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Agency Narrative

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

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



Plan Administration

RETALIATION OR COERCION STATEMENT

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

POLICY ON SEXUAL HARASSMENT

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

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

DEFINITION OF SEXUAL HARASSMENT

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

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

2) Submission to or rejection of the conduct or advances or requests by an individual is used as the basis
for employment decisions affecting the individual; or

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

Under these definitions, direct or implied requests by a supervisor for sexual favors in exchange for actual, promised
or implied job benefits, such as favorable reviews, salary increases, job opportunities and promotions, increased
benefits, or continued employment constitutes sexual harassment.
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The legal definition of sexual harassment is broad and in addition to the above examples, other sexually oriented
conduct, whether it is intended or not, that is unwelcome and has the effect of creating a work place environment that
is hostile, offensive, intimidating, or humiliating to male or female workers may also constitute sexual harassment.

While it is not possible to list all those additional circumstances that may constitute sexual harassment, the following
are some examples of conduct, which if unwelcome, may constitute sexual harassment depending upon the totality of
the circumstances, including the frequency and/or severity of the conduct and its pervasiveness:

* unwelcome sexual advances, whether they involve physical touching or not;

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

displaying sexually suggestive objects, pictures, cartoons;

unwelcome leering, whistling, brushing against the body, sexual gestures, suggestive or insulting comments;
inquiries into one's sexual experiences; and

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

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

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

SUPERVISOR'S RESPONSIBILITIES

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

COMPLAINTS OF SEXUAL HARASSMENT

If any State employee believes that he or she has been subjected to sexual harassment, the employee has the right
to file a complaint. This may be done in writing or orally.
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Complaints may be filed by contacting your supervisor or the agency Human Resources liaison listed on the
attached Agency Liaison Contact List and posted on the State of Rhode Island Division of Human Resources

website at www.hr.ri.gov.

COMPLAINT PROCESS

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

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

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

ADDITIONAL REMEDY

In addition to filing a complaint with Human Resources, employees also may file complaints with the Associate
Director for the Office of Diversity Equity and Opportunity (ODEO) in the Department of Administration or a
member of staff within the ODEO/State Equal Opportunity Office (www.odeo.ri.gov). ODEO will investigate the
complaint and also maintain confidentiality to the extent practicable (other than notification to the Agency
Director, when appropriate):

If ODEO makes a determination that there is probable cause of discrimination, it will try to conciliate the
complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a formal hearing. If, after a
hearing, the Hearing Officer determines that sexual harassment occurred, the ODEO will present its finding and
recommend corrective action. (Please note that if a Department of Revenue complainant files a charge with either
or both agencies specified in Section 8 below, the ODEO will defer to the Rhode Island Commission for Human
Rights (RICHR) or Equal Employment Opportunity Commission (EEOC) for investigation and/or resolution of
the complaint).

STATE AND FEDERAL REMEDIES

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

The United States Equal Employment Opportunity Commission (EEQC)
WWW.Ee0c.gov

John F. Kennedy Federal Building

475 Government Center, Boston, MA 02203
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Phone: 1-800-669-4000
TTY: 1-800-669-6820

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

180 Westminster Street, 3d Floor
Providence, RI 02903

Phone: 401-222-2661

TTY: 7-1-1

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

DISCIPLINARY ACTION

If it is determined that an employee has engaged in inappropriate conduct, the state agency will take action as is

appropriate under the circumstances. Such action may range from counseling and training to disciplinary actions,
including termination from employment.

LEGAL REFERENCES

This policy is administered in accordance with the following:

Federal Law: Title VII of the Civil Rights Act of 1964, as amended.
Department of Administration - Enterprise Policy

Rhode Island General Laws: Title 28, Chapters 5, 5.1, 6 and 51.

&/)}M } JW , Director Date: /// 1[19

Mark A. Furcolo, Department of Revenue
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DEPARTMENT OF REVENUE STATEMENT OF POLICY ON EQUAL
OPPORTUNITY AND AFFIRMATIVE ACTION

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

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

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

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

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

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

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

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

The Americans with Disabilities Act/504 Coordinator is responsible for ensuring that the program is coordinated
within the Department of Revenue.

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

APPOINTMENT OF EQUAL OPPORTUNITY ADVISORY COMMITTEE

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

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

* Twice annual review and discussion of the applicant flow of all job categories;
Production of reports for the Director on the status of various protected classes within the Department and
when problems associated with the Plan are first noticed;

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

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

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

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

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

One (1) representative of the Lottery; and

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

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

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

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

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

* Jade Borgeson, Chief of Staff, Director's Office - Diversity Liaison
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* Michael Canole, Assistant Tax Administrator, Taxation

* Jane Cole, Chief Financial Officer, Director’s Office

Michael Vieira, Casino Inspector & Standards Compliance Manager, Lottery
Clare Sedlock, Deputy Administrator, Motor Vehicles

RESPONSIBILITIES OF DEPARTMENT REPRESENTATIVES TO PROMOTE
EQUAL OPPORTUNITY

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

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

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

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

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

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

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

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

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

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

e Posted on the Department of Revenue web site;
* Distributed by email to all Division Heads within the Department and to all members of the EOAC; and
® A hard copy maintained within the Director’s Office and made available for inspection upon request.

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

POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department of Revenue fully endorses and cooperates with the State Equal Opportunity Office’s grievance
procedure which provides for prompt and fair resolution of complaints alleging discrimination in any area of
employment on the basis of race, color, sex, religion, age, national origin, sexual orientation, gender identity or
expression or disability. A copy of the Complaint Procedure is located on page 70 of the Appendix to the
Department of Revenue’s 2018-2019 Affirmative Action Plan and shall be posted in conspicuous areas
throughout the Department along with this statement. You may contact the State Equal Opportunity Office for
further information at (401) 222-3090.

%‘A i!' \4&)\.&(/ , Director Date: ////(///4

Mark A. I*J{Jrc‘ol'o, Department of Revenue

POLICY ON SERVICE DELIVERY

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

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

&),h A E 4(,\)\11{;/ , Director Date: /l // ‘/// ’

Mark A’ i:({lrc\ol’o, Department of Revenue

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

%/\ l!’ 46\)\(,.:(1/ , Director Date: ”l//lf//q

Mark A. Furcolo, Department of Revenue

POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES AND VETERANS

The Department of Revenue is fully committed to meeting the specialized affirmative action requirements to
employ and advance individuals with disabilities and veterans in accordance with the Americans with Disabilities
Act of 1990, RI General Laws Title 28, Chapter 5.1, Executive Order 92-2 and the Vietnam Era Veterans
Readjustment Assistance Act of 1974.

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

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

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

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

Thomas Mannock of the Division of Human Resources is designated as the 504 Coordinator for the Department
of Revenue. This entails coordination of all divisions in the implementation of all Federal rules and regulations
affecting the Department in terms of compliance with the mandates of Section 504 of Title V of the Rehabilitation
Act of 1973.

‘%/‘/\ A 4 Whed” , Director Date: _{] / / ‘// /4

Mark A. Furcolo, Department of Revenue
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AMERICANS WITH DISABILITIES/504 COMPLAINT PROCEDURE

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

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

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

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

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

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

The ADA/504 Coordinator will maintain the files and records relating to the complaints filed in accordance with
the Division of Human Resources’ records retention policy.

COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELIGION OR NATIONAL ORIGIN

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

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

%/\ /£ 4 Wedr , Director Date : /// / ‘// / 9

Mark A. Furcolo, Department of Revenue

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

1.

2.

10.

11.

12.

Candidates from both sexes will be recruited for all jobs.

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

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

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

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

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

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

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

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

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

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

%f\ /j’ 4(«’\&:4” , Director Date: ////‘}//9

Mark A. Furcolo, Department of Revenue
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Program Statistics

EQUAL EMPLOYMENT OPPORTUNITY/CIVIL RIGHTS COMPLAINT PROFILE

CIVIL RIGHTS COMPLAINT PROFILE

AGENCY: DOR DATE: 7/1/18-6/30/19
COMPLAINT FILING STATUS DISPOSITION
Investigation
N Notice Complaint Complaint " Complaint |Investigation | Determined Formal
" Date Type o Providedto| Filed with Filed with Filed Filed " Under s’“}“ Complainant Resolved/ | Determined Violation/ |Charge Filed
File No. (Internal or |(Race, Sex, N N - Pending N Resolved During Withdrew
Filed External’) etc) Supervisor Human Administrative | Grievance | Lawsuit Investigation Investigation | Complaint Settled After | No Probable | Resolved With
b or Manager | Resources Agency 9 P Investigation Cause Through RICHREEEOC
Conciliation

*Aninternal complaint refers to a complaint filed by a state employee, and an external complaint refers to a complaint filed by an external applicant or other non-state employee
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TRAINING PARTICIPATION SUMMARY
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AGENCY: DOR

DISCIPLINARY ACTION

DISCIPLINARY ACTION

DATE:

7/1/17-6/30/18

DISCIPLINARY
ACTION TAKEN

1
Black or
African

American
(NHL*)

2

Hispanic or
Latino

3
Amer
India

Alaska Native
(NHL*)

ican
nor

4
Asian
(NHL*)

5

White
(NHL*)

6
Native
Hawaiian or
Other Pacific
Islander
(NHL*)

Two or More
Races
(NHL*)

7

Disabled

Veterans

Male [Female

Female

Male

Female

Female

Male

Female

Male |Female

Male

Female

Male

Female

Male |Female

Suspension
(Indefinitely)

Suspension
(Specified Time)

Loss of Pay

Written
Reprimand

Duty On Off
Days

Oral
Reprimand

Termination

Other (Explain)

TOTAL

* Not Hispanic or Latino

The disproportionate treatment of any class should be a warning to an administrator that counseling of supervisorsis necessary.

Oral reprimands, including those noted in supervisors' reviews or written reprimands, should be included in the graph.

OTHER: Counseling
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APPLICATION DATA

AGENCY: DOR DATE: 7/1/18-6/30/19
Applicants
LU;::"M"O" Title | Position Number EE‘(: g‘::’r: Union l'J\'r:zn List [No List{White Male | Minority | Female | Disabled | Veterans | Hire |Promotion Tx;:if:r Terminations GFr,:ge
orrceRn 02586-10000-00002] A X X 98 67 150 6 7 * 00024 A
oFFncaRTRATWE 02586-10000-00003] A X X . 68 155 ! ™ ™ 00024 A
OFFICER 02586-10000-00004] A X X 5F 00024 A
OFFICERTRATNE 02586-10000-00003| A X X 37 7 162 5 6 2 00024 A
CONTROLER ¢ 02595-90100-00140] A X X 6 3 6 0 0 S5F 00837 A
AFFAIRS 02530-10200-00023| A X X 14 5 8 0 0 M 00038 A
CHIEF REVENUE AGENT| 02550-10000-00048] A X X 9 4 7 0 0 5F 0038 A
CHIEF REVENUE AGENT| 02552-10000-00279] A X X S " 17 0 0 M 0038 A
CHIEF REVENUE AGENT| 02552-10000-00280] A X X 5F 0038 A
DEVELOPVENT 02556-10000-02040] A X X 20 8 1 ! 2 M 0034 A
DEVELOPMENT 02556-10000-02041] A X X 13 6 14 0 2 * 0034A
DATAANALYST Il 02520-10000-00015| A X X 14 15 19 0 ! 2 00042 A
Er:)e[::l;g:upnm =T 02530-10305-00003] A X 30 19 42 ! 7 5F 00030 A
ASSISTANT 02595-90100-00142] B X X 56 196 380 8 13 5F 00325 A
(DOR) 2 POS 02550-10000-00031] B X X s 28 27 0 4 M 00028 A
02550-10000-00036| B X X M 00028 A
(DOR) 2 POS i 02550-10000-00044| B X X 2 25 27 1 4 5M 00028 A
02550-10000-00045] B X X 5F 00028 A
(DOR) i 02553-10000-00208| B X X 25 2 18 0 4 5M 00028 A
SUPERVISOR 02595-90102-00014] B X X 66 28 34 ! 8 M 008290A
SUPERVISOR (2 Po(;')E 02595-90102-00015] B X X “ 18 19 0 5 5F 00829JA
02595-90101-00003| B X X 5F 00829.A
supcRvisoR 02595-90101-00003| B X X % 16 27 0 0 5F 00829JA
ANALYST e 02595-90102-00016] B X X 47 18 32 3 4 5F 00832JA
OPERATIONS INVES (3 | 02595-90102-00021] B X X 9 3 32 2 17 5F 00826JA
02595-90102-00022| B X X M 00826JA
02595-90102-00023| B X X 5M 00826JA
OPERATIONS INVES (3 | 02595-90101-00028] B X X 18 “ 39 4 19 M 00826JA
02595-90101-00030] B X X SF 00826JA
[CASINO SECURTTY
INSPECTOR (3 POS) 02595-90102-00011] B X X 90 3 23 4 2 5M 00827JA
02595-90102-00012] B X X M 00827JA
02595-90102-00013| B X X M 008270A
COMPLIANCE 02595-90101-00002] B X X 24 7 15 ! 5 M 00834JA
COMPLIANCE 02595-90102-00018| B X X 29 8 13 1 6 5M 00834JA
NG MGR 02595-90101-00020] B X X 19 " 27 0 0 5F 008330A
ACCTING MGR 02595-90102-00019| B X X 5 6 13 0 0 5F 00833JA
VEHICLE SJI?:ORT s | 02556-10400-00029] B X X 36 27 43 0 3 ¥ 00034 A
SERVICES " 02515-10000-00018] B X X 7 0 5 0 0 M 00239 A
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SERVICES o 02586-10000-00001 B X 6 2 g 0 0 5F 00239 A
OFF.(TAXAT}I\SN) 02550-10000-00038] B X 3 4 Y 0 0 o 00038 A
|NVEST|GATTI0AFL\ 02595-90101-00033| B % a 42 i 19 0 6 . 00831 A
DATAANALYST | 02550-10000-00041| B X 37 47 i 2 5 5M 00034 A
OFFICER 02530-10300-00006| B % & i 27 4“4 2 2 . 0026 A
OFFICER ' 02556-10000-02026] B X X 1 L i 12 4 5F 0026 A
LEGAL COUNSEL 02515-10000-00015| B % 13 2 7 0 o e 00232 A
(TAXATION) 02550-10000-00047] B X 9 3 5 0 0 5F 0033 A
POLIGY ANALYST 02520-10000-00017] B 2 & 10 . o y 1 o 00038 A
PRIN REVENUE AGENT | 02554-10000-00137 B 23 X 18 9 9 0 0 5F 00031 A
PRIN REVENUE AGENT | 02551-10000-00291] B X X o 7 e 1 1 5F 00031 A
SERVICES OFFICER | 02510-10000-00017| B X bt 2 37 3 3 5F 00031 A
SERVICES OFFICER | 02556-10000-02027| B X 22 2% 42 L 4 M 00031 A
SERVICES OFFIC ER | 02556-10700-00096| B X 22 15 49 U 3 5F 00031 A
REVENUE AGENT | 02553-10000-00205| B X X g 18 16 0 1 2F 00024 A
REVENUE AGENT | 02551-10000-00275| B & & 12 W 19 9 : i 00024 A
B X X M 00024 A
REVENUE AGENT | 02552-10000-00272| B % & 16 26 Gl 1 : M 00024 A
REVENUE AGENT | 02553-10000-00195| B X X 9 12 13 o 1 5M 00024 A
REVENUE AGENT | 02553-10000-00207| B X X 8 18 19 0 1 F 00024 A
REVENUE AGENT | 02553-10000-00210 B X X 2 2 33 0 2 e 00024 A
REVENUE AGENT | 02553-10000-00211] B X X . 15 19 1 2 5F 00024 A
REVENUE OFFICER| | 02552-10000-00179] B % & 10 5 8 0 1 G 00022 A
REVENUE OFFICER| | 02552-10000-00214] B X X : 13 16 0 0 M 00022 A
POS) ° 02552-10000-00265| B & & 7 30 33 2 o 5F 00022 A
02552-10000-00264| B X X Gl 00022 A

