCES
STATE EQUAL OPPORTUNITY OFFICE

GUIDELINES FOR UNBIASED WORK ENVIRONMENTS

Rhode Island General Laws §28-5.1-1 et. seq., Executive Order No. 05-01 of the State of Rhode
Island and Title VII of the 1964 Civil Rights Act, mandates employers to maintain a working
environment free of discriminatory insults, intimidation and other forms of harassment. Both an
employee’s psychological and economic well being are protected. While an employer cannot be
held accountable for the prejudices of its workers clientele, it must take reasonable measures to
control or eliminate the overt expression of those prejudices in the workplace. Prompt action by an
employer to prevent or correct discriminatory harassment can go a long way in lessening employer
liability.

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

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

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

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

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

(2005)
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POSTING THE VACANCY




Posting the vacancy

On July 1, 2014, the State of Rhode Island implemented a new online state job application system,
Apply RI. This workforce management system provides a streamlined process for the state to post
job openings online and track and review applications electronically. By visiting ww.Apply.RL.gov,
job applicants can view job openings, create a J ob Interest Card, set up an account, and complete an
applicant profile. Once an applicant’s account and profile are created, the information can be used
to apply for specific jobs. Apply RI can be accessed 24-hours a day, seven days a week, and from

any computer with internet access.
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STATE EQUAL OPPORTUNITY OFFICE
MINORITY REFERRAL LIST

Dr. Martin Luther King, Jr. Community Center
bbrush@mlkccenter.org

International Institute of R.I., Inc.
mward@iiri.org

Progresso Latino, Inc.

fullerton renee@yahoo.com

Rhode Island Indian Council, Inc.
chesterbliss@yahoo.com

Center for Hispanic Policy & Advocacy
mayra.delaroca@gmail.com

Rhode Island Black Business Association
lisaranglin@ri-bba.com

Vietnam Era Veterans Association
therispirit@aol.com

Socio-Economic Development Center for Southeast Asians
chhaychannavy@sedcsea.oxg

New Visions for Newport Island
sharons@ebcap.org

Community College of Rhode Island
cbio@ccri.edu

OIC of Rhode Island
mslvaleestengroup.com

Urban League of Rhode Island
elsaBulri.oxrg

Urban League of Rhode Island
frontdeskQ@ulri.org

Women's Center of Rhode Island
klyons@womenscenterri.org

Lambert, Raymond

NAACP and RIAAP

jvincent577@gmail.com

Narragansett Indian Tribe
bthomas@nitribe.org

Rhode Island Commission on Women
newton. 1@bcbsn.org

Rhode Island Commission on Disabilities
disabilities@gcd.ri.gov
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Grievance Procedure

RHODE ISLAND EQUAL OPPORTUNITY OFFICE
Telephone: (401) 222-3090 RIRelay 711

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

1.

(O8]

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.
An Equal Opportunity Officer will be assigned to investigate the complaint.

The Agency Secretary (Responder) will be notified of the alleged complaint

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.

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

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

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.

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 the RI Human Rights Commission or the Equal
Opportunity Commission. If a charge has been filed, either simultaneously or at a later date, with
the RT Human Rights Commission or the Equal Employment Opportunity Commission, the State
Equal Opportunity Office will defer to either Commission for the investigation and any resolution
and/or prosecution of the charge.

(Revised 2003)
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DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN SERVICES
Office of Personnel Administration

Equal Opportunity

EEO\ECHHS-FY16

COMPLAINT INFORMATION FORM

R T,

Complainant Information:
State your name and address:

City State Zip Code
Telephone Number(s):

Work:

Home:

. Name of Department:

. Name of Immediate Supervisor:

. Respondent Information:
Name and address of agency involved:

City State Zip Code

. Name and Title of person(s) charged:

. Date of Alleged Violation:

8. Basis of Alleged Complaint:
____Race/Color: Specify
Sex: Male Female

Age: Date of Birth
National Origin: Specify

Religion: Specify

__ Sexmal Harassment

___Sexual Orientation

____Gender Identity or Expression
9. Nature of Charge:

____ Hiring

___Compensation

__ Job Classification

__Discharge/Termination

____Promotion

___Training

____Demotion

___Qualification/Testing

___ Layoff

__ Recall

___ Seniority

____Intimidation/Reprisal

Harassment

. Place of Alleged Violation:

Case Number

RIEQ0-03-87 Revised 2003




COMPLAINT INFORMATION FORM

(Continued)

S NS S AT

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 iteated 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 attention?

