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AGENCY ORGANIZATION AND STRUCTURE

The Department of Labor and Training (DLT) was established in 1986, pursuant to R. 1. Gen.
Laws §§ 42-16.1-1 et. seq. DLT is headquartered at Center General Complex, 1511 Ponliac
Avenue, Cranston, Rl The Department’'s primary responsibility is the protection and
advancement of Rhode Island's workforce. DLT helps connect people with meaningful
employment through netWORKri Centers when they are unemploved, underemployed, or siraply
want to change careers, DLT provides income support through the Unemployment Insurance,
Temporary Disability, Police and Fire Relief Fund and Worker's Compensation programs to assist
workers during difficult periods. The Department's goal is to facilitate a rapid return to work
and to help Rhode Island employer's remain competitive. Another function of the Department is
to protect workers by enforcing rigorous safety regulations and to monitor wage standards and
employment practices,

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

Additional information may be found on the Department's website at http://iwww.dit.ri.gov/.

BRIEF QUTLINE OF AGENCY UNITS

Income Support

Unemployment Insurance (U} - provides temporary support to workers who lose their jobs
through no fault of their own. Ciaims are filed by teiephone by contacting the Ut Call Center.

Temporary Disability Insurance (TD!) — provides income support to eligible workers who
sustain a wage loss resulting from a non-work related iliness or injury,

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

Police & Fire Relief Fund - if a police officer or firefighter, crash rescue person or correctional officer
receive a total disabiing injury or dies in the petformance of their duty, the Police and Fire Unit
offers financial support fo them and their dependents by providing a monthly annuity and/or tuition
reimburserment at any Rhode Island Colege or university.



Workers' Compensation

Provides benefits to workers injured on the job. The division monitors procedures
and payments made by insurance carriers to employees as well as collecting and
disseminating statistical data, responding to compliance/fraud issues and conducting
educational and procetural seminars.

Rehabiiitation Center — the John E. Donley Rehabilitation Center, located in Providence,
provides broad-based rehabilitation programs for individuals in the Workers' Compensation
system, including evaluations, therapy, counseling and vocational services.

Workforce Development

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

nefVORKri - One Stop Career Centers — Employers, iob seekers and those with special needs
can visitany one of the netWORKri Career Centers throughout the state and receive seamiess
and comprehensive services. These career centers throughout the state provide a full range
of employment and training services to both job seekers and employers at no charge.
Services are located in Pawtucket, Providence, Wakefield, West Warwick and
Woonsocket. netWORK is an innovative partnership of professional, labor, training,
education, and economic development organizations. The Departmeni of Labor is the
primary partner offering employment services in each center.

Executive

The Marketing/Communications Unit, is responsible for the Depariment's internal and
external communications such as news releases, advertising, and promotion.

Workforce Partnership of Greater Ri

This division is the federally mandated Workforce Investment Board (VVIB) for 37 of Rhade
Island’s 39 cities and towns. lt direcis and oversees a variety of federal and state workforce
development activities throughout the region.



Governor's Workforce Board

The Board serves as the federally mandated State Workforce Board and incorporates
the role of the Rl Human Resource Investment Counct to drive the development of policies
and systems to ensure alignment of all Rl's workforce and economic development retated
programs and services, The Board develops Rl's Statewide Job Training Plan, administers
the Job Development Fund and creates strategic priorities built on short and long term goals
with measurable outcomes. It s the primary advisor to the Governor in all matters related to
the Sfate's workforce development strategies.

Labor Market Information

The Labor Market Information (LM} Unit is the central state resource for the collection,
analysis, and dissemination of information pertaining to the Rhode lsland labor market, LM
is responsible for a wide range of labor market analysis and research invotving industry
trends, occupational projections, wage rates, iabor force movements, poputation shifts, and
demographics,

LM operates six federalfstate programs in cooperation with the Bureau of Labor Statistics
(BLS). These “data collection programs include: Local Area Unemployment Statistics
(LAUS), Occupational Employment Statistics (OES), Current Employment Statistics
(CES), Quarterly Census of Employment & Wages (QCEW), Mass Layoff Statistics
(MLS), and Occupational Safety and Health (OSH). The information gathered from
these programs is the basis for most LMi products, LMI also extracts statistical information
frem Unemployment Insurance and Temporary Disability Insurance administrative records to
assembie reports on the diverse activities of the Department.

Workforce Regulation and Safety

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

Cccupational Safety and Health - enforces health and safety standards for all state
agencies, public buildings, and city and town educational facilities and imposes
standardized measures as established by the federal government.

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

Business Affairs

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



Office of Leqgal Services

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

The Legal Office acts as Deparimental Hearing Officers in matters refating to labor
standards, prevailling wage and employee grievance hearings. The Legal Office also
represents the Dapartment in the following areas: motions to quash fited when
subpoenas for Department records are served; objections to court ordered counsel fees; appeals
to the District Court from the Board of Review,; and, appeals under the APA,

Labor Relations Board

Makes bargaining unit determinations for public sector employees presently unionized or seexing
tc be unionized, oversees collective bargaining elections, and investigates and resoives charges
of unfair iabor practices.

Board of Review

Hears and renders decisions on appeals arising from the Department of Labor & Training
{DLT}, Unemployment Compensation and Temporary Disability Insurance divisions, and
from empioyers on certain contested tax status issuas.

Human Resources. (Part of General Government Service Center, Department of
Administration)

Responsible for employee relations, labor relations, payroli, staff development and training
programs.

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

Information Services Department ~— (Part of DOIT —— Department of Administration)

The information Systems Division develops and maintains the applications and
implements the technologies to support all the business units and their functions
mentioned above. This includes systems design, programming, maintenance and support.
Mainframe, mid-range, server and desktop hardware platforms are installed, operated and
maintained. Network administration and security functions are also supported. This
includes; email, internet and secure data transfers.