02552-10000-00264] B X X il
02552-10000-00266| B 2 X S 00022 A
02552-10000-00268] B s X 5M 00022 A
02552-10000-00269| B X X 5M 00022 A
02552-10000-00270| B &S &S G 00022 A
02552-10000-00271| B X X 5F 00022 A
REVENUE OFFICER| | 02552-10000-00144| B % % L = &y e L &3 00022 A
POS) ° 02552-10000-00211| B s X 12 . 15 0 g Gl 00022 A
02552-10000-00217] B = a . 00022 A
REVENUE OFFICER| | 02552-10000-00212] B 28 X " 16 > Y e 5F 00022 A
REVENUE OFFICER| | 02552-10000-00216] B a % & 15 s U . & 00022 A
REVENUE OFFICER| | 02552-10000-00225| B & % 18 e = o 0 2 00022 A
REVENUE OFFICER| | 02552-10000-00229] B X X i 28 20 : L G 00022 A
REVENUE OFFICER | | 02552-10000-00237| B % % g i s i U 7 00022 A
POS) SRR 02552-10000-00248| B : & 3 J 12 y : 5F 00022 A
02552-10000-00277] B % X g 00022 A
REVENUE OFFICER | | 02552-10000-00253| B x % 8 ) 22 y : . 00022 A
ANALYST (DOR) 02550-10000-00042] B 5 X i i & 0 e o 00031 A
02550-10000-00043| B % a . 00031 A
02586-10000-00006| B 3 i U 3 o Y 5M 00034 A
02520-10000-00016| B & 2 9 : 5 0 0 G 00034 A
SR REVENUE AGENT | 02553-10000-00145| B & % L i e . Y 87 00028 A
MUNPLAPA. 02530-10304-00002] B a 2 2 = cy L : o 00032 A
STAFF ATTORNEYVI | 02595-90100-00141| B X L 3 il U v 5F 00840 A
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TAXEXAMINER (DOA) | 02559-50000-00013] B s & &1 S ) L . — 0021 A
02559-50000-00077] B & X il 0021 A
SPECIALIST 02554-10000-00129| B % % & &l S L : 13 0023 A
REPRESENTATI 02595-60101-00006] G s W ) l S . e i 008250A
REPRESENTATI 02595-90101-00008]  C : % 66 & S k . o 008250A
[CASING COMPLTANCE " " =
REPRESENTATI 02595-90101-00014|  C 00825JA
REPRESENTATIVE (10 | 02595-90102-00001| G X X 99 40 49 3 L/ M 008250A
02595-90102-00002)  C 5 2 o 00825JA
02595-90102-:00003]  C W % o 00825JA
02595-90102-00004|  C % & - 00825JA
02595-90102-00005|  C % . o 00825JA
02595-90102-:00006| ¢ : W 5F 008250A
02595-90102-00007]  C % % . 00825JA
02595-90102-:00008|  C & a 5F 00825.JA
02595-90102-00009]  C : % St 00825JA
02595-90102:00010]  C W a 5F i 00825JA
REPRESENTATI 02595-90102-:00010| ¢ % . ) 30 S & e . 00825JA
02595-90102:00017]  C % % 62 g = y . 5M 00832JA
02595-90102:00020]  C X 2 g ) Y y . 00829 A
SPECIALIST 02595-90100-00143]  C & 12 1 5 0 g — 00133 A
CONTRgL INSPTR 02556-10800-00005|  C . & & U & . U o 0021 A
IMPLEFMENTATION AIDE | 02553-10000-00208]  E X 38 = 159 : L i 00028 A
|IMPLEMENTATION AIDE | 02553-10000-00178|  E . a Y o L ) J 5 00022 A
IMPLEMENTATION AIDE | 02556-10000-02028|  E & X a7 o 120 E e o 00022 A
CUSTOMER SERV 02556-10000-02022]  E = a o & thi 2 10 5F 00027 A
TAX INVESTIGATOR 02550-10000-00022]  E 5 X 39 e 2% g g o 00023 A
REPRESENTATIV 02556-10000-02039|  F a X 39 e s 3 & 5M 00018 A
CLERK (2 POS) 02551-10000-00287]  F X X y 166 349 it 1 5 00007 A
02551-10000-00290]  F 2 a i 00007 A
CLERK (2 POS) 02551-10000-00292|  F X X “ 162 363 6 12 5M 00007 A
02551-10000-00293|  F 2 > 5F 00007 A
REPRES. | (DMV) 02556-10000-01991|  F = X SF 00015 A
REPRES. | (DMV) 02556-10000-02000|  F X X M 00015 A
REPRES. | (DMV) 02556-10000-02001|  F X X M 00015 A
REPRES. | (DMV) 02556-10000-02003]  F % X - 00015 A
REPRES. | (DMV) 02556-10000-02004]  F X X 1F 00015 A
REPRES. | (DMV) 02556-10000-02007]  F 5 X 5F 00015 A
REPRES. | (DMV) 02556-10000-01919]  F % X &q i 00015 A
FlEsRES, | OMY) 02556-10000-02002]  F 2 X 1F 00015 A
Ol
REPRES. | (DMV) 02556-10000-02005|  F % % 3 00015 A
REPRES. | (DMV) 02556-10000-02006]  F X X SF 00015 A
REPRES. | (DMV) 02556-10000-02008]  F x X Uz 00015 A
REPRES. | (DMV) 02556-10000-02009]  F X X ™ 00015 A
REPRES. | (DMV) 02556-10000-02010]  F X X SF 00015 A
REPRES. | (DMV) 02556-10000-02011]  F X X 5F SF 00015 A
REPRES. | (DMV) 02556-10000-02012|  F X X 4F 00015 A
REPRES. | (DMV) 02556-10000-02013]  F X X SF 00015 A
REPRES. | (DMV) 02556-10000-02014]  F & X - 00015 A
REPRES. | (DMV) 02556-10000-02015]  F X X 7F 00015 A
REPRES. | (DMV) 02556-10000-02016|  F X X 1F 00015 A
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[CUSTOMER SVS

REPRES. | (DMV) 02556-10000-02017|  F & X i 00015 A
[CUSTOMER SVS
REPRES. | (DMV) 02556-10000-02018]  F X X & 7 00015 A
[CUSTOMER SVS
REPRES. | (DMV) 02556-10000-02019|  F & s o 00015 A
[CUSTOMER SV&~
REPRES. | (DMV) 02556-10000-02020|  F X X s 00015 A
[CUSTOMER SVS
REPRES. | (DMV) 02556-10000-02021]  F 23 = &5 00015 A
LICENSING ADE 02556-10700-00094|  F x X 42 e 205 5 0 5F 00015 A
Lalieiaeli X X 31 ) 78 5 6 5M

SERV (M) 2 POS 02556-10000-02023|  F 00025 A

02556-10000-02024]  F & : 3 00025 A
SRTELLER 02556-10700-00095|  F & % e 48 S U : 2 00018 A
TAX AIDE | 02553-10000-00206]  F % & L) o 93 5 . i 00016 A
TAX AIDE | 02551-10000-00164]  F X & . 65 Gy : o e 00016 A
TAX AIDE | 02551-10000-00284|  F & % & = 130 Y E 27 00016 A
TAX AIDE | 2 POS) 02552-10000-00273]  F X X 24 72 130 6 8 5M 00016 A

02552-10000-00274|  F & : &7 00016 A
TAX AIDE | 02554-10000-00124|  F X > 13 51 ® = y o 00016 A
TAX AIDE Il 02553-10000-00157|  F & X 0 B Y 0 0 5F 00018 A
TELLER 02556-10500-00072|  F a x S 178 G = g s 00015 A
JUNTOR MAINTENANTE
PERSON 02595-90100-00078]  H % X 54 20 5 1 4 M 00801JA

Totals 0 0 0 0 2636 2981 5117 155 367

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

6 - Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino)
7 - Two or More Races (Not Hispanic or Latino) Veteran Code
V- Veteran
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APPLICANT FLOW DATA

AGENCY: DOR DATE: 7/1/18-6/30/19
MALE - FEMALE -
EES o O .y~ zZ o O ¢y
5S |2z |g2| = [232] £ [FE.|z2 |5, |2g| E |25 & 52532 2 | &
"E|S3 |55 2 (BsE| v |5e8|Se |83 |f5| 2 [2sE| v |Bsl|Ga|l 2 | &
<1852 2 |g3 | £ (#5322 |58 |2 3 |82 2 |¢£2|29 ¢
<y < g ECa|Fe |35 < lg= -l
@< 2 b @ z z
APPLICANTS
OFFICIALS/ADMINISTRATORS| 1158 25 27 13 1 281 0 8 53 118 12 4 195 0 22 16 26
PROFESSIONALS 4123 170 166 79 14 1332 0 42 190 343 74 14 407 0 64 57 198
TECHNICIANS 767 35 41 18 4 407 0 1 19 40 1 3 5 0 7 ih! 74
FACULTY 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PROTECTIVE SERVICES 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PARA-PROFESSIONALS 1012 29 37 14 3 195 0 7 44 95 1 3 206 0 26 1 26
ADMINISTRATIVE SUPPORT 3595 87 96 31 6 367 0 15 245 508 48 33 479 0 86 54 61
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 79 9 3 1 2 54 0 3 1 0 0 0 0 0 1 1 4
TOTAL 10734 | 355 370 156 30 2636 0 86 5562 | 1104 | 156 57 1292 0 206 150 389
HIRES
OFFICIALS/ADMINISTRATORS 4 1 0 0 0 0 0 0 0 2 0 0 1 0 0
PROFESSIONALS 34 1 2 1 0 14 0 0 2 4 0 0 10 0 0
TECHNICIANS 16 1 0 0 0 1 0 0 0 0 0 0 4 0 0
FACULTY 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PROTECTIVE SERVICES 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PARA-PROFESSIONALS 1 0 0 0 0 1 0 0 0 0 0 0 0 0 0
ADMINISTRATIVE SUPPORT 29 1 1 1 0 3 0 0 6 2 2 1 9 0 3
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 1 0 1 0 0 0 0 0 0 0 0 0 0 0 0
TOTAL 85 4 4 2 0 29 0 0 8 8 2 1 24 0 3 0 0
PROMOTIONS
OFFICIALS/ADMINISTRATORS| 9 0 0 0 0 3 0 0 0 2 0 0 4 0 0
PROFESSIONALS 43 0 1 0 0 18 0 0 1 4 1 0 18 0 0
TECHNICIANS 2 0 0 0 0 2 0 0 0 0 0 0 0 0 0
FACULTY 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PROTECTIVE SERVICES 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PARA-PROFESSIONALS 4 0 1 0 0 0 0 0 1 0 0 0 2 0 0
ADMINISTRATIVE SUPPORT 1 0 0 1 0 3 0 0 0 1 0 0 6 0 0
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
TOTAL 69 0 2 1 0 26 0 0 2 7 1 0 30 0 0 0 0
TERMINATIONS
OFFICIALS/ADMINISTRATORS, 1 1 0 0 0 0 0 0 0 0 0 0 0 0 0
PROFESSIONALS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
TECHNICIANS 1 0 0 0 0 0 0 0 0 0 0 0 1 0 0
FACULTY 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PROTECTIVE SERVICES 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PARA-PROFESSIONALS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
ADMINISTRATIVE SUPPORT 3 0 0 0 0 0 0 0 0 1 0 0 1 0 1
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
TOTAL 5 1 0 (o} 0 0 0 0 0 1 0 0 2 0 1 0 0

* Not Hispanic or Latino

** Include disabled in appropriate job categories.
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APPLICANT REFUSAL OF POSITIONS OFFERED
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AFFIRMATIVE ACTION STATISTICAL SUMMARY

CURRENT WORKFORCE
BLACK OR AMERICAN NATIVE
EEO-4 TOTAL WHITE ETERA AFRICAN HISPANIC OR ASIAN INDAN/ HAWAIAN/ TWO OR MORE
Job categories EMPLOYEES MALE MNORITY FEALE DISABLED v NS AMERICAN LATINO (NHL*) ALASKAN OTHER PACIFIC | RACES (NHL®)
(NHL*) NATIVE (NHL*) |ISLANDER (NHL*)
Officials/
Managers 57 30 5 27 0 0 0 4 1 0 0 0
Administrators
Professionals | 260 101 56 136 2 4 12 32 10 2 0 0
Faculty 0 0 0 0 0 0 0 0 0 0 0 0
Technicians 44 33 5 7 0 1 4 0 0 1 0 0
Protective 0 0 0 0 0 0 0 0 0 0 0 0
Senices
Para- ag 19 5 16 0 2 1 4 0 0 0 0
Professionals
Administrative
Stppon 159 23 43 129 3 1 21 12 6 2 0 0
Skilled Craft 3 3 0 0 0 0 0 0 0 0 0 0
Senice 2 1 1 0 0 0 0 | 0 0 0 0
Maintenance
Total 563 210 115 315 5 8 38 53 17 5 0 0
Employees
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LAST YEAR'S WORKFORCE
BLACK OR AMERICAN NATIVE
TOTAL WHITE AFRICAN HISPANIC OR ASIAN INDIAN/ HAWAIAN/ TWO OR MORE
BVPLOYEES MALE MINORITY FEMALE DISABLED VETERANS AMERICAN LATINO (NHL*) ALASKAN OTHER PACIFIC | RACES (NHL*)
(NHL*) NATIVE (NHL*) [ISLANDER (NHL*)
45 22 4 20 1 0 1 2 1 0 0 0
206 75 47 104 2 4 8 28 9 2 0 0
0 0 0 0 0 0 0 0 0 0 0 0
20 15 0 4 0 1 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
26 7 31 17 0 2 0 3 0 0 0 0
167 22 38 128 3 1 17 14 3 4 0 0
0 3 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
464 144 120 273 6 8 26 47 13 6 0 0
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DIFFERENCE +/-
BLACK OR AMERICAN NATVE
TOTAL WHITE AFRICAN | HISPANICOR | INDIANOR ASIAN HAWAIAN OR | TWO OR MORE
EMPLOYEES MALE MINORITY FEVALE DSABLED [ VETERANS |\ VemcAN LATINO ALASKA (NHL*) OTHER PACIFIC | RACES (NHL)
(NHL*) NATIVE (NHL*) ISLANDER (NHL*)
12 8 1 7 -1 0 -1 2 0 0 0 0
54 26 9 32 0 0 4 4 0 1 0 0
0 0 0 0 0 0 0 0 0 0 0 0
24 18 5 3 0 0 4 0 1 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0
12 12 -26 -1 0 0 1 1 0 0 0 0
-8 1 5 1 0 0 4 -2 -2 3 0 0
3 0 0 0 0 0 0 0 0 0 0 0
2 1 1 0 0 0 0 1 0 0 0 0
99 66 -5 42 -1 0 12 6 -1 4 0 0
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JOB GROUP ANALYSIS SUMMARY