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

Complainant Signature Date Interviewing Officer
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RETALIATION OR COERCION

Any employee or agent of the State Government who shall discriminate against an individual
through the use of retaliation, coercion, intimidations, threats or other such action because such
individual has filed a complaint, testified or participated in any way in any investigation proceeding
or hearing regarding discrimination in employment or public service or because such individual has
opposed any act made unlawful under the Americans with Disabilities Act (ADA) 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 if found to be willful or repeated.
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EMPLOYEE SELF-IDENTIFICATION
OF
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Employee Self-Identification of Disability Form and Request
For Reasonable Accommodation

CONFIDENTIAL

In accordance with the Americans with Disabilities Act of 1990, Rhode Island General Laws §28-5.1-1
et. seq., and Executive Order #92-2, the State Equal Opportunity Office invites a qualified individual
with a disability to self-identify to be provided reasonable accommodations if necessary to perform the
essential function for the desire position.

NAME: AGENCY:

JOB TITLE: DATE:

Please Check the category that best describes your disability. (Upon request, verification of
disabling condition must be obtained from your physician.)
Disabling conditions include, but are not limited to:

[] AIDS

[ ] Alcoholism

[] Blindness or Visual Impairment

[] Cancer

[ ] Cerebral Palsy

[] Deafness or Hearing Impairment

[ ] Diabetes

[ ] Drug Addiction

[] Epilepsy

[ ] Heart Disease

[ ] Mental Retardation

[ ] Mental or Emotional Illness

[ ] Multiple Sclerosis

[ ] Muscular Dystrophy

[ ] Orthopedic

[ ] Perceptual Disabilities such as: Dyslexia, Minimal Brain

Dysfunction, Development Aphasia or Speech Impairment

[] Other

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

Additional Comments:

Signature: Date:

RIEEO 5/09A
REVISED 7/02/2002
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RI SEOO (401) 222-3090
AMERICANS WITH DISABILITIES/

504 GRIEVANCE PROCEDURES

The EOHHS has adopted an internal grievance procedure providing for prompt and
equitable resolution of complaints alleging any action prohibited by (ADA/504).

Complaints should be addressed to: Kathryn Sherman, Human Resources
Coordinator, who has been designated to coordinate ADA/504 Compliance efforts.

A complaint should be filed in writing or verbally. They should contain the name
and address of the person filing the complaint and a brief description of the
alleged violations of the regulation.

A complaint should be filed as soon as possible after the complainant becomes awate
of the alleged violation. An investigation, as may be appropriate, will follow the
filing of a complaint.

The investigation will be conducted by Kathryn Sherman or her designee. These
rules contemplate informal but thorough investigations affording all interested
persons and their representatives, if any, an opportunity to submit evidence relevant
to a complaint.

A written determination as to the validity of the complaint and a description of the
resolution, if any, may be issued and a copy forwarded to the complainant.

The ADA/504 Coordinator will maintain the files and records relating to the
complaints filed.
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Exit Interview
CONFIDENTIAL EXIT-INTERVIEW FORM

1. The purpose of this Form is to record information concerning reasons why employees are
terminating/transferring from State Service.

2. The Form asks specific questions concerning:

Employment

Career Opportunities

Fair Treatment

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

ZESRoR- s

3., The form is completed by the employee who is leaving the department (resignation,
transferring to another department, retirement, etc.) and forwarded to the Equal Opportunity
Office in a pre-addressed envelope.

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

5. The Form is voluntary and confidential.
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CONFIDENTIAL EXIT SURVEY INQUIRY

The information obtained from this inquiry will be handled in a confidential manner and will not
be divulged 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
recodd and will not e 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, 1 Capitol Hill, Providence, RI 02908-5865. Thank You.

NAME JOB TITLE
ADDRESS DEPT/AGENCY

DIVISION/UNIT
TELEPHONE DATE DEPARTED
DATE HIRED

! Asian American /

i Female White Pacific Islander Hispanic

: ; American Indian/

i Male Black Alaskan Native Handicapped

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?

(Cont’d)
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RHODE ISLAND STATE EQUAL OPPORTUNITY OFFICE
CONFIDENTIAL EXIT SURVEY INQUIRY (CONTINUED)

Was your supervisor effective in handling problems or complaints?

Was the Leave of Absence Procedure clearly explained to you?

Did you received fair treatment while employed?

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

Do you feel you were discriminated against?

INTEVIEWING OFFICER DATE

COMMENTS:
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EQUAL OPPORTUNITY ADVISORY COMMITTEE

Mission: 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.

=

agency

Q>

Establishing the Committee:

all employees should be informed of opportunities to serve on the committee.

head appoints the committee from a list of volunteers.

volunteers

1. each division of agency
2. various job levels
3. minorities, women, and person with disabilities

2. Structure:

oEEUOWR

terms of membership
elections of officers
how many members
alternates
sub-committees
meetings

minutes

3. Functions (role):

mUQw>

F.
G.

advise — not perform

develop short-term objectives

identify areas of possible discrimination

assist the designee of the agency head with preparing the affirmative action plane.
monitor the progress of the action goals and programs, if necessary, make
recommendations to improve.

review monthly progress reports

issue a progress report to agency head quarterly.