DEPARTMENT OF LABOR AND TRAINING [

ORGANIZATIONAL CHART Scott R, Jensen
2015 Director DLT e e o — - T i B e - 1
{948KF) ! ] { {
e Nancy Olson Rick Brooks Robyn Golden ‘ (‘hﬁ;?:;hﬂr
N R CRBEEE N Greater Workforce Executive Director Labor Relations | Board of Review
A—_———] Board of Rt (835A) GWB (833A) Board (8334) ) (B37A)
o ' Lisa C. D'Agostino
Mamew _eiﬂon Michaet Healy David Trembiay Deputy Di?ector } j
ASES?T Dsfredo( _____ Chief Public Afiairs Administealor 144A Lon Mclionough Maryann Madonna
\egisiation Feciities Officer { DLT) State workforea ( ) Chief implementation ’ ry;a !
ety Farit (138a) nsstmen: Office (1254) Aide Chiet Impiementation
e (12843 Alde (128A)
I i C ] [ 1 [ i 1
L’:‘:‘ ihleezg; Danna Murray Jaseph Degan Robert Langlais Sue Chomka Maithew Caray Diane Gagne ** Robert Genest s F
Deputy gmcnnei Assistant Direclor Assistant Director Assistant Director Assistant Director Assistant Director Assistant Director Assistant Director ean g:ntes |
Administrator Labor Market Labor Frograms Income Support Warkforcs Workers’ Business Affairs tnformation Tech Executlggeg Aaunse
I || tarormatian 13043 (1404) A1 Development (130A)] || Compensation (1404 (144A) (141A) (839A)
] N I . ] B | ] o —
*Office of Human Labor Market Prevalling LaborfExchange Workers’ . Operations &
Resources L Information L1 Wage & = g::ffi | Wagner Peyser Compensatien/ - Bx;‘g;;'s 4 Technology Lo Legal
Apprenticeship g Admin Fund Support
L] Dislocated
Professional Unemployment Workers/hdults Fraud Applicati
au ications
- Reguiation lnsutance Veteran's Prevention L Mg’;ﬁi::nt T Development
Senvicas
Labor | Self
7} Standards Fraug | | Foreign Labor/ 1 insurance
Migrant Cert.
| | Occupational | Police J Claims/Data
Safoly & Fire - RIWORKS Coliection
Temporary etWORKsY/
—  Disability 1 Loeat Office John E. Donley
Insurance Structure Rehabiiitation
Center
Call Business
[" Center —  Workforce
Center - Edueation
Central L HSEW
Adjudication |_| Court/Advisory
- Councii Ligison
|| SCSEP/Senior : L
Banaii Employment * DOA Centralization
—1 Accuracy
Measucement **Migrant Seaconal Farm Worker
L *WOTC &
¥** Work Opportunity Tax credit
L Trade




*This page intentionally left biank™



PLAN ADMINISTRATION

DEPARTMENT OF LABOR AND TRAINING’S STATEMENT OF POLICY ON
EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

i is the policy of this department to promote fair and equitable freatment of all
employees and appiicants, and to fully comply with federail and state legislation and
executive arders. Therefore, the Department wiil strive to ensure that aill employees
adhere 1o the foltowing directives.

The Department supports affirmative action and equal opportunity,

The Department pledges that it will post ai vacancies, including

transfers, and will recruit, hire, train, and promote persons in all job classifications
withottt regard to race, color, sex, religion, sexual orentation, gender identity or

' expression, age, nationat origin, disabiiity, or veteran status.

All employees and applicants have a right fo equal opportunity in all terms, conditions, or
privieges of employment, including but not fimited to: recruitment, hiring, certification,
appointments, working conditions, work assignments, promaiions, benefits, compensation,
training, fransfers, laycffs, recall fram layoffs, disciplinary actions, terminations, demaolions, or
requeasis 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 Departrment is committed to employ gualified members of both protected and non-protected
groups.

All empioyees have a right to a workplace free from harassment by supervisors or coworkers
based on race, color, sex, sexual crientation, gender identity or expression,
religion, nationat origin, age, disability or any other protected status.

Harassment is defined as verbal or physical conduct, interfering with an individual's work
petformance or creating an Intimidating, hostile, or offensive working environment.

Sexual harassment includes unwanted verbal or physical conduct of a sexuai nature as
weil as sexual advances or requests for sexual favors. Any form of harassment is uniawful,
iowers the morale and efficiency of the empioyees, and will absoiutely not be

tolerated,

Employees and applicants have a right to reasonable accommodations based on disability.
Such accommodations include but are not émited {o, making faciiities accesslble, job
restructuring, and acquisition of special equipment. The Americans with Disabilities Act/504
Coorginator for the Departiment is Angelyne E. Cooper, Esq.

The Department is committed 1o identifying and eliminating past and present effects of
discrimination in empioyment. In arder to achieve this, we will identify those classes of
individuals which are underrepresented in our workforce, set goals and timetabtes for
increasing our employment of those underrepresented groups, and implement an Affirmative
Aclion Plan of outreach, recruitment, training, and other simitarly designed
Drograms.
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The Human Resources Administrator is respansibie for ensuring that the program is
coordinated within the Department.

As the Director of the Diepartment, [ assume the responsibility for
ensuring that th% equal opportunity palicy will be carried oul within the Department,

i
J f
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BY-LAWS
EQUAL OPPORTUNITY ADVISORY COMMITTEE
RI DEPARTMENT OF LABOR AND TRAINING

e A AR AP A el st
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ARTICLE 1
NAME

This organization shall be known as the Equal Opportunity Advisory Committee of the
Department of L.abor and Training, hersinafter referred o as the Committee.

ARTICLE R
PURPOSE

The Commitiee shall monifor issues and concerns relating to the presentation and
implementation of the Affirmative Action Plan of the Department of Labor and Training and o advise
the Director of the Department of Labor and Training accordingly. Such issues and concerns shalf
inchude, but no necessarily be limited to:

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

b} achieving equality of cpportunity and due pracess in recruiting, hiring, training,
promoting, transferring and terminating employees;

¢} achieving employse equity in entiflement to benefits and educational incentives.

Section 1.
Section 2,

Section 3.

Section 4.

Section 1.

Section 2.

Section 1.

ARTICLE ll
ORGANIZATION

The Commitiee shall be composed of the general membership and the officers.
The officers shall consist of the chalr, vice-chalr, and the secretary.

The general membership shali consist of not less than nine {8} nor mare than
twenty (20) members, not including the officers.

Cne union representative will be appointed as a nonwvoting member, but shatll not
be counted among the general membership.

ARTICLE IV
SELECTION OF THE GENERAL MEMBERSHIP

Applicants for general membership on the Committee shali be recruited annually

in September/October from department employees as necessary to maintain
required membership humbers promote membership diversity, and ensure
operational effectiveness.

Applicants shall be interviewed by the officers, who shall designate from the pool
of applicants a list of eligibles for general membership o be drawn from in fifling
vacancies,

Applicants designated to the list of eligibles shall remain active on the list for two
years.



Section 4.

Section 1,

Section 2.

Section 3.

Section 4,

Section 5.

General members shall be appointed to the Committee from the list of eligible
candidates by the director with the advice of the chair, Such appointments shall
be made in accordance with the objectives of maintaining Committee
membership at the required numbers, promoting membership diversity and
ensuring operational effectiveness.

ARTICLE V
GENERAL MEMBERSHIP TERM OF SERVICE

Each general member shall serve a minimum term of three consecutive years
provided the member remains in good standing throughout such term. The
minimurm term will begin September 1 following the date of selection and will end
August 31 three years hence.