Male
1 2 3 4 5 6 7
Total Total Black Hispanic AVAN Asian White NH/OP Twoor
EEO Job Categories - % (NHL) % |orLatino| o (NHL) % (NHL) % (NHL) % (NHL) % More %
Employees | Minorities Races
(NHL)
Officals/Managers, Administrators 57 5 9% 0 0% 0 0% o 0% 0 0% 30 53% 0 0% o] 0%
Professionals 260 56 22% 7 3% 9 3% 7 3% 7 3% 101 39% 0 0% o 0%
Faculty 0 [} 0% 0o 0% 0 0% 0 0% [} 0% 0 0% 0 0% o] 0%
Technicians 44 5 1% 3 7% 0 0% 1 2% [} 0% 33 75% 0 0% o] 0%
Protective Services 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% o] 0%
Para-Professionals 38 5 13% 0 0% 3 8% 0 0% 0 0% 19 50% 0 0% o] 0%
Administrative Support 159 43 27% 3 2% 2 1% 0 0% 2 1% 23 14% (] 0% [o] 0%
Skilled Craft 3 0 0% 0 0% 0 0% 0 0% 0 0% 3 100% 0 0% o] 0%
Service Maintenance 2 1 50% 0 0% 1 50% 0 0% 0 0% 1 50% 0 0% o 0%
GRAND TOTAL 563 115 20% 13 2% 15 3% 8 1% 9 2% 210 37% 0 0% 0 0%
Female
1 2 3 4 5 6 7
Total Total Black Hispanic AVAN Asian White NHOP Twoor
EEO Job Categories " % (NHL) % |orLatino| o (NHL) % (NHL) % (NHL) % (NHL) % More %
Enployees || Minorities Fra
(NHL)
Officals/Managers, Administrators 57 5 9% 0 0% 4 7% 0 0% 1 2% 22 39% 0 0% 0 0%
Professionals 260 56 22% 5 2% 23 9% 2 1% 3 1% 103 40% 0 0% (o} 0%
Faculty ] 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% [} 0%
Technicians 44 5 1% 1 2% 0 0% 0 0% 0 0% 6 14% 0 0% 0 0%
Protective Services [} 0 0% 0o 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0o 0%
Para-Professionals 38 5 13% 1 3% 1 3% 0 0% 0 0% 14 37% 0 0% 0 0%
Administrative Support 159 43 27% 18 1% 10 6% 2 1% 4 3% 93 58% [} 0% 2 1%
Skilled Craft 3 0 0% [} 0% 0 0% 0 0% 0 0% 0 0% [} 0% 0 0%
Service Maintenance 2 1 50% 4] 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%
GRAND TOTAL 563 115 20% 25 4% 38 7% 4 1% 8 1% 238 42% 0o 0% 2 0%
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JOB GROUP ANALYSIS:
OFFICIALS/MANA GERS/ADMINISTRATORS

Male Female
7 7
1 2 3 4 5 6 Two or 1 2 3 4 5 6 Two or
0B TITLE L I B %  [ommid Black |Hispanic| AVAN | Asian | White | NHIOPI| More FE?K}}E Black (Hispanic| AVAN | Asian | White | NHIOPI| More
(NHL) [orLatino| (NHL) | (NHL) | (NHL) | (NHL) | Races (NHL) [orLatino] (NHL) | (NHL) | (NHL) | (NHL) | Races
(NHL) (NHL)
[ADMINISTRATIVE OFFICER 00124 A 4 2 50% 0 4 = z
%ﬁﬂ VEH FLT REG S 1 0 0% 0 1 1
ReuaTons o ooon | ! o fow | o ! °
PRODUCT PROJECT DIRECTOR 00130 A ! 0 0% ° ! !
gzl()[.}g}ﬁ CAR&SCH BUS SAF o3 A 1 0 0% 1 1 0
CHIEF, PROGRAM DEVELOPMENT| 00134 A 3 1 33% ! ! 2 1 !
[CHF M.V. SAF & EMISS CONT DIV 00135 A ! 0 0% ! ! °
JADMIN FINANCIAL MANAGEMENT 00137 A 1 0 0% ! ! °
ICHIEF REVENUE AGENT 00138 A " 0 0% 5 5 5 g
[DATA ANALYST i 00138 A 1 0 0% ! ! °
:::; MTR VECH ADMTR CUST a 1 0 0% 1 1 0
gﬁanETQ'R VEH ADM FOR 00140 A 1 0 0% 0 1 1
gg:‘z&'r;xpnocsssme oo 3 0 0% 3 3 0
nsacene o0 | e | o o] o ! L
AA‘S(;SM‘;'E)IR FINANCIAL & CNTR coret'a 1 0 0% 0 1 1
[CHF OF EXAM. (TAXATION) 00142 A ! 0 0% ! ! °
[DATA ANALYST Il 00142 A ! ! 100% 0 ! !
gc:ETRATEGIO PLAN,MONT, & obisA 3 0 0% 1 1 2 2
ASA?:% DIR REVENUE SERV o144 A 1 0 0% 1 1 0
pouineTm cousa | ! o o oo ! .
C?':INISTRATOH DIV OF MOTOR o150 A 1 0 0% 1 1 0
iﬁfnutsmgm“ 00152 A ! ! 100% 0 ! !
ASST SUPVR COMPTR OPS 00327 A ! 0 0% ° ! :
LOTTERY DIRECTOR 00816JF 1 0 0% ! ! °
ADMINISTRATIVE OFFICER 00822 A ! 0 0% ° ! !
sg;:;st LOCAL GOVERNMENT SoasaA y 0 0% 1 1 0
l“.ﬂ%T;l"EHV SALES & MARKETING 0083408 1 0 0% 1 1 0
™ g | | o [ | o ! ‘
‘r-)‘l:n rréGMT INFORMATION SYS I 1 0 0% s 1 0
&NANANgé :DMINISTHATION Y 1 0 0% 1 1 0
lﬁmmmmm 5 PR R : .
IDEPUTY DIRECTOR (LOTTERY) 0084204 ! 0 0% 0 ! ;
[CHIEF OF REVENUE ANALYSIS | 00845 A ! 0 0% ! ! °
gEVEECJUos o 30956KF 1 0 0% ! ! °
::‘EVI)ABER OF MEDICAL ADV BD T 3 0 0% 3 3 0
SUBTOTAL 57 5 9% 30 0 0 0 0 30 0 0 27 0 4 0 1 22 0 0

30 | Page



JOB GROUP ANALYSIS:
PROFESSIONALS

Male Female
1 2 3 2 5 6 7 1 2 3 3 5 6 7
JOB TITLE GRADE a:;:;xs wYS;?nLes 9%  frovaumaLe (‘::‘; "“ﬁm'z or ?&'; “;:"’ m')’ m‘)" Tw ;:c':"e F‘;L‘tz (B;‘c: “SLI:::‘: or m"; (A'::v; mc; mﬁ)ﬂ Tw e ;hve
(NHL) (NHL)

ProGRAMMNG SERVICES on . . - . 3 ) ;
LEGAL COUNSEL 00132 1 0 0% 1 . .

LEGAL OFFICER (TAXATION) 00133 A k g 0% 0 1 1
gxfgnﬁ?m i 00134 A : L 50% 0 2 1 1
DATA ANALYST | 00134 A i 0 0% 1 . o

|SENIOR LEGAL COUNSEL 00134 A i Y 0% i 1 Y

GHF OF MOTOR VECH OPER oren . . o ] ; 5

ICHIEF LEGAL OFF. (TAXATION) 00138 A e Y o : 2 0

im sts;?nomc & POLICY e 2 0 0% 0 2 2
ICHEF OF LEGAL SERVICES 00139 A . o 0% 1 1 1 1
CUSTOMER SERVICE SPECIALIST woren 3 5 0% 0 3 3
e P I N = ; :

ACCOUNTANT 00320 A 1 4 0% 0 : ;
TAXEXAMINER (DOA) 00321 A 8 3 38% 4 1 3 7 2 "
REVENUE OFFICER | 00322 A 26 " 42% " 1 2 1 7 15 2 5 8
[TAXPAYER SERV SPECIALIST 00323 A 24 3 13% 1 1 23 1 1 1 20
gpoggz :EH(CLES APPEALS e 11 1 9% 4 4 7 1 6
REVENUE AGENT | 00324 A 12 6 50% 5 1 4 7 1 4 2
IREVENUE OFFICER I 00324 A U 2 1% 3 1 2 4 1 1 1 1

|SR REVENUE OFFICER 00324 A 6 2 33% 1 1 5 2 .
e Y N I 1 I 1 ,

IREVENUE AGENT i 00326 A = Y 39% 12 2 2 1 7 6 1 1 4
eSO wszen |2 o | o% | o 3 s
S5 CUNTY DVLPMT TRAW o : - o o ; ;
TRAINING SUPERVISOR 00326 A 1 0 0% 0 1 1
BUSINESS ANALYST (DOR) 00328 A J U 0% 4 4 1 1
SR REVENUE AGENT 00328 A - g 21% | 24 2 1 1 20 15 3 1 11
&rg)on BUSINESS ANALYST o B . — : p ; ;
:;:AID & FIN SPCLST MUNPL 00332 A 6 1 17% 4 1 3 2 2
[PRODUCTION CLERK 00822JA 1 o 0% 1 4 a

|ASSISTANT CONTROLLER 0082408 e U 0% 1 1 1 1
|ADMINISTRATIVE ASSISTANT 008250 U g 0% 0 1 1
CASINO GAMING OPERATIONS ozon . . - 4 F ) )
[PROJECT COORDINATOR 00826JA 1 0 0% 1 1 .
|sEcunmY manaGER 00827 A U 0 0% 1 . .

[casiNo sEcuRTY insPECTOR | 008274 U u 14% 7 1 6 0

NSTANT TIKET DEVELPMNT zn : B o ] ; 5

VIDEO LOTTERY SUPERVISOR | oo827.a i Y 0% 1 1 0

ot e 1 1 100% | 1 1 0

|ACCOUNTING MANAGER 00829,A U L oo L 1 0

Srervison o e | ¢ o | | o2 2 2 2
PRIN REVENUE AGENT 00831 A 18 2 1% 10 1 ° s ] .
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SUPERVISING REVENUE OFFICER| 00831 A & L L0 e e E i -
|CONFIDENTIAL INVESTIGATOR 00831JA E . 0 L 1 Y
PRINCIPAL PROJECTS MANAGER | 008314 & & L & e -
ICASINO FINANGIAL ANALYST 008320A e o 0 o g 2
;?SSF:NO INSP&STD COMPLIANCE R 4 0 0% 1 1 o
aﬁgm TABLE GAMES ACCTING ossan 2 o 0% 0 2 2
gﬁgl\;‘: FINANCIAL ANALYST e 1 o 0% 1 1 0
EEOE N | | 2 | 0 | | 2 : 0
gg:nnénn AGNT LICENCES & s 3 o 0% o 1 4
;ZCF)‘BLEM GAMBLING PROGRAM = 1 o 0% 0 1 1
STAFF ATTORNEY Vil 00840JA i g - . L ;
SUBTOTAL 260 56 22% 124 7 9 0 7 101 0 0 136 5 23 2 3 103 0 0
JOB GROUP ANALYSIS:
TECHNICIANS
Male Female
1 2 3 4 5 3 7 1 2 3 a 5 6 7
Sl R P B R I el Il Il B el Wi ol Bl ] I el Bl I
) )
[AST CHIEF, MOTOR VEH 1 0 0% 1 1 0
SAFAEMMIS 00125 A
%?; v:noemm COORDINATOR s 1 o 0% o 1 4
AUTO & EMIS CNTRL INSP 00317 A ! 0 0% ! y 0
MOTOR VEH OPER EXAM 00319 A ° 0 0% 9 9 0
i‘z :;go & EMISS CONTROL oot n 1 0 0% B 1 o
:Rm p;amoggs VEHICLE OPER wosz1 4 1 100% o 1 4
o MOMT SYSTEM ocaie’ 3 0 0% 1 1 2 2
e b LIANCE 0082504 21 4 19% 18 3 1 14 3 3
|COMPUTER PROGRAMMER 008254 ! 0 0% ! ! °
[CASINO IT SUPPORT SPECIALIST | 00826JA ! 0 0% ! ! °
:\ngmmon TECH SECURITY B 1 0 0% 3 1 o
ICASINO SURVEILLANCE ANALYST| 008324A 2 0 0% 2 2 0
srecatsr o oomon | 1 o fo% | o 1 0
SUBTOTAL 44 5 1% 37 3 ) 1 [ 33 0 0 7 1 0 [} 0 6 ) o
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JOB GROUP ANALYSIS:
PARA-PROFESSIONALS

Male Female
7 2 3 3 5 3 7 7 2 3 3 5 G 7
e | e | o [ [ B el | | | ] e [ [ b [ [ [
(NHL) (NHL)

IMPLEMENTATION AIDE 001224 ) ! 100% § 1 i 0
CHIEF IMPLEMENTATIONAIDE | 00128 A 3 ! 33% 0 3 1 2
INFORMATION AIDE 00315 A 8 ! 7% 0 6 1 S
IMPLEMENTATION AIDE 00322 A ! 0 0% 0 1 !
LICENSE INVESTIGATOR 00322 A 5 0 0% 4 4 ! 1
TAXINVESTIGATOR 00023 A 4 0 0% 4 2 0
peeta ! 008184 ! 0 0% ! 1 °
e aooaeTON e 2 1 50% 2 1 1 0
LICENSING CLERK 0082004 ! 0 0% 0 ! ¥
S eNTAIE P 10 1 10% | 10 1 9 0
[ASST PRODUCTION MGR (LOT) | 0o8240A ! 0 . 0 1 1
SUPVR. MOTOR VEH CUSTOMER e 3 o o o 3 z