4. Chairperson (duties):

A.
B.
C.

prepare agenda for meeting
preside over committee meetings
submit any committee recommendations to the agency head

5. Secretary (duties)

A.
B.

EEO\EOHHS~FY16
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preside over meeting in absence of chairperson
record minutes of the meeting




C. prepare minutes for distribution.
6. Equal Opportunity Coordinator:

ex-officio
advisor

7. 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 informed of agency policy:

1. newsletter

2. pay envelopes

3. employee handbooks

4. copies of the affirmative action plan policy statement of key program elements.

10. The state equal opportunity office may issue such guidelines, directives, or instructions as
necessary to carry out RI General Laws §28-5.1-1 et. seq.
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EQUAL OPPORTUNITY ADVISORY COMMITTEE

Executive Office of Health & Human Services
Elizabeth H. Roberts, Secretary

74 West Road
Cranston, R 02920
(401) 462-5274

EO/AA Program Coordinator:

Lois Hayes, Deputy Personnel Administrator
Division of Human Resources, Health & Human
Services Human Resources Service Center

55 Howard Ave

Benjamin Rush Bldg.

Cranston, RI 02920

(401) 462-5122

504/ADA Coordinator:

Kathryn Sherman, Human Resources
Coordinator, Division of Human Resources,
Health & Human Services Human Resources
Service Center

55 Howard Ave

Benjamin Rush Bldg.

Cranston, R1 02920

(401) 462-5336

Equal Opportunity Liaison Officer

Raymond Lambert

State Equal Opportunity Office, Department of
Administration

1 Capitol Hill

Providence, R1 02909

(401) 222-3090
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LIST OF EQUAL
OPPORTUNITY/AFFIRMATIVE
ACTION OFFICERS

EE OHH
80 of 84




EQUAL OPPORTUNITY/AFFIRMATIVE ACTION OFF TCERS
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Division of Human Resources
State Equal Opportunity Office
One Capitol Hill, 3ra Floor
Providence, RI 02908-5865
Phone 222-3090 TDD 222-6144
FAX 222-6391

Raymond Lambert, Administrator
State Equal Opportunity Programs

COMMUNITY COLLEGE OF RHODE ISLAND

Providence Campus, John White, Jr.
One Hilton Street

Providence, RI 02905

Phone 455-6011 TDD 825-2238

RHODE ISLAND COLLEGE
Patricia Giammarco

600 Mt. Pleasant Avenue
Providence, R1 02908

Phone 456-8212 TDD 456-8061
FAX 456-8379

UNIVERSITY OF RHODE ISLAND

Robert E. Gillis, Secretary

Affirmative Action Equal Opportunity & Diversity
Carlotti Administration Building

Kingston, RT 02881

Phone 792-2442

TDD 792-2285




LIST OF STATE ENFORCEMENT
AGENCIES




ENFORCEMENT AGENICES

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
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

TEL # (800) 669-4000/ Voice

TDD # (800) 669-6820 -

FAX # (617) 565-3196
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State of Rhode Island and Providence Plantations
’  State House, Room 224
. Providence, Rhode Island 02903
401-222.2080

Lincoln D. Chafee

Governor EXECUTIVE ORDER
13-05
May 9, 2013

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

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

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

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

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

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

WHEREAS, over the past 30 years, Rhode Island’s ,poptilation has increased from ™
seven percent (79%) to twenty-four percent (24%) people of color. In addition, in just the
last decade, Rhode Island’s Latino population grew forty-four percent (44%), adding

almost 40,000 residents. The Asian-American and African-American populations also grew. - - L

by twenty-eight percent (28%) and twenty-three percent (23 9%), respectively, over the
same time period; and : . - R




Executive Order 13-05
May 9, 2013
Page 2

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

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

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

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

1. The Director (Director) of the Department of Administration (Department),
shall review all divisions and offices within the Department charged with
facilitating equal opportunity employment and 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 to improve collaboration between these offices and all executive
departments to ensure these programs are more effective. These
recommendations shall encourage measures of quality and accountability in-
equal opportunity and affirmative action hiring and MBE procurement as
allowed by law. In addition, these recommendations shall include strategies
for recruiting, hiring, promoting and retaining a more diverse workforce.

- The Director shall submit these recommendations to the Governor for
approval on or before August 1, 2013. All executive departments shall
comply with the Director’s recommendations and shall cooperate fully with
taking steps to increase minorities in the State’s workforce and increase the
usage of MBEs with State contracts.