Following expiration of the minimum term, the general member may serve
renewable one-year ferms subject to annual appointment by majority consensus
of the officers, who shall make such appointments to with ensure the operational
effectiveness and membership diversity of the Committee,

General members who leave the Committee in good standing may reapply for
membership during the next recrutment cycie.

in the event a general member does not complete their term, a replacement shall
be appointed by the director with the advice of the Chair from the active list of
designated elfigible applicants. Time served by the replacement general member
dutring their first year shaill be considered as a full year fowards the three-year
minimum term if the replacement is installed during September through February
inclusive. Installations taking place during March through August, inclusive, shall
not be considered part of the three-year minimum term.

A general member may be discharged from service on the Committee at any
time for good cause by majority consensus of the officers, which majority shall
include the chair.

ARTICLE V1
DUTIES OF THE GENERAL MEMBERSHIP

Each member shall:

Section L

Section 2.
Section 3.

Section 4.

Be responsible for atiending all Committee and assigned subcommittee
meetings, with notice to the chair if unabie to be present. A pattern of absences
that is detrimental to the effectiveness of the Committee may result in discharge
in accordance with Article V, Section 5.

Act as liaison between department employees and the Commitiee.
be knowledgeable about the department's Affirmative Action Plan and required
reporis.

Work with due diligence toward achieving the purpose of the Committee as
stated in Article Y.
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ARTICLE VI1I
WITHDRAWAL FROM THE COMMITTEE

A general member may withdraw from the Committee by submitting a letter of resignation to the

chair,

Section 1.

Section 2.

Section 3.

Section 4.

Section 5.

Section 1,

Section 2.
Section 3.

Section 4.

Section 1.
Section 2,

Sectlon 3.

ARTICLE VIII
TERMS OF OFFICE

The offices of chair, vice-chair and secretary shall operate in cycles of two-year
terms,

Each term shall begin in September immediately following the election of officers
and shall end on August 315 two years hence.

Any officer who does not complete their term of office shall be replaced for the
remzinder of their term in accordance with Article Xl

Officers shail hold office untit 2 successor is duly elected or a replacement Is
designated in accordance with the provistons of Articie X and/or Articte XTI as
applicable to the circumstances of the succession.

Time served as an officer shall not be counted as generai membership time. An
officer feaving office is good standing shall assume the status of annual
renewable general membership.

ARTICLE IX
DUTIES OF OFFICERS

The chair shall: a) prepare the agenda for Committee meetings; b) preside at all

Commitiee meetings; <) transmit Committee recommendations to the department
director; and d) appoint subcommitiees, designate their chairs, and assign
members to them as necessary.

The vice-chair shall preside at Committee meetings in the absence of the chair,

The secretary shail record and distribute the minutes of each Committee meeting
to sach member.

Officers may assume additional duties as necessary to the operation of the
Committee,

ARTICLE X
ELECTION OF OFFICERS

During the August meeting of each odd numbered year, the Chairperson will
notify the committee of nomination and election of officers.

Norminations for office shall be accepted and voted upon during the September
meetings of each odd numbered vear.

The election shall be by secret ballot.

11



Section 4,

Section 6.
Saction 6.

Section 1.
Section 2,

Section 3.

Section 4.

Section 1.

Section 2.
Saction 3.

Section 4.

Section 1.

Section 2.

Section 3.
Section 4.

At least two-thirds of the full Committee shall be present to constitute an election
quorum. If an election quorum is not present, a special election meeling shall be
held on the next date on which an election quorum shall be present.

A plurality of the vole shall decide each alection.

The chair shall not vote in any election of officers uniess the resuit is a tie, in
which case the chair shali render the deciding vole.

ARTICLE X1
REPLACEMENT OF OFFICERS
If the office of chair becomes vacant, the vice-chair shall succeed to chair,

if the office of vice-chair becomes vacant, the secretary shall succeed to vice-
chair.

if the office of secretary becomes vacant, a special election meeting shall be heid
to fill that office on the next date on which an election qucrum shail be present.
Such special elections shall be conducted according to Sections 3 through 6 of
Article X.

Replacement of the chair and/or vice-chair shali be effective immediately upon
office vacancy,; replacernent of the secretary shall be effective irmmediately upon
election of a successor.

ARTICLE XII
REMOVAL FROM OFFICE

The Committee may elect, at any regularly scheduled meeting at which an
election quorum of at least two-thirds of the full Commitiee is present, to remove
an officer from office.

The removat shall be by secret baliot,

Removal from office shail require that a majority of those present votes
affirmatively.

if there is a tie vote, the officer shall remain in office.

ARTICLE XIXI
COMMITTEE MEETINGS

The Committee shall meet on the first Wednesday of each month unless
otherwise stipulated.

One-third of the full Committee shall constitute a general business quorum for

purposes of conducting regular Committee business other than election or
remaoval of officers an enactment or amendment of by-faws, which shall require
an election quorum of two-thirds of the full Committee.

Minutes shall be kept of each Committee meeting.

Cancellation of any Committee meeting for good cause shal be the prerogative
of the Chair.
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ARTICLE XIV
ENACTMENT AND AMENDMENT GF BYLAWS

Section 1. These by-laws and amendments thereto, are effective upon approval of a two-
thirds majority in the presence of an election quorum of two-thirds of the fuli
Committee,

Section 2. Any group consisting of at least one-third of the Committee may petition to
amend the bylaws. Petitioners shall submit in writing to the chair their reasons
for seeking amendment, the proposed amended language.

Section 3.  The chair shall appoint a bylaws subcommittee, which shall, within one month of
its appointment, formudate recommendations for presentation to the full
Committee at the next subseruent regularly scheduled Cormmittee mesting. The
by-laws subcommittee may support or reject the proposed petitioners'
amendment(s} or itself submit proposed amendments to address the issues
raised by the petitioners.