SUBTOTAL 38 5 13% | 22 0 3 0 0 19 o 0 16 1 1 0 o 14 o )

JOB GROUP ANALYSIS:
ADMINISTRATIVE SUPPORT
Male Female
1 2 3 7] 5 G 7 1 2 3 3 5 G 7
S Rl £ - e S e e e e e e e A e I I I e
) o1

ok e 4 1 25% 1 1 3 1 2
PRIN CLERK-TYPIST 00312A ! 0 0% 0 ! !
|sRwoRD PROCESSING TYPIST | 003124 ! ° 0% ° ! it
[PRIN CLERK-STENOGRAPHER 00313 A ! 0 0% 0 1 1
lCUSTOMER SVS REPRES. | (OMV)| 00315 A 32 7 53% 9 i e 2 4! 23 s 3 2 1 2
LcENsING AIDE 00315 A 3 ! 33% 0 3 1 2
e Rl 3 1 33% 0 3 1 2
Eery o 17 2 12% 4 4 13 1 1 1
orriogn - S wora | 2 o x| 2 2 0
REPRESENTATY woon | 1° 3 feow | o 1 s | o 6
CUSTOMER SV REPRES DMV | 00318 A 8 4 22% 4 y 3 14 1 2 1
SRTELLER 00318 A 3 1 33% 0 3 1 2
e T 12 1 8% 1 1 1 1 10
:;U:J)OMEH SVS REPRES If e I s 24 B % 2 z 5 z 2
RECEPTIONIST 008170 ! 0 0% 0 1 1
Eﬁcnsum 008184 3 0 0% 0 3 3
R ocoue N 1 1 100% | o 1 1
EXECUTIVE SECRETARY 00822 ! 0 0% 0 ! 1
lsuPev PUBLIC AFF & DRAWINGS | 008220 ! 0 0% 0 1 1
posTuoRwRAcTAGTUCEN | R ] 0% ] ; ] ;
SPYSR GF BAANGH OFF SEFY i . 2 2 s 5 . 5 4

SUBTOTAL 159 43 21% | 30 3 2 0 2 23 0 0 129 18 10 2 4 03 0 2

33 | Page



JOB GROUP ANALYSIS:
SKILLED CRAFT

Male Female
1 2 3 4 5 6 7 1 2 3 4 5 6 7
TOTAL TOTAL Black Hispanic ot AVAN Asian White NHOP  |Twoor More]  TOTAL Black Hispanic or AVAN Asian White NHOR | Twoor More
JOBTITLE S0 | amoves | vwonmes | % fomauvag e | EpReer] AN MO [y Races | FBMALE | e | Laie | e | ey | e (N | Races
(N (N
IAUTOMOTIVE SERVICE
SPECIALIST 00318 A 3 0 0% 3 3 0
SUBTOTAL 3 0 0% 3 ) ] 0 0 3 ] 0 0 0 0 0 0 0 ) 0
.
JOB GROUP ANALYSIS
Male Female
1 2 3 4 5 6 7 1 2 3 4 5 6 7
TOTAL TOTAL Black Hispanic or AVAN Asian White NHOP  |TwoorMore]  TOTAL Black Hispanic or AVAN Asian White NH/OP | Tw o or More
JOB TITLE GRADE arovess | mnoRTEs % |TOTAL MALE] ey Latino N N4 (L) () Races FBMALE (NHL) Latino (NH) (NHL) (NHL) (NHL) Races
(N )
JUNIOR MAINTENANCE PERSON | 00801JA ! ! 100% ! 1 1]
MAINTENANCE PERSON
(LOTTERY) 0082208 ! 0 0% ! 1 0
SUBTOTAL 2 1 50% 2 0 1 0 0 1 0 4] 0 ] o] 0 4] 0 ] 0
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DETERMINING UNDER-REPRESENTATION & GOAL SETTING

CURRENT WORKFORCE
NATIVE
o BLACKOR SN HANMAN O THOOR
4 TOTAL AFRICAN |HISPANIC OR ASIAN WHITE OTHER
Job Categories | EMPLOYEEs | MNORITY | FEMALE | VETERANS | DISABLED | aveoicay | aTiNG fryesyalll IR (NHL) | PaciFic | Races
(NHLY) Pl ISLANDER | (NHL")
(NHL?)
Officials/
Managers 57 5 27 0 0 0 4 1 0 52 0 0
Administrators
Professionals 260 56 136 4 2 12 32 10 2 204 0 0
Faculty 0 0 0 0 0 0 0 0 0 0 0 0
Technicians 44 5 7 1 0 4 0 0 1 39 0 0
Protective
Services 0 0 0 0 0 0 0 0 0 0 0 0
Para-
Professionals 38 5 16 2 0 1 4 0 0 33 0 0
Administrative
Support 159 43 129 1 3 21 12 6 2 116 0 0
Skilled Craft 3 0 0 0 0 0 0 0 0 3 0 0
DU 2 1 0 0 0 0 1 0 0 1 0 0
Maintenance
UNDERREPRESENTATION
NATIVE
BLACK OR mmcgg HAWAIIAN OR|  TWO OR
AFRICAN  |HISPANIC OR ASIAN WHITE OTHER MORE
MINORITY | FEMALE | VETERANS | DISABLED | \veeican | LaTINO %LAﬁVK: (NHL*) (NHL") PACIFIC RACES
(NHL*) (R ISLANDER |  (NHL")
(NHL*)
1 2 5 4 5 5 0 2 -11 1 2
16 2 17 16 9 8 -7 8 -16 5 7
0 0 (o] 0 0 0 0 0 0 0 0
7 16 3 3 0 7 o] 1 -7 1 1
0 0 0 0 0 0 0 0 0 0 0
5 4 1 3 2 2 0 1 -5 1 1
1 -47 12 8 -8 13 -4 4 -1 3 4
1 2 0 0 0 0 0 0 -1 0 0
0 1 0 0 0 -1 (o] 0 0 0 0
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AAP HIRING GOALS

NATIVE
BLACK OR mﬁ:,'\lcgg HAWAIIAN OR| TWO OR
AFRICAN  |HISPANIC OR ASIAN WHITE OTHER MORE
MINORITY | FEMALE | VETERANS | DISABLED | \vecan [ LaTiNG QL/G?C(Q (NHL?) (NHL*) PACIFIC RACES
(NHL") ! ISLANDER |  (NHL®)
uNHL ) (NHLY)
ﬂli 1 T
1 1 0 0 0 0 0 0 0 0 0
4 0 1 1 1 1 0 0 0 0 0
W
0 0 0 0 0 0 0 0 0 0 0
1 1 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0
1 1 0 0 0 0 0 0 0 0 0
0 0 0 1 0 1 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0
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Identification and Analysis of Problem Areas

EQUAL OPPORTUNITY PERFORMANCE AND COMMUNICATIONS

Due to the unavailability of certain statistical data in 2017-2018, the Department was unable to accurately
determine under-representation in certain categories at that time and/or to set comprehensive affirmative action
goals for the 2018-2019 year. In addition, since the available data did not accurately represent the 2017-2018
workforce, the Department cannot make meaningful comparisons to its workforce in 2017-2018. As of July 1,
2018, the statistical data for the entire Department has been made available, and the Department has analyzed its
current workforce and set its goals accordingly for the 2019-2020 year.

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

The following are practical ways to improve communication:

a. The EOAC will be reactivated and should meet with the Associate Director of the Office of Diversity,
Equity and Opportunity to introduce the new Affirmative Action Plan and to discuss performance results.

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

¢. Continuing education for EOAC members through both internal and external sources, such as attending
seminars and inviting guest speakers, will be encouraged in order to facilitate the ongoing development and
administration of a viable and successful long-term plan.
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WORKFORCE COMPOSITION

BLACK OR AMERICAN NATVE
EEO-4 TOTAL WHITE ETERA AFRICAN HISPANIC OR ASIAN INDIAN/ HAWAIAN TWO OR MORE
Job Categories EMPLOYEES MALE MNORTY EEMEE DISABLED v NS AMERICAN LATINO (NHL*) ALASKAN OTHER PACIFIC | RACES (NHL*)
(NHL*) NATIVE (NHL®) [ ISLANDER (NHL*)
Officials/
Managers 57 30 5 27 0 0 0 4 1 0 0 0
Administrators
Professionals | 260 101 56 136 2 4 12 32 10 2 0 0
Faculty 0 0 0 0 0 0 0 0 0 0 0 0
Technicians 44 33 5 7 0 1 4 0 0 1 0 0
Protsctive 0 0 0 0 0 0 0 0 0 0 0 0
Senvices
e 38 19 5 16 0 2 1 4 0 0 0 0
Professionals
Gl B 23 43 129 3 1 21 12 6 2 0 0
Support
Skilled Craft 3 3 0 0 0 0 0 0 0 0 0 0
Senvice 2 1 1 0 0 0 0 1 0 0 0 0
Maintenance
Total
Employess | 563 210 115 315 5 8 38 53 17 5 0 0
Percent 100.0% 37.3%  204%  56.0%  0.9% 1.4% 6.7% 9.4% 3.0% 0.9% 0.0% 0.0%

As evidenced by the statistical data above, the Department’s workforce composition is currently less than half
male (37.3%); however, there is great variation in gender ratio with respect to job category. White Males hold
more than half of the Technician positions (75.0%) and Official/Manager/Administrator positions (52.6%),
whereas Females are over-represented in the Professional position category, holding 52% of those positions, as
well as the Administrative Support category, where they hold 87.4% of positions. The Department’s workplace
is currently comprised of 20.4% Minorities, 1.4% Veterans, and 0.9% individuals with disabilities. Females are
slightly under-represented in the category of Skilled Craft, Para-professional and Service Maintenance categories.
Minorities, Veterans, and individuals with disabilities are under-represented in the Professionals and Technicians
categories. Veterans and individuals with disabilities also face under-representation in the Administrative Support
category. Within the Administrative Support category, Black and/or African American and American Indian or
Alaskan Native employees are over-represented at the rates of 13.2% and 3.7% respectively. American Indian or
Alaskan Native employees are also overrepresented in the Professional category by roughly 7 positions. Given
these deficiencies, the argument to enforce the “6 + 6” law is tenable. This law (RI General Laws § 36-4-26.1)
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allows the Department to use a supplemental certification in the civil service, i.e. expanded certification for equal
opportunity and affirmative action, under appropriate circumstances.

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

EMPLOYMENT RECRUITMENT AND SELECTION PROCESS

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

Based upon the data collected with the assistance of Apply RI, from 7/1/2018 through 6/30/2019, the Department
solicited a total of 10,734 applicants for a total of 154 filled positions. The applicant pool was comprised of 8.4 %
Blacks, 13.7 % Hispanics, 2.9 % Asian/Pacific Islanders, 0.8 % American Indians and Alaskan Natives, 31.8 %
Females, 3.6 % Veterans, and 1.2 % individuals with disabilities. This applicant pool was fairly representative of the
current RI workforce, but with substantial underrepresentation of females, veterans and individuals with disabilities:
8.2% Black or African American, 15.5% Hispanic or Latino, 3.7% Asian,1% American Indian or Alaska Native,
51.4% Female, 5.9% Veterans, and 7% individuals with disabilities. Thus, even though the African American
applicants were mostly represented, minorities, veterans and individuals with disabilities in general were under-
represented during this process. This indicates that a need for affirmative recruitment efforts to solicit more minorities,
veterans and individuals with disabilities to apply for future Department positions.

With respect to the employment selection process, the Department filled 154 positions in fiscal year 2018: 85 new
hires and 69 promotions. The successful candidates were mostly representative of the diverse applicant pool achieved
by the Department. 2.6% of the positions were filled with black males, and another 6.5% were filled with black
females. Black males constituted 3.3% of the applicant pool, while black females constituted 5.1%. Hispanic males
comprised 3.4% of the applicant pool but were appointed to 3.9% of the positions; Hispanic females comprised 10.3%
of the applicant pool and received 6.5% of the positions. Asian and Pacific Islanders comprised 2.9 % of the total
applicant pool for Department positions and were selected for 3.8% of those positions. American Indians and
Alaskan Natives were comprised of 0.8% of the application pool but only 0.6% of American Indians and Alaska
Natives received positions.

Veterans were not selected for any positions, nor were individuals with disabilities, however, those groups comprised
3.6 % and 1.2 %, respectively, of the applicant pool. Finally, applicants under the category of two or more race
comprised 0.8% of the applicant pool and 1.9% were chosen for positions. Thus, in addition to targeted recruitment
efforts to solicit veterans, individuals with disabilities and minorities to apply for Department positions, it appears
that affirmative efforts should also be made to hire and/or promote qualified veterans and individuals with disabilities
who apply for those positions.
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Apply Rl also provides potential minority and protected class applicants with the ability to establish an on-line profile
and to be notified of job vacancies in areas in which applicants have identified an interest. This process will improve
or facilitate: the collection and quality of statistical data; the quality of applicant pools; and outreach to minorities
and under-represented classes. Use of this system will ultimately result in a more diverse and qualified applicant
pool that reflects the makeup of Rhode Island’s Workforce.

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

The EOAC will strive to review quarterly the applicant flow of all job categories. That information will be shared
with the Director of Revenue, and these reports shall be evaluated by the Office of Diversity, Equity and
Opportunity, which shall suggest and recommend new policies and directions for the Plan.

All interviewing officials should be aware of departmental under-represented classes and hiring goals. Although
union contract language and promotional lists limit which applicants may be reached, interviewing officials should
be educated about hiring goals throughout the Department. Where opportunity exists for ensuring flexibility, i.e. non-
union positions and union positions for which there are no eligible or qualified union applicants, hiring officials must
be encouraged to interview and select minority and under-represented applicants to assist the Department in meeting
its Plan goals.

EXIT INTERVIEWS

The exit interview process is an opportunity for employees to express their reasons for leaving state service or
transferring to another department. The exit interview form offers the terminating/transferring employee an
opportunity to address any issue(s) that he/she feels should be reviewed.

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

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

form is forwarded to the terminating/transferring employee via first class mail.

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

FLEX-TIME

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

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

POSTING OF POSITIONS

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

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

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

TRANSFER AND PROMOTION PRACTICES

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

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

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

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

* Equal Employment Opportunity is the Law” Poster
http://www.dol.gov/ofccp/regs/compliance/posters/ofccpost.htm
* “EEO is the Law” Poster
http://www1.eeoc.gov/employers/poster.cfm

TERMINATIONS

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

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

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

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

TRAINING PROGRAMS

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

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

The Office of Training and Development currently offers a limited schedule of courses due to funding restrictions.
Substantial budget reductions have resulted in fewer courses advertised only by website. Departments requesting
courses for their own staff can still be assisted.