2. 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. Each agency shall provide the Office of Equal - B
Opportunity, which shall coordinate with the Office of Management and
Budget’s Office of Performance Management and the Office of Outreach
and Diversity, with a plan for improving minority hiring no later than
October 1, 2013. '




Executive Order 13-05

May 9, 2013
Page 3

3,

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

The Director shall prepare an annual report to the Governor due on August
1, 2013 and every August 1 thereafter, for the prior fiscal year,
demonstrating the State’s progress in minority employment and MBE
procurement and any recommendations for continued improvements in

these programs. This report shall take into account the Affirmative Action

Plans that are submitted by every State agency on an annual basis, as
required under R.I. Gen. Laws Chapter 28-5.1.

. The Department and the Human Resources Outreach and Diversity Office

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

This Order shall take effect immediately.

So Ordered:

Lincoln D. Chafee




HEALTH & HUMAN
_ SERVICES _
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) 'EXECUTIVE OFFICE OF HEALTH AND HUMAN SERVICES ‘ »
DIVERSITY PLAN TO IMPROVE MINORITY HIRING AND WORKFORCE INCLUSION

The Executive Office of Health and Human Services (EOHHS) is making efforts to
improve the representation of women and minorities in our workforce. EOHHS’s focus is
actually on the representation of minorities since it currently employs 50.3 % women which
exceeds the State of Rhode Island Labor Force rate of 48.3.% and the State Government
Workforce rate of 51.6%. Of One hundred and sixty nine (169) employees, eighty five (85) are
women and they represent 55.4% of the Officers/ Administrators, 35.6% of the Professional staff,
80% of the para-professional staff and 95% of the administrative support staff. Because of the
nature of the work that EOHHS does, EOHHS has no faculty, protective services staff, skilled
* craft or service maintenance staff.

On the other hand EOHHS minority hiring rate is at 5.9% or 10 individuals, compared to
the Rhode Island labor force at 23%. EOHHS has one minority out of 56 in
Officials/Administrative positions and one out of 20 in administrative staff. EOHHS ranks
behind the State Government with 6 minorities out of 87 in Professional positons and while we
have only 5 para-professionals and they are all women with one being Hispanic. There is one
Asian/Pacific technician.

In order to promote the goals of Executive Order 13-05, EOHHS will establish annual
hiring goals achievable short-term and long-term goals for each of the next three Fiscal Years.
While remaining committed to the current strategies that have been successtul particularly in
attracting female applicants, EOHHS will identify and utilize current trends and best practices
that have been effectively utilized in Rhode Island and other states in both the private and public
sector. This includes sending letters to nonprofit agencies serving under-represented populations
as a tool to increase diversity in the EOHHS. The APPLY RI employment website developed by
the Department of Administration will be extremely helpful in our minority outreach efforts.
EOHHS will also ensure that hiring managers are aware of referrals from the DOA” Office of
Human Resources Outreach & Diversity. We also plan on identifying specific entry level and
non-union positions where an increased opportunity exists to expand diversity efforts and
address under-representation of specific groups. -

In order to increase the number of minority applicants, EOHHS will work with the EEO
‘Human Resources Outreach & Diversity Offices to expand the numiber of locations and
strategies it uses to post and advertise for positions targeting specific demographics. EOHHS will
look to local, regional, and national organizations for assistance. EOHHS will explore its use of
- social media tools, such as LinkedIn, Facebook, and others, in accordance with the Department
of Information Technology’s Policy on Social Networking, 10-09, in its efforts to expand our
reach. EOHHS will also utilize a list of media outlets and advertisement opportunities with
organizations that reach out to diverse communities throughout Rhode Island. This includes the




Rhode Tsland Cormmunity Jobs listserv, sponsored by the Swearer Center for Piiblic Service at
Brown University <h’;tp://swearercenter.brown.edu>. The Swearer Center works to engage
students and faculty in community-based work in Providence and around the world.

EOHHS is considering extending the length of time for job postings to a minimum of (twé
calendar weeks), unless circumstances or union contract provisions dictate otherwise, to ensure
the general public has enough time to review job postings.

The EOHHS internship program continues to solicit referrals from the Office of Human
Resources Outreach and Diversity and with recommendations on where to publicize internship
opportunities across the state to attract a more diverse applicant pool.
The EOHHS will also work to identify those positions where there exists a need for a particular
linguistic background or skill and posting positions with a Spanish language preference.
Furthermore, the EOHHS will take action to educate its hiring management staff on the current
state mandates relating to affirmative action in order to promote a working environment and
workplace culture that encourages increased diversity and ensures quality customer service
within EOHHS and it’s departments. ~

In conclusion, EOHHS will continue focusing on recruiting the most qualified and
diverse applicants available with emphasis on ultimately achieving its hiring goals in the
minority population.