Section4, The full Committes shall consider the proposed amendment(s) of the petitioners
and the recommendations of the by-laws subcommittee and shall vote on each
amendment proposal before it according to Section 1 of this Article,
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DLT - EEO/AFFIRMATIVE ACTION ADVISORY

COMMITTEE MEMBERS - 2015

Sandra Miller-Becton -- Chairperson -- African-American

E&T Manager
income Support

1511 Pontiac Avenue
Cranston, Rl 02920

Linda Prince ~ Vice-Chair — African-American

Senior Research Technician
Labor Market Information
1511 Pontiac Avenue
Cranston, R{ 02820

Ana Crimmins -- Porfuguese

Benefit Claims Specialist

Income Support -- Overpayment Unit
1511 Pontiac Avenue

Cranston, R} 02920

Carlos Tillett — Hispanic
Investigator

income Support — Fraud Unit
1511 Pontiac Avenue
Cranston, RI 02920

Daniel Brown -- African-American
Chief implementation Aide
Governor's Workforce Board

1511 Pontiac Avenue
Cranston, R1 02920

Gail 1. Rezendes - African-American
Clerk Secretary -- Professional Regulation
1511 Pontiac Avenue

Cranston, R} 02920

Lauren Moses ~ Caucasian
Program Analyst

Workforce Partnership of Greater Rl
1511 Pontiac Avenue

Cranston, R} 02820

J. Jack Andrade, TSC -- Cape Verdean

Local Veterans Employment Representative (LVER)
Veterans Services Unit

1511 Pontiac Avenue

Cranston, Rl 02920

Patricia Vespia -- Caucasian
Benefit Claims Specialist

Income Support — Central Adj. Unit
1511 Pontiac Avenue

Cranston, Ri 02820

Deanne McNeill -- African-American
Sr. Word Processing Typist
Workers' Compensation — Donley Center

249 Blackstone Boulevard
Providence, Rl 02906

Victoria Alves Sajabert -- African-American
Benefit Ciaims Specialist

income Support -- TD!

1511 Pontiac Avenue

Cranston, Rl 02920
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DIVIS!ION HEADS, SUPERVISORS, HUMAN RESOURCES LIAISON

Mission: To assist the Agency's Diversity Liaison in implementing the Affirmative Action Plan
whenever the opportunity presents; to recommend changes which will enhance the Agency's
Plan; to be responsive to any special concerns of minority, female, and disabled employees.

Functions:

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

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

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

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

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

6. Be knowledgeable of employee discipline procedures and philosophy.

16



Diversity Liaison/EQ Officer:

Angelyne E. Cooper, Esq.
RI Department of Labor and Training
1511 Pontiac Avenue
Cranston, Rl 02820

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

Functions:

1.  Develop a positive plan for the accomplishment of the agency's Equal Employment
Opportunities in hiring, retention and promotion of minority, handicapped and female
employees.

2, Promote the elimination of discriminatory employment practices through programs
designed to familiarize employers with Equal Employment Opportunity requirements
and the principles of Merit System employment; that is, employment without regard to
race, creed, color, sex, age, national origin, disability status or religious affiliation.

3. Serve as the focal point for alf Equat Opportunity activity regarding service to clients.

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

5.  Develop and conduct Equal Opportunity training for agency staff in order to promote a fuller
understanding of the meaning and implications of Titles VI and V1.
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Americans with Disabilities Act/504 Coordinator:

Angelyne E. Cooper, Esqg.
R! Department of Labor and Training
1511 Pontiac Avenue
Cransion, Ri 02920

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

Functions:
1. Be knowledgeable of the provisions of the ADA;

2. Conduct studies of all DLT physical facilities and evaluate for compliance;

3. Recommend changes to comply with the Act;

4. Maintain a schedule of construction changes and needs;

5. Aftend periodic meetings to keep current on ADA provisions and necessary
actions.

Dissemination of Plan and Policy:

Internally, a copy of the Affirmative Action Policy wilt be posted in the Office of Human Resources and
available for distribution. All policies, procedures, grievance procedures, posters on equal opportunity,
sexual harassment, unbiased work environment, veterans and the disabled will be posted on alt bulietin
boards throughout the Department. All Executive Orders pertaining to equal appertunity and vacancy
notices will also be posted for all employees.

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

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

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

b. All new employees wili be notified of the Equal Opportunity policies at the time of hire.
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The Equal Opportunity Advisory Committee will assist in the communication of this
program and help in the dissemination of information.

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

. A copy of the plan will be distributed to all supervisors and to any employee (for
review) upon request.
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AMERICANS WITH DISABILITIES ACT GRIEVANCE PROCEDURE

The Department of Labor and Training has adopted an internal grievance procedure providing for

prompt and equitable resolution of complaints alleging any action prohibited by the Americans
with Disabilities Act.

Complaints should be addressed fo:

Angelyne E. Cooper, Esq.
Department of Labor and Training
1511 Pontiac Avenue
Cranston, RI 02820

Ms. Cooper has been designated to coordinate ADA compliance efforts.

Aggrieved individuals may file a complaint as follows:

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

2. A compiaint should be filed within five (5) days after the complainant becomes aware of
the alleged violation(s).

3. Aninvestigation, as may be appropriate, will folfow a fifing of complaint. Angelyne E. Cooper,
Esg., will conduct the investigation. These rules contemplate informal but thorough
investigation affording all interested persons and their representatives, if any, an
opportunity to submit evidence relevant to a complaint.

4. A written determination as to the validity of the complaint and a description of the
resolution, if any, will be issued by the Director and a copy forwarded to the
complainant no later than thirty {30) days after conclusion of the investigation.

5. The ADA Coordinator will maintain the files and records relating to the
complaints filed.
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504 GRIEVANCE PROCEDURE

The Department of Labor and Training has adopted an internal grievance procedure providing for
prompt and equitable resolution of complaints alleging any action prohibited by 504.

Complaints should be addressed to:

Angelyne E. Cooper, Esqg.
Department of Labor and Training
1511 Pontiac Avenue
Cranston, Ri 02920

Ms. Cooper has been designated to coordinate 504 compliance efforts for the department. Aggrieved
individuals may file a complaint as follows:
1. A complaint should be filed in writing or verbally, containing the name and address of the
person filing it, and briefly describe the alleged violation(s) of the regulation.

2. A complaint should be filed within five (5) days after the complainant becomes aware of
the afleged violation(s).

3. Aninvestigation, as may be appropriate, will follow a filing of complaint. Angelyne E. Cooper,
Esg. will conduct the investigation. These rules contemplate informal but thorough
investigation affording all interested persons and their representatives, if any, an opportunity
to submit evidence relevant to a complaint.

4. A written determination as to the validity of the complaint and a description of the
resolution, if any, will be issued by Angelyne E. Cooper, Esg. and a copy forwarded to the
complainant no later than thirty (30) days after conciusion of the investigation.

5. The 504 Coordinator will maintain the files and records relating to the complaints filed.
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POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Depariment fully endorses and cooperates with the State Equal Opportunity Office’s grievance
procedure which provides for prompt and fair resclution of complaints alleging discrimination in any
area of employment on the basis of race, colot, sex, religion, age, nationat origin, sexual orientation,
gender identity or expression or disability. You may contact the State Equal Opportunity Office for
further information at 222-3090.

i /?//;’//fi“\
Scott ¥ Jens /i / Date

Direglor, Daﬁment of Labor and Training
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POLICY ON SERVICE DELIVERY

The Department is committed to providing fair, courteous, and equitable service to the
pubiic. The Department will make every effort to provide interpretive services to the non-
English speaking public. As per Rhode Island General Law 28-5.1 of the State of Rhode
Island, all Divisions of the Department shall render services to all persons without
discrimination based on race, color, religion, sex, age, nationatl crigin, 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 doliar is spent.