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

PRACTICES AND PROCEDURES
OUTREACH AND RECRUITMENT

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

PHYSICAL AND MENTAL QUALIFICATIONS

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

WORK ENVIRONMENT

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

REASONABLE ACCOMMODATION

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

REPORT ON 2018-2019 ACTIVITIES

The Department, working with the previous ADA Coordinator for the Department of Revenue, Thomas Mannock,
continued to make positive changes. During this year, no specific ADA claims were made or addressed; however,
the Department continues to review and remove any barriers consistent with the ADA requirements and the needs
of both co-workers and the public. These efforts ensure that employees with disabilities are able to remain
productive members of the Department’s workforce.
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REPORT ON 2018-2019 PLAN

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

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

The Department is committed to employing qualified members of both protected and non-protected groups, to
meeting the specialized affirmative action requirements to employ and advance individuals with disabilities, as
well as veterans. The Department has steadily made gains in the employment of women, minorities and people
with disabilities. The Department will work with state’s Office of Diversity, Equity & Opportunity to overcome
instances of under-representation that exist within certain job categories due to low turnover. To that end, the
Department has set a reasonable goal of hiring one to two candidates from among minorities, veterans, and
individuals with disabilities in certain job categories during Fiscal Year 2020. Among those categories are:
technicians and paraprofessionals, administrative support, and officials/managers/administrators. For the category
of professionals, the department has set ambitious goals of hiring five (4) minority candidates.

Hiring goals were determined by applying the average turnover rate (5%) across the department to each EEO job
category count, and then applying the statewide proportion of each represented group (for example, 51.4% for
women) to the product.
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ADDENDUM

2019-2024 Diversity Plan to Improve Minority Hiring and
Workplace Inclusion
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Addendum: 2019-2024 Diversity Plan to Improve Minority
Hiring and Workplace Inclusion

RECRUITMENT

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

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

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

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

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

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

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

WORKPLACE CULTURE AND CLIMATE

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

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

The Rhode Island Department of Revenue will continue its work to reaffirm a workplace culture of tolerance,
diversity and inclusion through the implementation of the following strategies:
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Mandate implicit bias training for all Department of Revenue interviewing officials and hiring managers.
Establish a Department of Revenue Professional Development committee, tasked with the organization
and promotion of open-access workshops and lunch-and-learns that support the professional development
of DOR staff.

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

Promote and encourage continuing education, including attendance at events organized by the Department
of Revenue Professional Development committee, as mentioned above, through the dissemination of
information on opportunities through DOR senior staff to staff within their respective Division.
Encourage a climate that celebrates differences, diversity, equity, inclusion and tolerance at every level of
the organization.

Use the Affirmative Action Plan as a tool to communicate policies and Departmental values to internal
staff and the broader public.
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DESCRIPTION OF JOB CATEGORIES

OFFICIALS AND ADMINISTRATORS:

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

PROFESSIONALS:

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

TECHNICIANS:

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

PROTECTIVE SERVICE WORKERS:

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

PARAPROFESSIONALS:

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

ADMINISTRATIVE SUPPORT:

Occupations in which workers are responsible for internal and external communication, recording and retrieval of
data and/or information and other paperwork required in an office. Includes: Bookkeepers, Messengers, Clerk
Typists, Stenographers, Court Transcribers, Hearing Reporters, Statistical Clerks, Dispatchers, License Distributors,
Payroll Clerks, Office Machine and Computer Operators, Telephone Operators, Legal Assistants, Sales Workers,
Cashiers, Toll Collectors and kindred workers.
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SKILLED CRAFT WORKERS:

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

SERVICE/MAINTENANCE:

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

Racial / Ethnic Designations
Minority Group

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

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

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

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

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

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

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

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

Standards adopted by the United States Equal Employment Opportunity Commission and the Office of
Federal Contract Compliance Program.
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PRIVATE EMPLOYMENT,

STATE AND LOCAL GOVERNMENTS
EDUCATIONAL INSTITUTIONS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

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

AGE:

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

SEX (WAGES):

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

DISABILITY:

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

EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

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

INDIVIDUALS WITH DISABILITIES:

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

Highlights of the New Regulations

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

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

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

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

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

ADAAA: The new regulations implement changes necessitated by the passage of the ADA Amendments Act
(ADAAA) of 2008 by revising the definition of "disability" and certain nondiscrimination provisions.

COVERED VETERANS AND DISABLED VETERANS:

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

1) Disabled veterans;

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

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

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

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

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

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

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

INDIVIDUALS WITH DISABILITIES:

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

Section 504 forbids organizations and employers from excluding or denying individuals with disabilities an equal
opportunity to receive program benefits and services. It defines the rights of individuals with disabilities to
participate in, and have access to, program benefits and services.
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TITLE 28 Labor and Labor Relations

CHAPTER 28-5.1 Equal Opportunity and Affirmative Action
SECTION 28-5.1-1

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

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

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

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

§ 28-5.1-2 State equal opportunity office. (a) There shall be a state equal opportunity office. This office, under the direct
administrative supervision of the office of diversity, equity and opportunity, shall report to the governor and to the general assembly
on state equal opportunity programs. The state equal opportunity office shall be responsible for ensuring compliance with the
requirements of all federal agencies for equal opportunity and shall provide training and technical assistance as may be requested by
any company doing business in Rhode Island and all state departments as is necessary to comply with the intent of this chapter.

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

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

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

(¢) 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.

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

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

§ 28-5.1-3.1 Appointments to state boards, commissions, public authorities, and quasi-public corporations. (a)
The general assembly finds that, as a matter of public policy, the effectiveness of each appointed state board, commission, and the
governing body of each public authority and quasi-public corporation is enhanced when it reflects the diversity, including the racial
and gender composition, of Rhode Island's population. Consequently, each person responsible for appointing one or more individuals
to serve on any board or commission or to the governing body of any public authority or board shall endeavor to ensure that, to the
fullest extent possible, the composition of the board, commission, or governing body reflects the diversity of Rhode Island's
population.

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

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

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

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

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

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

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

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

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

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

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

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

§ 28-5.1-5 Personnel administration. (a)(1) The office of personnel administration of the department of administration, in
consultation with the office of
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diversity, equity and opportunity, shall prepare a comprehensive plan indicating the appropriate steps necessary to maintain and secure
the equal-opportunity responsibility and commitment of that division. The plan shall set forth attainable goals and target dates based
upon a utilization study for achievement of the goals, together with operational assignment for each element of the plan to assure
measurable progress.

(2) The office of personnel administration shall:

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

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

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

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

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

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

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

§ 28-5.1-6 Commission for human rights.

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

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

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

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

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

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

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

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

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

(d) The department of labor and training, the governor's commission on disabilities, the advisory commission on women, and the

58 | Page



Rhode Island economic development corporation shall fully utilize their knowledge of the labor market and economic conditions of
the state, and their contacts with job applicants, employers, and unions, to promote equal employment opportunities, and shall require
and assist all persons within their jurisdictions to initiate actions which remedy any situations or programs which have a negative
impact on protected classes within the state.

§ 28-5.1-10 State contracts.

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

§ 28-5.1-11 Law enforcement. The attorney general, the department of corrections, and the Rhode Island justice commission
shall stress to state

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

§ 28-5.1-12 Health care.

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

§ 28-5.1-13 Private education institutions.

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

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

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

§ 28-5.1-15 State financial assistance.

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

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

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

§ 28-5.1-17 Utilization analysis. (a)(1) The personnel administrator, in consultation with the equal employment opportunity
administrator, and the human resources outreach and diversity administrator within the department of administration, shall annually
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conduct a utilization analysis of positions within state government based upon the annual review conducted pursuant to §§ 28-5.1-3
and 28-5.1-4.

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

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

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

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

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

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

CHAPTER 28-5 Fair Employment Practices
SECTION 28-5-41.1

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

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

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

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

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

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

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

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

EXECUTIVE ORDER 85-16
Designates the State 504 coordinator to create policies, practices and programs regarding
accessibility of State buildings and properties to individuals with disabilities.
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WIINAY -9 PH 1211 i
State of Rhode Island and Providence Plantations
State House, Room 224 )}(
Providence, Rhode 1sland 02903
401-222-2080 SPBAFT il BR T R TE

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
Stare, 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 cmployment 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 population has increased from
seven percent (7%) to twenty-four percent (24%) pcople of color. In addirion, 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
by twenty-cight percent (28%) and twenty-three percent (23%), respectively, over the
same time period; and
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Executive Order 13-03

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 cnterprises, shall be awarded a minimum of ten
percent (1096) 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
cequal 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 Qutreach and Diversity Office, the Division of
Purchascs, and the MBE Program, and shall make recommendations to the
Governor to improve collaboration between these offices and all exccutive
departments to ensure these programs are more effective. These
recommendations shall cocourage measures of quality and accountability in
equal opportunity and affirmative action hiring and MBE procurement as
allowed by law. In addition, these recommendations shall include strategies
for recruiting, hiring, promoting and retaining a more diverse workforce.
The Director shall submit these recommendations to the Governor for
approval on or before August 1, 2013. All executive departments shall
comply with the Dircctor’s recommendations and shall cooperate fully with
taking steps to increasc minorities in the State’s workforce and increase the
usage of MBEs with State contracts.

Every State agency, in partership 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
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.
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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 Purchascs MBE
Compliance Office on or before December 1, 2013.

4. The Director shall prepare an annual report to the Governor due on Angust
1, 2013 and every August 1 thereafter, for the prior fiscal year,
demonstraring 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.

5. The Department and the Human Resources Outreach and Diversity Office
shall develop and conduct a diversity training program within onc ycar 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 Ordcred:

Lincoln D. Chafee b'
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Executive Order 05-02
January 17, 200¢

Paze2

1

d

Taeze shall be establsted withic the Deparmnent of Administratior a
Humaa Beources Oatreaca mé Civersiey Cfice This Offize shall
repertdizectly to the Direcior o° the Department of Administratior, oc
designee or: the stace of diversicy in Rhode Itland State government and
shall work rowards devel oping a business caze for eguiry wita an
enphiasis on budding a d ivers: workforze to guaranter fair and
rexsonab e opperuncties fer public service.

The Hurtas Fesovress Chumreach and Diversiry CHice responsibilicies
shall inclade:

¢ Cevelop ng guidchres re effectuar: its missior;

o Researching and developing kes: pracrices for che promotion of
d.versiry throughcur Stare govetnnens;

*  Providing puidanc= and techric:| support to szate endties;

»  Developing a scratergic and [ooused recruizment and wacking
iritiative for incivi dugls intereszd in state employment includinz
fostering relazionshyips with commun:ty-based organizazions to
strengthen and sup pot recruitmers end outreach sctivities;

»  Jrvsong taiusg seminas incivding a divessity awareness oropran
to share :he benef t: of diversity and to encourage a cu turally
sengrise workforce eavijorment;

*  Submunsg an ainual beachmacx teport w he Direcror of the
Deparunert of Adrinistation cr designee,

Te assist the Office in carrying out it respoasibilines thees shll be
estatlished 1 Diversity Advisary Council, selec:ed anc appointzd by the
Gavernoy, znd comip:ised of fifceen (151 membets, consisting of four (47
members af tie aublic and anz (1) merber ‘rom each of the follawing
governmental encites:

Dffice of e Governor
Haman Resources Careich anc Diversity Office
Ce partmaexc of Libor % Traning
Cifice of Perxonnel Admitiseratior. Hunan Resou-ces
Cifice of Lzbar Relations
Office cf Equal Oppounity
Governor's Commssion on Women
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Exerutive Dtder 03-(2
Jonuary 17, 2003
Page 3
Govamar's Commision on Disabil tizs
Office of Highet Education

Riode Island Commision on the Desf and Hard of Hearing
Divisian of Legal Services within the Departmest of Administration

The Cirzsaor of Administeation or designee shall shai: the Councl, Tae
Caumnal stell meet guarce-ly.

This Exccutive Order supersedes :nd reszindi Executive Oxder Na. (-4,
and is cffective immedistely uacn the daw 1e-eof.

Sa Qrde-ed:
|
77
7/ 7

Danald L. Cercier

Dated: Japuary 17, 20035
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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
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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;

= Section 501 of the Rehabilitation Act of 1973, as amended, that prohibits employment discrimination against
federal employees with disabilities;
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* 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
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Providence, R1 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. 95-1 1, and is effective
immediately upon the date hereof.

So Ordered:

Donald L. Carcieri

Dated: January 17, 2005
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State of Rwds laland
and Provicence Plartationa

Brycs Sadlun, Govemno’

EXECUTIVE ORDER
No. 54-12
Decamber 23, 1994

MINORITY BUSINESS ENTERPRISE

WHEREAS, it is the policy of the State of Rhode Blasd and of this
administrstion that Minoriry Busiress Evteryrises and Women Business Enterprises,
(nerein definad as *MBE;™) shall have the fullest possitle opporuniy fo participate in
State funded and State direcied public canstruction programs and projects and in State
purchases of goxds and services; and

WHEREAS, the Geperal Assembly in 1986 enacted Title 37, Chagter 14.1,
{berein defived as the MBE statute) and therein asthorized the Drrector of the
Depariment of Admiristration to establish rules and regulations for giving MBE: a
preference in contract and sabcontract awands; and

WHEREAS, on June 23, 1994, 1 signed Excrutive Order 94-9, reorganizing
an¢ crhancing the powers and duties of the MBE Program, and there is now a reed t0
restructure and clarify the respomsibilities of the MBE program; and

WHEREAS, 18 Governor, I intend 1o &ffirm and cerry out the Staie"s policy of
encouraging full compliance with the MBE statue= throughout Smte govermment,

NOW, THEREFORE, I, BRUCE SUNDLUN, by virue of the autherity vested
in me as Governo; o° the State of Rhod= Island and Providence Plastations, do hereby
arder as follows:

Anicle 1 - Agplicability

This Execative Order shall apply to ary and all State purchusirg, including but
net limited o corstriction projects or conracts, professicnal services, and purchase of
geods and services funded in whole or in pari by State funds, or funds which the Stat:
expends or admiristers as the recipisnt of  federal grant, or in which the State isa
signatory to the contradt.

. B SEESNgE _ES
: RE‘""?‘"",';“
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Executive Order No, 94-22
December 23, 1954

Page 2
A rticle I - Minority Business E ise P

(A) The Director of the Department nf Administration shall assum> overall
responsibility for the MBE Compliance Program. The Director of Admiristration shatl
create the position of Administrater - MBE Compliance and shall delegate day to day
operational responsibility to that official. The Adminisgator - MBE Compliance shall
serve as the primary operational officer of the MBE Program and shall be supported by
staff as determined by the Director, Department of Administration. The Administrator
- MBE Compliance shall assume responsibility as the Executive Dircctar of the MBE
Commission and provide staff support for the Commission. The Administrator - MBE
Compliance shall, with the support of the MBE Program staff, advise and assist the
Governor, the Direc:or of Administration, the Purchasing Agent, and othar entities and
individuals directly affecied by the contract and procurement practices of State
government. The Administrator - MBE Compliance shall assist in the development of
effective and innovadve strategies for promoting MBE panicipation in the State's
procurement, conastriction, professional, consulting, and legal service contracts in
order to comply with R.1. General Laws Section 37-14.1-7,

{8} The MBE Program shall:

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

2. Monitor the progress of each department, agency, and quasi-state
suthority or corporztion in the attainmene of MBE policy objectives, participation
goals, and requirerrents,

3. Conduct such activities as visits 1o job sites, public hearings and
examination of records and practices of various departments as may be necessary o
ensure compliance with the requirements of this Executive Order.