If any person feels that he/she has been discriminated against, he/she may contact the
Office of Personnetl Administration/State Equal Opportunity Office, One Capitol Hil,
Providence, Rhog€ Island 02908-5865. The telephone number is 222-3080.

— Y —

Date

ScottR. Jengén
Disgfctor, Départrment of Labor and Training
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POLICY ON CONTRACTS

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

2l
/ 7

?ﬁt R. Jefféen Date
irector, Bepartment of Labor and Training
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POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES
AND VETERANS

The Department of Labor and Training is fully committed to meet the specialized affirmative
action requirements to employ and advance individuals with disabilities and veterans in
accordance with the Americans with Disabilities Act of 1990, Rl Generai Law 28-5.1,
Executive Order 92-2 and the Vietnam Era Veterans Readjustment Act of 1974.

It s the policy and practice of the Department to provide equal opportunity for every
employee. The Department encourages qualified individuals with disabilities, disabled
veterans and qualified veterans to participate fully in alt 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 disahilities and covered veterans.

Angelyne E. Cooper, Esq. is designated as the 504 Coordinator for the Department. This
entails coordination of all divisions in the implementation of alt 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.

e 12/l

ScoirR. Jeﬂsen Date
Difector, Department of Labor and Training
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COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELIGION OR NATIONAL ORIGIN

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

(2] //‘//{,)f-\

ate
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

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

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

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

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

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

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

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

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

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

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

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

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

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

a(?t(R, Jeflsen Date
fector, Pepartment of Labor and Training
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THE POLICY

It is the policy of the Department of Labor and Training to maintain a working
environment that is free from sexual harassment.

It shall be a violation of this policy for any employee of the Department of Labor and
Training to harass another employee through conduct or communications of a sexual
nature as defined herein.

DEFINITION

Sexual harassment shall consist of unwelcome sexuai advances, requests for sexual favors,
and other inappropriate verbal or physical conduct of a sexual nature when made by an
employee:
1.  Submission to such conduct is made either explicitly or
implicitly a
term or condition of an individual's employment, or when:

2. Submission to or rejection of such conduct by an individual is
used
as the basis for employment decisions affecting that
individua, or when:

3. Such conduct has the purpose or effect of substantially
interfering
with an individual's work performance or creating an
intimidating, hostite, or offensive working environment.

Sexual harassment, may include but is not limited to, the following:
1. pressure for sexual activity,

2. repeated remarks to a person, with sexual or demanding
impiications,

3. unwelcome touching,

4. suggested or demanding sexual involvement accompanied
by imptied or explicit threats concerning one's work, etc.

PRCCEDURES

Any person who alleges sexual harassment by any employee in the Department of Labor
and Training may use the procedure detailed in the employee handbook or may complain
directly to his or her immediate supervisor or Human Resource Personnel. Filing of a
grievance or reporting sexual harassment wili not reflect upon the individual's status, nor will it
affect future employment or work assignments.

The right to confidentiality, both for the complainant and the accused, will

be consistent with the Department of Labor legal obligations, and with the necessity to
investigate alfegations of misconduct and to take corrective action when this conduct has
occurred.
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SANCTIONS

A substantiated charge against an employee in the Department of Laber and Training shall
subject such employee to disciplinary action, including discharge.

NOTIFICATION
Notice of this policy will be circulated to all faciiities and departments of the Department of
Labor and Training on an annual basis, and incorporated in the employee handbook. Training

sessions on this policy and the prevention of sexual harassment shall be held for employees
and become part of our new employee orientation program.
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JOB GROUP ANALYSIS

SUMMARY
Agency: Labor & Training DATE: July 1, 2014 thru June 30, 2015
Male Femaie
EEO Job Categories Em";?;ies Mi;gﬁ:;es D; gg;d ' V;Zf;'n < Jg::; white | Biack Hispanic 155%2; 1?;%%? F:ﬂ‘ﬁiﬁ wmze | F!Iéck Hispanic IEE%E :Ez%zn
Officais/Managers/Administrators 37 . 19 1 0 0 0 16 15 1 0 0 0
Professionals 85 6 8 1 0 161 129 12 16 4 0
Faculty 0 0 0 0 0 0 0 0 0 0 0
Technicians (2 0 0 0 12 9 0 3 0 0
Protective Services 0 0 0 o 0 0 0 0 o 0 ]
Para-Professionals 28 5 2 1 1 61 40 7 12 1 1
Administrative Support 4 0 0 0 0 17 13 3 1 0 0
Skilied Craft 1 0 0 0 0 0 0 0 0 0 0
Service Maintenance 0 0 0 0 0 0 0 0 0 0 0
' Percentages by Category: T2081% | 2.16% || 337% || 3558%|29.57%] 3.13% || 240% || 0.48% || 0.24% |[64.18%] 49 52%] 5.05% | 7.69% |[ 1.20% | 0.24% |

Black B17%

Hispanic 10.10%

American Indian 0.48%

Asian Pacific =~ 1.68%




JOB GROUP ANALYSIS

EEQ JOB Category  Officals Managers & Administrators DATE: _July 1, 2014 thru June 30, 2015
Maie Female
TOTAL Astan/ || Ametican Asiand | American
JOB TITLE GRADE EM;&;?"EES MINORITIE D:sg;?'én veizg\\;:s ;D;‘: White || Black || Hispanic | Pacific | moian Fz::a Whita || Black || Hispanic §f Paciic | tncian
s Islander || Alaskan Istander || Alaskan
CEa 1 1 1
ADMIN L ABOR RELATIONS BOARD - )
s 1 1 1
ADMIN; FINANCIAL MANAGEMENT R
a3 3 3
ADMIN; OPERATIONS MANAGEMENT R
:':13?.'.-” 1 1 1
ADMINISTATOR FINANCIAL MGMT .
- 1 1
ASSISTANT ADMINISTRATOR OF VOC REHAB p
ASSITANT CHIEF OF PLANNING S
G 1 1 1
ASST ADMINISTRATOR REHBAB UNIT R
ST 1 1
ASST DIR DLT (WRKFRCE REG & SF L _' -
Ciiar 1 1 1
ASST DIR FIN & CONTRCT MGMT Sube
ASST DIR FOR EMP & TRN SRV-DLT T 2 1 2 1 1
T 1 10
ASST DIR LBR MKT INFO/MGMT 5VS T
138 1 1 1
ASST DIR PLAN & PROG DEV (DLT) et
1 1 1
CHAIRPERSCN MBR OF BD OF REV
1 1 1
CHAIRFERSON; LABOR REL BOARD
1 1 1
CHF INVEST W/C-FRAUD PREV UNIT
e 1 1 1
CHF PUBLIC AFFAIRS OFFICER  {DLT) :
440" 1 1 1
CHIEF ADMINISTRATOR: REH & ED s
Z2 2 2
CHIEF DATA OPERATIONS
CHIEF PROGRAM DEVELOPMENT 1
1 1 1

CHIEF REFEREE - BD OF REVIEW




JOB GROUP ANALYSIS

EEC JOB Category _ Officals Managers & Adminisirators DATE: July 1, 2014 thru June 30, 2015
Male Female
TOTAL I Asianf § American Asian/ || American
TOTAL ToTAL || TOTAL | Total ) - 2 i Tatal _ 0
JOB TITLE GRADE || pianr oveEs MiNOSRITIE pisagLEDl vETERANS] Male || White Black || Hispanic a::ﬂ:( ;:;c;n::n Famate White Black | Hispanic ;;::;2;— ;:;t;a;n
TS 1 1
DEPUTY DIRECTOR {DLT) - -
1 1 1
DIRECTOR; DEPT OF LBR & TRNG
1 1
EXECUTIVE COUNSEL
EXECUTIVE DIRECTOR, GWB
1 1
LABOR RELATIONS BOARD MEMBER
2
MEMBER; BOARD OF REVIEW (ES)
1 1 1
SUPERVISING DLT BUSINESS OFFIC
SUPERVISOR VOCATIONAL COUNSLR 1 ! !
SUBTOTAL 0 16418 1 0
f PERCENTAGES BY CATEGCRY: [ 6.25% | 0.00% || 6.25% ||62.50%)55.38%] 3.13% ]| 0.00% ]| 0.00% || 0.00% [ 50.00%] 46.88%] 3.13% || 0.00% || 0.00% |l 0.00% ||
Biack 6.25%
Hispanic 6.26%
American Indian 0.00%

Asian Pacific 0.00%




JOB GROUP ANALYSIS

EEO JOB Category Professionals DATE: Julv 1. 2014 thru June 30, 2015
Male Female
JOB TITLE GRADE EJQ.E{LEE er:g:a'lt‘\rﬁizs DISOAE&P vs??z;il-ns o wnite | macc { Hispanic igé;iir j::::j;:in pota o whie  Biack ] Hispanic IEEE&{ 1T££n
BENEFIT CLAIMS SPECIALIST 23 | 51 120 12 5 4 3 41 26 4 8 3
BUSINESS SERVICES SPECIALIST 224 . 1 5 5 7 g i
CHF HOISTING ENGINEER INVEST 328 2 2
CHF LIC EXAM DIV OF COM LIC RG 333 2 2
CHF PiMB INV (BD OF PLMB EXAM) 330 2 2
CHIEF OF LABOR & TRNG QOPER 134 2 2 1 1 5 4 %
CHIEF OF RESEARCH AND ANALYSIS 134 1 1
CHIEF PREVAILING WAGE INVESTIG 330 2 2
COMPENSATION CLAIMS ANALYST 322 3 3
COORD EMPLOY & TRNG PGRMS 131 4 3 1 2 11 g 1 1
COORD OF £ & T PROGRAMS 131 1 1 1 1
COORD OF U.I. PROGRAMS 131 1 1
DLT BUSINESS QFFICER 321 2 Z
EDUCATION UNIT REPRESENTATIVE - 326 1 1
EMPLOYMENT & TRAINING MANAGER 126 1 2 1 1 <] 9
EMELOYMENT & TRNG ADMINISTRATOY 135 2 2 4 4
FISCAL MANAGEMENT OFFICER 826 1 1 2 2
FRAUD & OVERPAYMENT INVESTIGTR || 523 3 4 2 2 1 1




EEO JORB Category

Professionals

JOB GROUP ANALYSIS

July 1, 2014 thry June 30, 2015

Male

Female

JOB TITLE GRADE DKLOAEE;D Ve o white § Black  Hispanic %:::a;;i‘aé{ el white | Biack | Hispanic . ISS%E
INVEST W/C FRAUD PREV UNIT B30 A
LABOR BOARD CASE AGENT 128 1 1
LEGAL COUNSEL 0% 2 2
LEGAL COUNSEL-BOARD OF REVIEW § 0% 1 1
LEGAL COUNSEL-ES 0% 1 1 3 2 1
MANAGEMENT ASSISTANCE SUPERVIS | 1 1
NURSING CARE EVALUATOR 2 2
PRIN EMPLOY & TRNG MANAGER 130 2 1 2 2
PRINCIPAL DLT BUSINESS OFFICER 127 2 1 1
PRINCIPAL E & T INTERVIEWER az3 1 g 2 a4 26 3 5
PRINCIPAL RESEARCH TECHNICIAN 127 2 2
PROGRAMMING SERVICES OFFICER 131 1 1
REFEREE - BOARD OF REVIEW 137 4 4 2 1 i
SENICR DLT BUSINESS OFFICER 324 4 4
SENIOR E & T MANAGER 128 5 5
SENIOR RESEARCH TECHNICIAN 323 2 1 1
SPECIAL ASSISTANT 828 1 1
SR E & T MONIT & EVAL SPEC 126 4 3 1 5 5




JOB GROUP ANALYSIS

EEQ JOB Category Professionals DATE: July 1, 2014 thru June 30, 2015
Male Femaile
TOTAL Asian! || Amarican Asianf || American
TAL TOTAL TOTAL Totat . . . . . Totai . . . . )
JOB TITLE GRADE {EMPLOYEE White Black { Hispanic f Pacfic [| Indian White Biack { Mispanic[| Pacific || Indian
5 MINORITIES DISABLED i VETERANS Male istander || Alaskan Femalte \slander || Alaskan
SUPERVISOR OF OFFICE $VS (DLT) 131 1 1
SUPRVSR APPRNTICSHIP TRNG PROG 327 2 2
UNIT CLAIMS MANAGER 328 1 1
W.C. PATIENT CARE COORDINATOR 520 _ 3 3
SUBTOTAL 88|l B3 188 ) q26 |12 8] 4 o
PERCENTAGES BY CATEGORY: 2061% 1.32% 1.78%| 29.82%|(23.25%| 2.63%| 3.51%] 0.44%| 0.00%)| 336.17%| 55.26% 5.26%| 7.02%| 1.75%| 0.00%