4, Arrange for technical assistance, support and resource identification
to assist the various department, agency and quasi-state authority or corporation
purchssing entities in attaining the objectives of this Executive Omnder.

5. Identify and scek assistance from various community hasad
organizations, local, state and federal agencies active in the field of MBE development
as well as offices 12 other stawe and federal jurisdictions.

73 | Page



Executive Crder No. 94-22

4. MW NN

Executive Ornder No, 94-22
December 23, 1594
Page 4

Atticle T1 - MBE -
(A) There is bereby establisked a Minority Basiness Enterprise Commission

(ber=in defined as he *MBE Commiss.on™) io advise and assist che MBE Program, the

Dircctor, Departmant of Admnistraion and the Aiministretor - MBE Compliance in

meeting and camrying ou: tte MBE complance rules and reguiations promulgatsd by
the Depastment of Adminisiration.

(B) The fallowing officials and irdividual persoas are hereby aprointed as
pembers of the MBE Commissica, to serve at the pleasure of the Governor.

A cabmeq jevel officiil © be zpprincd by ke Govoror

Director of the Departmenr of Administration (or designeel, Chair
Represcntative Josepa Newsome

Sxecigive Directar, Commissior. far Human Righas

Casby Harrison, I

Licht & Semenoff

Presiden: (cr designec)

Black Contractors Associztion of Fhode Island

Exccutive Director {or designee)
Rtodz Island Commission on Women

Presidert (or designee)
Hispanic Contractors Associution

{C) The Following wificials shall serve as pon voung advisors to the MBE
Commission:
Directac of Policy - el B
Governor*s Office S T

e et i
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Executive Order No. 94-22
Deczmber 23, 1994
Page 5

Asgociate Director and Purchasing Agent
Departmeat of Administration - Division of Purctasing

Assaciate Direcior - Department of Admcinizoration
Divisicn of Human Resoarces

State Controller
Department of Adminstration - Office of Accounts and Contrel

Chief Civil Rigats Officer
Department of Transporation

(D) The fcllowing official shzit scrve as the Executive Tirector of the MBE
Commission:

Administrator - MBE Compliaace
Desarment of Administation - Division of Haman Resources

The MBE Commiss-on shall meet oo b2ss than six times per year and upon the
call of th: Chairperson or four (4) Commissicn members 0 consider whatever business
the Chairperson or Commission members mar deerr appropriate. Four (4) members
shsll constinute a quorum of the Commission.

{A) Each governmentz]l departmeen:, agency and gaasi-state authority or
corporaton empowercd to expend or adminisier State funds shall develop and submit as
part of its asmual budge:, an MBE plan to meoct the goal of awarding 10% of the dollar
vahee of all procurements end constniction projects o >eridfied MEEs.

(B) The Directer of each department, agemcy or quasi-siate authority or
corperation empowered to expend State funds, shall designate a highly placed official
("MEE Coordinator™) to bave overall responsibidity for pronoting greater partcipagtion
of MAE in his or her department or agency or quasi-state authority ot ccrporation.

e e B s
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Executive Cyder No. 94-22
December 23, 1994

Page 6

{C) Ifth: sules and regulatizos promulgaec by the Depantment of
Adminstration are not being met, the Deparan:nt, 3g=ocy or quasi-state authority or
corporation skall submit a repert to the Department of Administration's Admin'stator -
MBE Comglience stairg e measons for iis inability © comply with such rules and
reguations, and idznify e romedial steps it shall ke, Such remedizl steps way
include:

1. Tacgeting same bid fviations to MBEs
2. Promoting joint vestures between MEEs and nyn-MBES.

3. Requiring prime contractors, where subcontracting appcriunitics
exisl, 10 subconrast 4 minirum amount of work oa projects ta MEE:.

4. Devigimting MBEs as suggested veodors. when submitticg requess o
the purchasing agent

5. Dwiding large conracts into smaller uncts 1o afferd apporurities fer
MBZs, where legally permissibile.,

€. Developing a plan o require peime contrazwors, whenever pessible,
to purchise sapplies. services and equipment from MBEs.

Aruclz ¥ - Respoasihility of State Purchasizg Ageotard Chuasi-State
herity or C ion Purckas.

The State Purchasing Agen: and quasi-state authorty or corporation purchasing
ageats will provide maximum support o coauply with the requirements of th: MBE
siatie as stated herein.  Such efforos will inclede:

1. Notifying aTl possible bidders, especially potwersial MBE suppliers of
purchasing for departmeats, agencies and quasi-state authorties or ccrpomstions. Such
cotfication might inchede éirect mai, advertising ; media resching the minority
commueitr, and such Jther outreach efforts as may be secessary.

2. Seeking oul MBEs from the list of certified MBES 1o be irchided in .
prospective bidder sts, and targering some bid invirtes o MBEs. Ll

> e - -
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Executive Order No. 94-12
Decenber 23, 1994
Page 7

5. Providinz infornation © misority suppliers and conducting ourreach anc
information sessions for existing and poiertial MBEs.

4. Monitoriag the wtilizatica of MBEs 1 the arca of Utility Order Parchases.

5§ P-ovide such nformation as mey De requesiec by the MBZ Commissicn.

6. Per‘onning any such otier actvitics that generally support chjectives of this
Ezecutive Order apd R.1. General Laws Secion 37-14.1 el seq.

This Executive Order effectively rescinds, supersedes ad replaces Executive
Order No. %4-9,

This Execuive Order shali tzke effect immediately upoa te date hereof.

rf—/ﬂf/ 79

DATE f
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- erd Providerce Pizntationa E .
- - RECEIVED
FYECITTIVR O3TRR JAN 19 1993,

SEGRETARY OF STATE
Ho. 33-1 AIMIEETRATIVE RECCRDS ON.

4

Breca Sandlun, dovencs

JANUARY 18, 1993

AIFRMATIVE ACTIOF POLICY STATENEHT

Siate House, I, BRUCE SUNDLUN, by :the acvthority vested in me as Governo: of
Prevideneas the S5tate of Rholde Island uand Pruvideses Plastations, do hereby
order as Eollows:

1. Egual Opporturity and Aftirmative Action towards its
achievenment 18 the firm and unwavering policy of 2i1l units of Rhode
:gland State Governnent,

2. Rhcde Island State Geverament is committed to providing
egial copportunity ir every aspect of its prograns and will net
discriminate because of race, sex, na:ioral origin, age, religicn,
sexual orientation, or disability. Because my admipistration
reengrizes the need to elinirate the vestiges of past societal
discerimination, it will take affirmakive action to ensure that its
employment opporktunities are svallablz to evary gualified Rhode
Islanéer.

3. Within esgencies, depirtmerts >f stats government, snd those
agencies creatad by legislative statute, the followiny aress will b=
administered withcut rejard to race, cclor, sex, age, religion,
sexval orientatior, or Aisebility:

Hirings Work Asslignments
Sslary/Wege Leave
. Lay-offs Training
= Transfers Recall From Lay-offs
Promotions Appointments
Demoticns Discipline

4. In addition, ny administration will nct tolesrate
discrimination by aay recipient of state governmeat funds. Tkis
includes lending institutions, developers, cortractors,
sub-conktractors and entities doing business with the State.
peliberate or persistent violakios oF the affirmative action
policies set forth lereir may result is cthe withdrawal o State
support ¢r iavolvemen:t ir 2 project and/or debarmant from further
State invoivement. Aiy peisvn i coriporaticn doing kusinecaa wikth
tke State shall cooperate with the menitorirg of this policy.

The Directer of Administration tshall promulgate such rules andé
regulaticns as are necessary to effectuate compliance wizh this
paragraph.
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“RECELVED
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Page Three ; AN 1.9 B 5
Executive Ocder 53-1 SECRETARY OF SIATE
AFfirnative Acticn Policy Stabesen: ADLNSTRATAE FECORCS OV,

with guch ragnests frr data or otner infotmation or reports as tha
Executive Connittee may deem appropriste for analysis ano review in
advance of such meeting.

10. In alditicr tc tre duties of the State EEC Office set forth
jn Title 28, Caaptexr 5.1 cf the Rhoce Islerd Ceneral Laws, the Stete
EBG CEfice snali:

2) review the Affirmative 2cticn plans sulnitted arnrually ky
esch state depa-tnent or agency aré prepare a congarstive zralysis
of the strengths asd weaknesses cf thre pises;

8] make recommendations to the cepartments on proactive policy
initistives that may eshance affirmative action plan objectives;

¢! prepare an Executive Summary of the departmental plans for
subnissicr to the Governor annually om Rovemder 15:h; and

Dy wozk ll:oapa:at lvely and in conjunction with the Depa: tmantal
AfEirmative Action OEficacs, Dapartmental M3E Coo-dinators, and
Stare Officizls sacving 5n the Governor's Exazutlve Committez Eor
AfEi-mative Action.

1f. <he £tate Egqual Jpportunity OEEice shall be responsibla Eor
assuaring cenpliance with Rhode Island Seneral Laws Title 28, Chaptar
5.1 s34 the provismions of this Exezutive Order.

12. The Ptcde Island Commission for Huran Rights shall Ce
respin3ible for assuring compliance #ith Ebcde Island General Laws
Title 23. Chapter 5, Sections 8 throwgh 4C and the provisions of
this Execu:ive Ordar.

13. The Rhode Islard Caovermar's Commissicr. o the Hardicepred
=hall be responsikle fcr assuring conpglisnce with Ricée Jsland
Ceneral Lsws Title 42, Crapter 51 and the provizions of this
Executive Order.
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Paga2 Four
gzecutive Order 93-1

[ RECEIVED|"

JAN 19 1983

Affirmative Action Policy Statement MM‘M"‘ bn

14. Al units of Rncd:s Yslard State Governmant shall corgly
with al. state and federzl laws pertaining te equal opportunity and

affirmative action including:

Rhode 1slend Fair Employment Practices Act,

Rhode Islend Handicappef Products Procuremect Ack,

Rhode Islind AIDS Discrimination Act,

federal Ezecutive Order 11246, as arended,

Title VI amd Title VII of the Civil Rights Act of 19¢4, a3

amended,

age Piscrimiration in Enployment act of 1967,

Zcu3) Pay Act of 1963,

Rehsdbititaticn Act of 1973, Section 504,

snericans with Cisabllitias Act (ADA) cf 15%0,

Vietran Era Veterans Act >f L3974,

persian Gulf Corflic: Supplemental Authorizatior snd Persornnel

Benafits Act of 1351,

| Acc Digcrimimstinn Ant of 197%

| Education Ameninents Ac: of 1572 (Title IX),

civil Righks Act of 159i,
Rhode Island Executive Order
Mt)l

Rhode is1lind Executive Order
Rhode Islard Executive Orderx
Caommission), and

Rhode Islard Executive Drder
Srtotewsmnt) .

€2-2 {(Americans with Cisabilities

91-39 (Sexual Harassment),
$2-4 (Minority Business Enterprisze

$3-1 (Affirmative Action Policy

15. Persons wizh disasbilities recuesting reaszoxable
2czcmmcdation should contact taeir own departaent/agancy’s perscnnel

office or ADA Coozdiratcr.

16. Parsoms having guestions cr meeding assistarce for minority
or wonen business eatecrprises should contact the Executive Directo:z
of the Minority Busines: Eztwipsrisce Commigciom ak 277-6246(w!? =

277-30%0 (tdd).
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Paga Five

txesutive vrger ¥i-L JAR 19 993 r‘ﬂ’
AEFirmative Action Pclicy Statemert
EECPETARY OF BIATE

ADMINSTRATIVE RECCROS DN,

19. Citizens of Rhofe island believing that ttey have been
Jiseriminared 2gainst ia the pursuvit cf achievirg the qualikty of
1ife &5 aforementioned shoild contact:

Governor s Comnission on the Handicapped
55t Yalley Street, Builling #51
P-ovidence, RI 029031-5636

TEL. #271-3731

TDD R177-3701

FAX H277-2B833

KI Cunmission Zcr Hunan Rigats BT State Equal Ooportunity OfEice

12 Abbot: Park Place one Capitol Hill
Providenze, RT ©2903-3758 Providence, RI J2903-5B&5
TEL. 3277-2561 TEL. #277-309)

T™Dop N#277-2654 TOD #277-6144

FAX #277-2616& sAX #277-6378

Tnis Executive Crder shall supsrcede and rescind Executive Order
Ko. 85-11, ard become effective imrediately on the date haseof.

-/2-95 oy LI

GOVERBOR,
|

CATE
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State of Rioee sland
ard Providance Plartations

Brwcs Sundiun, Gasemo:

FXECUTIVE CRDER

KO, ¥2-2

JREUARY 23, 1992

COMMPT.-ANCE W1TH THE AMER[CARE WITH DISABILITTES ACT

State Housz, i & P
,"ﬁ“:: WHEREZS, the Americens with Liszbiliczjes Act ("ADA") was enacted

by the United State: Zongress or Jily 26, 1350 to expard ths civril
rights of individuals witk disabilities in tke areas of employment.
trapsportetion, pudliz accormodations and esnmunicatiors; and

WHEREAS, the primary objective of the ADA is to Tecuire
emaloyers and pablic service providers &9 elimineate any ard all
harriers, practices or policies that mzy discrininare sgainst o:
otierwiss deprive [ndividuals with diszbilities of the £i1l usc and
enjcyment of puslic azcormedatiors, pullic branspo-tazien,
teiecommunicetior 3ystems and enploymert opportunizies; 3ird

WHEREXAS, ii waz antic:pazed thit tle pracess ol repoving any and
all such darriers would best ke €f’ectuazed by developing a
congrehengive s-ctewiie plan: mn

ALEREAS, in cuiae of 1%91, L firected the Goavernor':= Commiss.on
on the Handicapzed to create a Cto:dizeting Commit-es on the ADA
that would b-ing represemtatives from 11 segmeats ¢f State
goserament tegettrer to pasticipate in joint self evalueetion and ADA
compliance planaing; and

WHEREAS, th> Cooriinating Conmittse, chaired by WNancy
Husted Jongoen has davelopaed ard prreented me with a f-skavide plan
for mzeting -he nandates ¢f bthe AD\ entitled "ANERICAHS WITH
LTISAATLEITIES ACT; SELF FEVALUATION AAD COMPLIANCE PLAN FYOR THE STATE
CF FHODE _SLAKD; " (hereinaftasr "ADA Conpliance Plaa®)

N, THEREFJRE, I, BRUCE SUNDLIN, hy virtiue of tha aultbhorsivy
waested in e as Governor of tre State of Rhode Islard amd Providence
Flantntions, do hereby créier &5 follnws:

1. The 2rode Island Sisble ADA Compliance Plan ghall be
implementec tcrthwitp 6 .Fac individuals witk disabillties moy be
fully intecrated into all zspects >f Rhode Island Lifa in &he mdel
cxpeditions menner possibie.
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Page Two
Exrecutive Order 92--2
Januwary 23, L1492

4. There shall be & State ADA Coordinator to assune averzll,
day-to-day responsikil .ty for inplemzrtiraq the ADA Compliancz Pizn.