Black
Hispanic

American Indian

Asian Pacific

7.89%
10.53%
0.00%
2.19%




JOB GROUP ANALYSIS

EEC JOB Category Faculty DATE: July 1, 2014 thru June 30, 2015
Male Female
Asian/ Y Amencan Asian/ Ameanican
TGTAL TOTAL TOTAL TOTAL ' y . N Totat , . _ .
JOB TITLE GRADE EMPLOYEES | MinorTIES | DisaBLED I virrans JTo Meail| white Black || Hispanic i;:;rg; ;;;c:::n Femaie | MVhite Black I Hispanic i:;;rj;:f Ai;;ci::ﬂ
.3 0 e 0 0 0
SUBTOTAL U .- D iy 0 .; N 0 '. : :. 0 :

PERCENTAGES BY CATEGORY: 0.00% 0.00%, 0.00%!l 0.00%} 0.00%| 0.00%] 0.00%[ 0.00%) 0.00%[ 0.00%] 0.00%[ 0.00%| 0.00%] 0.00% 0.00%

Black

Hispanic
American indian
Asian Pacific

0.00%
0.00%
0.00%
0.00%




DETERMINING UNDERREPRESENTATION & GOAL SETTING

AGENCY: Labor & Training DATE: July 1, 2014 thru June 30, 2015
WORKFORCE UNDERREPRESENTATION AAP HIRING GGALS
EEO . I N AMERICAN | ASLANY U I n. . o] AMERICAR T ABLAN IR U P AMERICAN ] ASLAN/
sob Categorina MENORITY | FEMALY | YETERANS | DISABLED | BLACK | HISPANIC § ™10 N E R 00 i MINGRITY [ FEMALE | VETERANS | DISABLED | BLACK FSPANIC) " p o B S | MINDRIVY | TEMALE | VETERANS | DISARLED { BLACK LHISPANIC | ) ) S5 0 0 o
Officials!
anagers a7 2 16 2 o 2 o o g 7 2 1 3 s} 5 0 1 1 1
Admiristraiors
Professionals F£3| 47 161 § 3. 18 24 o 5 5 -50 13 13 -4 4 1 3 i
Facully o D D 1] a 1} a 0 Q i} o Q [+] o Q 0 Q
Technicans 2 4 12 0 q t 3 o 0 2 1 2 1 1 ) o i 1 2
Proteciive . J . :
Senvices 0 0 D [ @ s} [+] a U. 0 o o 4 5] Q o o
Parar . v T
Professionats e 30 61 B .12 bl 2 g . 2 -7 -14 2 3 5 -2 -2 1
Adminisirative - - ) .
Sumpor 21.. 4 17 A . .1 . . 1 . .0 0 : 1 -7 1 o 5] 2 0 1 t
Skilied Craf( 1 o ‘o o o 0] e o et 0 o o 0 ] o 9 o
Service o o . o : ﬁ 0 : ol . o'.' 0 0 0 0 s
Maintenance ) C s e ] o o




JOB GROUP ANALYSIS
SUMMARY

Agency: Labor & Training DATE: July 1, 2014 thru June 30, 2015
Male Female
T Asian/ f American 1 Asian/ fl America
Officals/Managers/Administrators :3? 2 S0 2 20 19 i 0 0 "0 16 15 1 0 o 0
Professionals 231 a7 o 5 70 55 6 8 1 0 161 | 120 | 12 16 4 0
Faculty 0 o o 0 0 0 0 0 0 0 0 0 0 0 0 0
Technicians 28 4 <1 0 16 15 1 0 ] 0 12 9 0 3 0 0
Protective Services 0 0 S0 0 0 0 0 0 Y 0 0 0 0 0 0
Para-Professionals 98 30 4 37 28 5 2 1 1 61 40 7 12 1 1
Administrative Support ’ 21 4 1 4 4 o 0 o 0 17 13 3 1 ] 0
Skilld Cra e o | o 1 1 0 0 0 0 0 0 0 0 0 0
Service Maintenance 0'_: o 0 0 0 0 0 0 0 0 0 0 o 0
GRAND TOTAL B R B AT Ea N T e
Percentages by Category; 2091% || 216% || 3.37% |[35.58%]20.57% 3-13%]L2~4Q'_’_/° 0.48% || 0.24% [|64.18%| 49.52%][ 5.05% || 7.69% || 1.20% || 0.24%
Black 8.17%
Hispanic _ 10.10%
American indian 0.48%

Asian Pacific

1.68%




JOB GROUP ANALYSIS

EEO JOB Category  Officals Managers & Administrators DATE: July 1, 2014 thru June 30, 2015
Maie Female
TOTAL Asiard || American]] Asiant || American
TOTAL [ ToTaL TOTAL Total ) ) ? ‘ Total ) ) k
JOB TITLE GRADE EMPLOYEES MINUSRiTIE ISABLEDI|VETERANST  Mate White Black .| Hispanic |:|2‘:2:r§ ;[r;d;i::n . Fomale White Biack I Hispanic |:§2:er ;::r:j;::n
833 1 1 1
ADMIN LABOR RELAT_!ONS BOARD _
137 1 1 1
ADMIN; FINANCIAL MANAGEMENT
1 141 3 3 3
ADMIN: OPERATIONS MANAGEMENT
' 137 1 1 1
ADMINISTATOR FINANCIAL MGMT
132 1 1 1
ASSISTANT ADMINISTRATOR OF VOC REHAB
137 bt 2 2
ASSITANT CHIEF OF PLANNING
ASST ADMINISTRATOR REHAB UNIT
" 140 1 1 1
ASST DIR DLT {WRKFRCE REG & SF
14t 1 1 1
ASST DIR FIN & CONTRCT MGMT :
139
ASST DIR FOR EMP & TRN SRV-DLT : 2 1 2 1 1
139 1 1 1
ASST DIR LBR MKT INFO/MGMT $VS ]
139 1 1 1
ASST DIR PLAN & PROG DEV (DLT) :
837 1 1 1
CHAIRPERSON MBR OF BD OF REV .
- g53 1 SRS 1
CHAIRPE_RSON; LABOR REL BOARD -
. 839 1 1 1
CHF INVEST WIC-FRAUD PREV UNIT .
1 qar 1 | 1
Gl PUBLIC AFFAIRS OFFICER (DLT)
| 140 1 1. 1 1
CHIEF ADMINISTRATOR; REH & ED . )
‘333 ) 2 2
CHIEF DATA OPERATIONS .
134 1
CHIEF PROGRAM DEVELOPMENT .
- 1as- 1 1 1
CHIEF REFEREE - BD OF REVIEW :