3« The Chairparson of the Governcr': Ccmmission on the
Handicappad is herzby designated te serv¢ at tre Governor's plezsure
as the State ADA Csordinator. The Exccitivze Secretary of tha
Sewarnor®s Commissicon on the Handicapped iz hereby desicnated to
serve as Jeputy Cosrdirstor,

4. The 3uvkles of the ADA Cgorciazter skall inclida:

LY minitoring the State's comgliance with all
f£aderzl an3 state lavs end regquistions BEfenting
incividuals with handicaps, ircluding but noat
limited to Section 544 cf the 1973 Behzbilitzticn
A2t ard the Americans with Disabilitiaz Ackt:

3. estaslishing a technical assistencs progrem Lo
inforn and advise Stite aad fgcal yovarnment
agencies, human service previders, providers of
piblic accormrodations, resl estate sgarts,
brekars, develapers, acchitects, lardlcords,
hiriliers, and other zffeczed enzities emd
inCividuals on their chligaticns uacer tae ADA;

[ estanlishing a grievince procedere to pronptly
aaC =z2cuitably resolve cemalainks of nyreonpliaace
with the ADA inwvolvirg desarznonts, syenzies or
divisions of Stake gevernmen-:

. astanlishioyg o proceure Tur Inditiabisg
compléints against ary deparcment, sgarcy orc
division within Stake gocvernmen: thet willfalily
£3ils to comply with tie reguirements cf tha AR
or tie ARR Comnglismce ?lan.

= doevelcping, making pericdic revisiors to, asd
oserseeing implemenkzticn cf an ADA Trinsiticn
Plen for the removal oF environmentzl and
conmmarication barrisrs in State owaied Eacllitias;

1+

]

presiding at Euture neetings of th2 Stete
Cocrdinating Coomitbtee on the ADA.
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5. The State Coordinating Committee on tha ALA 3hzll cortinue
to exist ard skell cortinue to be szaffed by tne Covarror's
Commission on tre Hagélcapped. The Ccmmictee shall edvimz ard
assizt the ADA Coordirator im the implementetion cf the ADA
Compliance Plas. Iz zhall gls> prepare B stakas report ta tie
Governor or ot before October 1, 1972, and znnaally therealter.

r

€. The Governor & COR€IEBLON DA Ehe Hardizapred, tim Sicle
Hi1ildiny Ccrmiseion ard the Commissior for Fuman Rights shall,
whenever pcgsible and spprorriate, cooperate wich and essigt tha ALA

Caordinator Eo:

A. Assure campliénce wita the building accessibl_jty
ard puablic accommodations sections cf Ehe ADN, and

B, ety wubk Lie dubklied 5f tho ADA Cosrdinatar
enumerated abova.

This Eazeculive Ozder 3hell zeke effect~o¢n: tie dakte hersof.

7 f

¢ 4 ad G 'y g
1590 by Avedl

Daze Gaverror ' {
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Prge Twl
apcit 1€, 1588

WHERERS , L1ie Rhode 3Tzlend Dfliz2e of Refugee Ressttlenent
wess oreatad far khe purpoze of implemen-ing the ceguireascots
of <he Fefiger ot of 1960 PLL.%6—-213) to azsisc refugezs in
tte staze to hecoms s2li-suilicient as rapiBly as possikle; ond

WHEREAS, *ne Gavernas’'s  Adwisory Counci. on bsefgiee
Regebtloment, crvebed by Bxesutive Ocders BS-24. was ¢31=hlisted
‘ar the surpose ai fargin: a _inkage bstwaern the refocee
eaxmunity aad Lie laryer Rhode Icland soviety; ard

A0, TASGEIFORE, T, bEdwacd D 2JiFrabe, by wiztue aof the
aubtho-ity wested in me as Goweeror of tae dtste ©of TRhods
[siond znd Providepcs Flaitactiens, hefeby orlier cald disece
~he fallowincg:

1. The BRiode -=land CIfice ofF Brfugee Foseitlenent
shall be acbtharizec to coordinate consultotions anong
tha Following entitles and egeacies: wvolunta'y agen-
ciss ("VOTAGSY arcl ktheir reazional offlces; Zocel
L lcialsy mtote Assagrzncnte:; oanaly, che Depsrimert
of Lmplavaent Secwrizy, +the.Dzpartzent of Fealtt,
che Fexaztmen: ¢f Toman 3erwvizes, Kie bepartment of
Mental Health, Retsrdation &nd Hespitals, thz Depars-—
seent For Chilldren ard Thelr Fzmilies, ke Depictperkt
of Tconomic Develsprmenc, the pepocttreni ©f Yren@odi-
ta- o, =—te Desartnent of Edrcation, tne CQEfize of
£ha Aktarrey OSeaeval asad otbter oppropriate mas dc
znd rrivete agencias.

2. Th=z abowve coisultaticors shall be o detorminz the
availability of needed services =such as  houlorg
ava-lability and communlty respomsivenzss; to evalu-
ate econcplc conditicns, asd to fetarninz the proxim-
ity nf crganizationz and iastitations wtiloh prowide
EGDROCT.

sl

%. &I -gansitional services shall be prowided with =
wiaw to saxinize thelr acveesibllity sad cultuo-al
gpprogpriatenens, The characteristics and coroeros
cf -ha =-“sfuges commuanities gaouwldd Ee  tak=2n into
zococurt in the sheping of specllic ssceion delivary
Ersoecures and mechasisum awmd ifer Jetecminzeioan of
their celtural and Tlagaistisz sensitivicw.
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HxeTative

Paggs
bspril

TrCoe
145,

4.

Drder 35-70
r;u
15486

These skakr agmncies as previously stated thar corduct
pregrans end activities directly or _niirectly relam—
ing to th: secervice needs of the rolagaee podulztion
2hal’l immed_ately vndertake an affirpaz-ive >larming
proecess wikh  zogsed  to  re=fugess. This 2iarnning
aroceas skall be conplated Iy Ootozer L, 1956, anrn
fhali includz the follovwing elem=nts:

O Beeds Assessmanz: DebLerniaing ths ocurcent and
potentcidl ragalirementzs refugoes have for the
agenciesz' sorvigess

B. Current Uses SeSEUring  ard cocumpemetiag Jlee
extent to whits relugeszs rowv usge the zarvices;

= Sgencey ferwvica Flan £cr Rzfuceas: Formelat-—
i & plun, Incliditg o timekeéb.= lor ingle—
meataticors, th=zt ensures that dellsery of :-he
ageneics' Services eo tefugeos mestse Lhe resds
1cdden-ified 1in the Rl asstunpeerl 2003 et i.a
congr.iance with 7Tizle i of the nited Siaotes
Tivil Rights act oI 125%

= -

| and

fhode Emiand DOffice 5f Relugee Pgsettiszent
Fhede Izland Ecuasl foportunity CfFice Assistance -

|

i Rhneds L3land Lrflce ©f Fefugss Resolt Ieaens ailal
the Rhods Tsiand Office of Eguel Cpportunity shall
pravide kechnical aseistarce - the agencies through-—
oat the planming prccess snd  shall monitcr  che
agencins® progesess "n thr implameotation of their
wlansg, Technical assistance when necessacy wWill b=
rergunstedd from che Fedecal Dfficssz for Civwil Righks
e E T RN S P TR

fitate Aagencies Frooaring dgency Service Flans —

The following smoars asgzncies shall eapgage ;o che
planniwy proosse- the Derariment of Huamsn S=zryicen,
The Depariment o ez th, the Deparctnent of Fopioyve
ey L Swousrd oy, The Tepar omens =E timmtal Exoolzhk,
Retardation and He:pitals, trhe Departaont for Child-
rer ani Their Panilie<, khe Department of Zdacation,
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Rxecutile
Tage Yoal
toril 13,

oréer 3g-11

LLEE
-he repartment of Foonomic Development, and  the
pepartmant of Trspmpor-alion.

Trersitional Edugatinps Procram -

2I0EF shall meet regilarly with che Jepartment of
zdusstion £a zaozdlnake the provisior of the trar-
citicnal program far tefugse children, bBilinguel
pducetion programe, adult edacation gervices, ard
other educzroonzl prag-ens of spacia’ concarx o the
cifuges common:ties.

Comeiltatiny with Atcorpey Censral -

A[0BR zhall wcrk with the 03f.<e ¢l Lie REtcImey

cencral, sazecfically the Clvil Hichts Division ard
the Division of Consuner Frcteckion. in ics zifort
=g erzure Lhet zacessary a2iats probtsction and s2rvices
ase ew@ilable to the re’uyse populs-ior.

Thiz Zrxecut{ve Orpcer shzll tace effect on the dzte nareof,

Gl 0008

Edwzrd D. Cibrzie
HOYEInor
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Stute of Rhoce Iland and Provideace Plantations
EXETUTIVE CHAMEER, PROVIANCL

REUITVE OROFR
HC. BS-16
JOY 23, 1985
SECTTON 204 COORDIMATCR

WHBERERS, Title ¥V of ths Pehzbi'itation Act o 1972 sets forth the
=Avil rigats of handicappes] persons; and

NHERERS, handicappwed persons have a cignt Lo axpect and cmin acoess to
varicus baildings atd propertiee which exist “or the betterment of a1l
perzens; and

KHEREAS, under Section 504 cf Title W of tlre Pehabilitat_.cn Aot of
L8973 the State has been mandsted to oreate nsolic.es, practlioes and
proJrars regarding acoesaibilicy of State bacldings and prooertics to
hanZicapped persomns: v

WHFRELS, sush a dasignation would ellow Eor the expedient axwmmlimnoes
with the mandate of Sectkicn 504 thorshy serving the needs of
andicapred persors Lo the best poesibls aannsy;

v, THEBREFORE, by virtne of the authority vested in ro &8 Goverce of
che State of Fhixle Islard end Providonde Flarkalicrs, it is oroera’ =
focllows:

1. Thke pirectsr of Admirastration ie tereby designated the
State's 504 Cuvordinator zné shall dologete operstional
centrol te the State Bl lding Code Cormssioner as his
temignes.

2+ Tre dut_es of the Coordinator shall ke £o ccordinate all
Smte ocomies in the implemntkoion of all federa. rules
and regulatices affeck rng ths Stats in temrs of compliance
with tle marcdates of Sscticn 504 of TFitle ¥V of the
Rehailitation Mt «F 1973

3. The Coomdiratcer s doties shall include:

a. Authority to avder depertzrents to prepare and camplebe
transition plans in scoordancos with 504 regulat ans.
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Executive: Grder bMo. B5—!6
July 23, 198%

b Coordipatirg the fourmlation ond review of trarsitiom
praxs with advisory panels who nay represent
hendi capped oromici matiors.

. Grantine Zinal apeproval of transikicn plars aad
departient wxs of programn accessibdlity.

A Managing the coepstructicn, design o aloeratiors of
bui’dings ard s Lkes necesssry tor bring 21l prograns
Lrec oompliaroe.

= Authorization to coordirate and mediste matbors
concerting 504 conpliancs.

Es Agsaisting public and private sectors cheough the use ol
proper agencies ©f tethnicel. snployment &bhd
arcritscrurse] satters concoermirg 504 cagnliance.

g. FEstablishment of a corsSumar <onplaint procesure
necessary to resalve ail complaints to agencies
pertainding to 50<,

h. The State S04 Coordipator or thz State Building Coxie
Cormiesioper os his desicnes is hereby zuthorized to
initiate <ompleints agairst “hose agonclies,
sdardnietrators, agents or aployess of any department
or divisionr within state govarmrent who wil fully fail
1o camply with v reque ranents.

The S04 Coordirator and the State Beilding Code
Commiss oner £5 his desighnes shall consu_t with tha
Chairman of the Govornoy's Conmdssion on the
Maryli caprwel with respwot o Inplaenencatior of the sbhows
Suties and resporneibiiities.

fime
4

this Excruibive Ordoer shall take eEfies on the date hersof. This
Fecu—ive Onden pescimia Bxecuotive Ooder Ko, 3016 dated Segheocoer 29,
1980.

Eespeci(1lly yoizrs

g 0.0 SuS

Bdward . DdFrootes
GOV EHEINOER
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PUBLIC LAW 97-118

AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION

AND TRAINING IN THE WORKPLACE
CHAPTER 51
SEXUAL HARASSMENT, EDUCATION AND TRAINING IN THE WORKPLACE

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

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

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

(b) Every employer shall:
(1) adopt a policy against sexual harassment which shall include:
(1) a statement that sexual harassment in the workplace is unlawful;

(ii) a statement that it is unlawful to retaliate against an employee for filing a complaint of sexual harassment
or for cooperating in an investigation of a complaint for sexual harassment;

(iii) a description and examples of sexual harassment;

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

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

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

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

(c) Employers are encouraged to conduct an education and training program for new employees and members,
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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
Guidelines for Preventing Sexual Harassment

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

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

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

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

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

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

STATE EQUAL OPPORTUNITY OFFICE

ONE CAPITOL HILL PROVIDENCE, RI 02908-5865
PHONE (401) 222-3090 FAX (401) 222-2490 RI Relay: 711
Revised (2005)

92 | Page



DEPARTMENT OF ADMINISTRATION
OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
STATE EQUAL OPPORTUNITY OFFICE

GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

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

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

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

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

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

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

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

Reasonable Accommodation

CONFIDENTIAL

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

essential function for the desire position.
NAME: AGENCY:
JOB TITLE: DATE:
Please Check the category that best describes your disability. (Upon request, verification of disabling condition must be
obtained from your physician.)
Disabling conditions include, but are not limited to:
AIDS
Alcoholism
Blindness or Visual Impairment
Cancer
Cerebral Palsy
Deafness or Hearing Impairment
Diabetes
Drug Addiction
Epilepsy
Heart Disease
Mental Retardation
Mental or Emotional Illness
Multiple Sclerosis
Muscular Dystrophy
Orthopedic
Perceptual Disabilities such as: Dyslexia, Minimal Brain Dysfunction, Development Aphasia or Speech
Impairment
Other

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

Signature: Date:
RIEEO 5/09A

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

Additional Comments:
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DEPARTMENT OF ADMINISTRATION

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
STATE EQUAL OPPORTUNITY OFFICE

TELEPHONE: (401) 222-3090 FAX: (401) 222-2490

DISCRIMINATION COMPLAINT PROCEDURE

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

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

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

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

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

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

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

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

8. If and when it has been determined by the Hearing Officer that discrimination exists, the

Hearing Officer will advise the State Equal Opportunity Office in writing. The State Equal

Opportunity Office will then, by written notification, present findings and recommended corrective action 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 Rhode Island Commission for Human Rights or the

U.S. Equal Employment Opportunity Commission. If a charge has been filed, either simultaneously or at a later date with
Rhode Island Commission for Human Rights or the U.S. Equal Employment Opportunity Commission, the State Equal
Opportunity Office will defer to either commission for investigation and any resolution and/or prosecution of any charge.
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DISCRIMINATION COMPLAINT FORM

1. Complainant Information: State your name and address

Name

Address

City, State, Zip Code

Telephone Number(s)/Email Address
Work: Cell:
Home: Email:

2. Name of Department:

3. Name of Immediate Supervisor:

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

Name Title Name Title
Name Title
5. Date of alleged violation: ( )
Case Number RIE00-03-87 Revised 2018

7. Basis of alleged Complaint:

Race Color Sex Age: (40 or above) National Origin Disability
Religion___Sexual Orientation Gender Identity or Expression Unlawful Questions (arrest record,
criminal conviction, or other) Retaliation
Explain Basis:
8. Nature Change:
Refusal to Hiring Unequal Pay Job Classification Discharge/Termination
Denial of Promotion Unequal Access to Training Demotion Qualifications/testing bias
Layoff Recall Seniority Intimidation/Reprisal Harassment (Sexual or other)

Maternity
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DISCRIMINATION COMPLAINT INFORMATION FORM

(Continued)

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

10. Why do you believe these events occurred?

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

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

Complainant Signature  Date Interviewing Officer

PLEASE CONTACT ODEO/State Equal Opportunity Office at (401) 222-1452or  RI Relay: 711 for
assistance if you have a disability and require a reasonable accommodation to complete this form.
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OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY (ODEO)

STATE EQUAL OPPORTUNITY OFFICE
One Capitol Hill
Providence, Rl 02908-5865

Rhode Island Department of Revenue

EXIT INTERVIEW SIGN-OFF FORM

NAME OF EMPLOYEE (Please prict ar type)

The Office of Diversity, Equity and Opportumity in collaboration: with the Divizien of Human
Resources has established this exit interview process in order to assess the overall employes
expenence while working for the state, to assure that terminating employees are not leaving
because of discriminatery circumstances, and to identify opportunities to improve retentior:
and engapement

I hereby acknowledge that I have received the Confidential Exit Survey from the Division of
Human Pesources and that the completed Confidential Exit Survey nmist be forwardad to the
State Equal Opporrunity Office. I also understand that a copy of this complesed sign-off form
(ot the Confidential Exit Survey) will be placed in my persornel file.

SIGNATURE OF EMPLOYEE DATE EMPLOYEE SIGNED

LA LA A R L R AL I R R Y R R Y]

DATE EXIT INTERVIEW WAS SIGNATURE OF HUMAN RESOQURCES
GIVEN TO EMPLOYEE REPRESENTATIVE

INSTRUCTIONS:
The Humian Resources Representative omst distribute a copy of the Confidential Fxit
Survey along with any necessary documents to the teminating emploves. The Himman
Resources Represemtative must place a copy of the Exit Interview Sign-Off Form in the
emploves's personrel file and forward a second copy of the Exit Interview Sipn-Off Form
to the ODEO/State Equal Oppestunity Office, via mter-office mail or electromically at

e00.compliance:zdoa.ri pov, immediately upon completion.

“
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Rhode Island State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY

As a terminating employee, you hive the option of an exit interview with the ODEQ State
Equal Oppertunity Office to discuss any information related to harassment apd‘ar
discrimination. ard vou also have the option of an exit irterview with 2 Humar Resources
Represertative to share any information regarding your werk experience. To schedule an in-
Pperson meerview please e-mail eoo compliancesidoa 6 gov for ODEC State Equal
Opparnanity Office or the Division of Human Resources directly at 401-222-2160 ar by e-mail
at doa breontactzibr 1i pov.

All information obtained from: thiz sarvey will be kandled in a confidential mamrer and, to the
extent possible, will not be dhnlged o supervisors. co-workers, or amyone inside or outside the
agency. Please note however, if there is a daim of discrimination, sevual hamassment or criminal
behavior. esc., then we are requaired to take artion and information may need to be confidentially
divulged. but will pot comipromise the departing employee. The informmtion will be used as a tool
for chamge ard imprevements ard will pot be wade part of your perseamel record ard pill not be
used to respoad to reference checks by firture enplovers. We ask that you be as borest and fair as
possible. Thank vou for yeur contribution to the inmrovement of the State of Rhode Island

HAME JOB TITLE
ADDRESS DEPT_/AGENCY
DIVISION AUNIT
TELEPHONE DATE HIRED
E-RARIL DATE DEPARTED

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

Face Ethric Categories

White Americyn ITndom or Alsska Natme Hizpagsc
Black Matne Hamaiian o Pacifc Iifander Two or Wecn Baces
Azian
‘Gender Cateporias Dtivar Profected Clazass
Fomnals Dizabled
Male Weturam
Age: 40 & over
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s
CONFIDENTIAL EXIT SURVEY INQUIRY
(contmued)

1. Whatis your main reason for l‘emﬂ’rg!

2. Whatdid you ike best sbout your job?

3. what did you dislike about jour job®

4. Did you find your empicyment worthwhile in terms of personal growth and schievement?

Yes ]

Piease explain:

3. Do you feslcareer uppmtunitie: were sdequately sfforded to 'p:u!
Yes Ma

Pizase explain:

6. Did you feeifreeta §© "0 your supervisor sbouk your job?

Yes ~o

Pizase expisin:

7. \Was your supervisor effective in ham:linE problems or complainks?
Yes ko

Pizase explsin:

E. Did you receive fair treatment while employed?
Yesz 2]

Piease expisin:

%. Do you fes| you were gisriminatea agsinst?
Yes Mo

Pizaze expiain:
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e
CONFIDENTIAL EXIT SURVEY INQUIRY
(contmued)

i0. Would Pou sz employment with the State of Fhode Isiand at & future date®
Yas Ho

Plesze expaim:

11i. Would you recommiend empioyment with the State of Rhooe isiand to your friends ang exmily?
Yes Ho

Please espair:

12 Flszse complete the ﬁalluwirs statemernt | dom't kmow wmla‘ the State of Ehode iziand doesrmt ["u:t

13. Please complete the r»nllmins statement | feel the Stste of Rhode island wouid benefit from
changzs. szt &3

13 Fisaze complete the ﬁnllu:wins statement | feed rmy Department aouid bensfit from chnma:s. sz

as..

Comments
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=_=—---——--—-ss s e ey
CONFIDENTIAL EXIT SURVEY INQUIRY
(contmued)

b

Comments

Submiission Instrurtions

Please =-mail tihis form to 200008 iamredddon, ri gow st 5un.pe:tlme. Exit Interview For LMUR
ASEMCY MAKIE). Thisis a confidential e—mml and all orrespondence will be trested with the upmost
are i jou ane :umpw:mﬁ this form onfine, the form will be sent to our confdential e-msil upom

pr:ssms submit
You may aiso mail this form to:

ODEC, State Equal Opportunity Office, Dme Capitol Hill, Providence, RI G208
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REHODE ISLAND DEPARTMENT OF ADMINISTRATICN Réaisad July 2578,

RO 2348

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY/STATE EQUAL OPPORTUMITY OFFICE

AFFIRMATIVE ACTION FILE

Y PEae ais thar sk 5 5 voluagary so fogenifeanicn caro ard the sfacananion pou cioros . for be wied 26 4 desis for SFpoeraen: dasmang ¥

YO 8E COMPLETED BY APPLICANT OR EMPLOYEE ONLY

Appiicart o- I

Zmpiyea
Adcress I I L ] L ] I l ! I
Nuriper Ttrest Cty Sfate Zp Coze

NOTE: When salacling racial/ettini category, you must select only one of the boxes nembered 1 through 7. Femsle Tale ]
1 - Black or Al can Americar {Not Hisnani or Latnao) d 2—Hiurpanic of Late | 3 —Amarican indisr or &aska Mative (Mot Hepanic or Latire:
4 - Azian | Nct Hispanic o Larina) ad 5~ wWhae |Net Hispanic or Latino| | 6 =Mative Hawaiian oo Seher Paciflc s ander (M Hisga nic 2 Latins] ] I
7 = Two ar Mare Races (Mot Hisganic or Latiro] ] Cmabled L Wetaran Disazled vaseran Age: 40 & Over

FOR PERSONNEL USE ONLY

‘:)-ZDS‘T'T‘ ent ZWVisicn

Appragistion Account Ma, Py Grace Jositor Nz,

wvoertt  (Use this selection oo cutrer e pioyess wed 38 feguesticg a Cranye Lo treir s ograstic deskynalic )

Zronotion Trarsie: Hired Liar, #z Lige, Ma'ad Nt Cfared Refused ________

Foaizn for Astar

IntmrimamHS Saff Cate

RACIALIETHNIC CATEGORIES

1 - Black or African American (Not Hispanic er Lating) - A persan baving arigins in any of the biack racial groups of Africa.

1 - Hispanic or Latino - A perscn of Mexican, Puerto Rican, Cuban, Cerral or Soath American, or other Spacish calture or origin. regardless of
e,

3 - American Indian or Alaska Native (Not Hispanic or Latino) - & persca havicg origics in any of the origical peoples of North America and
Soath America (including Central America). and who maintains tribal affiliation or community attachmert

4 - Asian (Not Hispamic or Latino) - A persan having crigins in axy of the eriginal paoples of the Far East, Southeast Aziac, ar the Indian
subcontinent inchading for example, Cambedia, Chin, India, fapan. Korea, Malaysia, Pakistan. the Philippice Islards, Thailand, and
Vietmam

5 — White (Not Hispanic or Latino) - A persca having arigns in amy of the origical peoples of Europe, Narth Africa, or the Middle Fast.

6 —Native Bawsiian or Other Pacific Iskander (Not Hispauic or Latino} - A person kaving erigins in any of the erizinal paoples of Hawait,
Guam, Samoe. or other Pacific Llands.

T — Two or More Races (Not Hispanic or Latine) — A person who primarily ideantifies with two or mere of tke above mce CAIRECTIAS.

DISABIFD:

All pegsoms with a physical or menta] impairment that substantialiv limirs ore o more major life activities. Major life actrvities inchude, bat are
mee limired 1o, caring for oneself, performing marual wsks, seeing, baming, earing. sleeping, walking, standing, lifting bending speaking,
breathing, learning reading. concentrating. thirking, commaricating and weaking A majar life activity also includes the operation of a major
bodly fimetion, inchuding, but not limited to, finctions of the immmne system, noemal cel growth, digestive, bowel, bladder, pearologicat, brain,
resparatory, circulatery, endocrine, and reproductive farcticns. A history of such disability. or the belief on the part of others that a person has
such 3 disahility, whesker it is 50 or not, also is recogmized as a disability by the regalation.
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EQUAL OPPORTUNITY ADVISORY COMMITTEE GUIDELINES

MISSON:

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

1.

ESTABLISHING THE COMMITTEE:

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

B

6.

AEFFx AWEH> QTODNUOUAWRY QTMEONUAE» 0 YN —AO

. Agency head appoints the committee from a list of volunteers.
. Volunteers should include staff from:

. Each division of agency
. Various job levels
. Diverse group of employees; i.e. minorities, women, persons with disabilities, and veterans

. STRUCTURE:
. Terms of membership

. Elections of officers
. How many members

. Alternates
Sub-committees
Meetings

. Minutes

FUNCTIONS (ROLE):
. Advise — not perform

. Develop short-term objectives
. Identify areas of possible discrimination

. Assist the designee of the agency head with preparing the affirmative action plan

- Monitor the progress of the action goals and programs, if necessary, make recommendations to improve

Review monthly progress reports
. Issue a progress report to agency head quarterly

CHAIRPERSON (DUTIES):

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

SECRETARY (DUTIES)

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

AGENCY HEAD:

Should make a commitment that all recommendations will be reviewed and acknowledged
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7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:

Newsletter

Pay envelopes

Employee handbooks

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

bl i

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

For additional guidance and/or technical assistance, contact:

Cheryl A. Burrell, Associate Director
Department of Administration

Office of Diversity, Equity and Opportunity
One Capitol Hill

Providence, RI 02908

TEL # (401) 222-6397

Rhode Island Relay: 711

FAX # (401) 222-1453

Email: Cheryl.Burrell@doa.ri.gov

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

105 | Page



DIVERSITY ADVISORY COUNCIL GUIDELINES

MISSON:

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

1. ESTABLISHING THE COMMITTEE:

A. All employees should be informed of opportunities to serve on the council.

o]

. Agency head appoints the council from a list of volunteers.

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

O 0

. Volunteers should include staff from:

Each division of agency
. Various job levels
3. Diverse group of employees; i.e. senior leadership, minorities, women, persons with disabilities, and veterans

D=

N

STRUCTURE:

. Terms of membership
. Elections of officers

. How many members

. Alternates
Sub-committees

. Meetings

. Minutes

QmmyuA®m»

3. FUNCTIONS (ROLE):

. Advise — not perform

- Leverage diversity to improve employee and organizational performance

. Link diversity strategy with the department’s/agency’s business strategy

. Develop metrics to measure progress

. Develop short- and long-term plans for advancing the goals of diversity and inclusion

monQwp

n

. CHAIRPERSON (DUTIES):

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

0wy
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5. SECRETARY (DUTIES)

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

6. AGENCY HEAD:

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

For additional guidance and/or technical assistance, contact:

Sabina Matos, Chief Program Development
Department of Administration

Office of Diversity, Equity and Opportunity
Human Resources Outreach and Diversity Office
One Capitol Hill

Providence, RI 02908-5865

TEL # (401) 222-5813

Rhode Island Relay: 711

Email: Sabina.Matos@doa.ri.gov

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

Department of Administration

Office of Diversity, Equity and Opportunity
State Equal Opportunity Office

One Capitol Hill

Providence, RI 02908

TEL # (401) 222-3090

FAX # (401) 222-2490

RI Commission for Human Rights
180 Westminster St. Ste. 3
Providence, RI 02903-1918

TEL # (401) 222-2661/ Voice

TDD # (401) 222-2664

FAX # (401) 222-2616

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

Washington, D.C. 20507

TEL # (202) 663-4900/ Voice

TDD # (800) 800-3302

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

Department of Justice

Office of the Americans with Disabilities Act
Civil Rights Division

P.O. Box 66118

Washington, D.C. 20035-6118

TEL # (202) 514-0301/ Voice

TDD # (202) 514-0381

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