JOB GROUP ANALYSIS

EEO JOB Category  Officals Managers & Administrators DATE: July 1, 2014 thru June 30, 2015
Male .Femaie
1 TOTAL Asian! {i American][ Asian/ |[American
JOB TITLE orane || D78 || noriTiE ke vermousl vaa | white || Biack || Hispanic | Pacic [ indian poca I wiite || Biack || Hispanic | Pacife || indian
S Islander || Alaskan Isiander || Alaskan
0% 1 o 1 1
DEPUTY DIRECTOR (DLT) :
o% 1 . ' 1 1
DIRECTOR; DEPT O_F LBR & TRNG _ s
0% 1 1 . R S 1 1
EXECL_JTIVE COUNSEL . L
1 1
EXECUTIVE DIRECTOR; GWE
i 3 3 1 1
LABOR RELATIONS BOARD MEMBER - . L
835 2 2 2
MEMBER; BOARD OF REVIEW (ES)
132 1 T I : 1 1
SUPERVISING DIL.T BUSINESS OFFIC ) : : )
329 1 REERPtES FNEIENS 1 1
SUPERVISCR VOCATIONAL COUNSLR U :
SUBTOTAL cs2 o2 o f2spao e e oo ole ) s 1 oo | o
PERCENTAGES BY CATEGORY: i ©.25% || 0.00% | 6.25% [62.50%]59.38%] 3.13% || 0.00% ][ 0.00% [ 0.00% [[50.00%][45.88%] 3.13% ]| 0.00% || 0.00% ][ 0.00% |
Black 6.25%
Hispanic 8.26%
American Indian 0.00%

Asian Pacific 0.00%




JOB GROUP ANALYSIS

EEQ JOB Category Professionals DATE: Juiy 1, 2014 thru June 30, 2015
Male Female
JOB TITLE GRADE EJ&;;)AYLEE Mi;g;?riES DiTs%tléD V;%E:IEVS ;‘:;' write || Black || Hispanic E;fi ':Ez‘n szie white || Black || Hispanic |§§§§§r :E%:in
BENEF!T CLAIMS SPECIALIST 323 51 20 10 5 4 1 1 26 4 B 3
BUSINESS SERVICES SPECIALIST 324 12 . 5 5 7 B 1
CHF HOISTING ENGINEER INVEST 328 2. 2 2
CHF LIC EXAM DIV OF COM LIC RG 333 2 2 2
CHF PLMB INV (8D OF PLMB EXAM) 330 2 2 2
CHIEF OF LABOR & TRNG OPER w |7 2 ek 2 1 1 5 4 1
CHIEF OF RESEARCH AND ANALYSIS 136 g 1 1
|CHIEF PREVAILING WAGE INVESTIG se |2 2 2
COMPENSATION CLAIMS ANALYST 322 |l 3 B 3 3
COORD EMPLOY & TRNG PGRMS 131 14 4 3 1 2 11 g 1 1
COORD OF £ & T PROGRAMS 131 |2 R 1 1 1
COORD OF U.|. PROGRAMS 13 1 1 1
DLT BUSINESS OFFICER 321 2 2 2
EDUGATION UNIT REPRESENTATIVE 326 58 K 1
EMPLOYMENT & TRAINING MANAGER || 128 : 11 5 1 2 1 1 9 9
EMPLOYMENT & TRNG ADMINISTRATO} 135 6 2 2 4 4
{FISCAL MANAGEMENT OFFICER B26 " 3 - 1 1 2 2
FRAUD & OVERPAYMENT INVESTIGTR | a1 3 3 4 2 2 1 1




JOB GROUP ANALYSIS

EEC JOB Category Professionals DATE: July 1, 2614 thru June 30, 2015
Male Femate
somTiTLE casor |ewmtoveel, VL | TOTRE | SO ] o | e | s o) e | |15 e | | | ot |
INVEST WIC FRAUD PREV UNIT B30 5
LABOR BCARD CASE AGENT 128 1 1 1
LEGAL COUNSEL 0% 2 2 2
LEGAL COUNSEL-BOARD OF REVIEW 0% 1 1 1
LEGAL COUNSEL-ES 0% 4 1 P .1' 3 1 1 3 2 1
MANAGEMENT ASSISTANCE SUPERVIS 1 1
NURSING CARE EVALUATOR 2 2
PRIN EMPLOY & TRNG MANAGER 130 4 i 2 1 1 2 2
PRINCIPAL DLT BUSINESS OFFICER 127 2. 1 2 1 1
PRINCIPAL E & T INTERVIEWER 323 45 10 11 S 2 34 26 3 5
PRINCIPAL RESEARCH TECHNICIAN 127 2 : 1 : 2 2
PROGRAMMING SERVICES OFFICER 131 1 1 1
REFEREE - BOARD OF REVIEW 137 . 6 1 ' 1 4 4 2 1 1
SENIOR DLT BUSINESS OFFICER 324 4 4 4
SENIOR E & T MANAGER 128 § 5 5 5
SENIOR RESEARCH TECHNICIAN 323 .' 2 . 1 2 1 1
SPECIAL ASSISTANT 829 1 i 1
SRE & T MONIT & EVAL SPEC 126 . 9:' 1 4 3 1 5 5




JOB GROUP ANALYSIS

EEO JOB Category Professionals DATE: July 1, 2014 thru June 30, 2015
M.al.; Femate
TOTAL . W T Asiand || American Asiand || American
TOTAL TOTAL TOTAL Total ) o . ) Totai . N ” )
JOB TITLE GRADE HEMPLOYEE While Black || Hispanic )| Pacific indian White Black || Hispanic || Pacific indtan
s MINORITIES}| DISABLED || VETERANS Male rstander | Alsckan || FEMaE tstander || Alaskan
SUPERVISCR OF OFFICE SVS (DLT) 131 1 1 1
SUPRVSR APFRNTICSHIP TRNG PROG 327 2 2 2
UNIT CLAIMS MANAGER 326 1 i 1
W.C, PATIENT CARE COQORDINATCR 520 . 3 3 3
SUBTOTAL 228 47 3 f 4 0 oes B3 |lis boB | 4 O ) 158 | 126 § 12| 16 || 4 0
PERCENTAGES BY CATEGORY: 20.61% 1.32%) 1.75% 29.82%]|| 23.25%)| 2.63%| 3.51%|| 0.44%| 0.00%) 336.17%]55.26%|| 5.26% 7.02%] 1.75%| 0.00%
Black 7.89%
Hispanic 10.53%
American indian 0.00%

Asian Pacific 2.19%




AGENCY: Labor & Training DATE: July 1, 2014 thry June 30, 2015
Applicant Flow Data
MALE FEMALE
2] o 0w LW -
_E & = o 2 2 = = = o 22
~a a E i} ¥ o oz =1 w %4 n o ?—E - Z
IR RN R RN R AT
$ |3 3% 152 : |3 5% | 33
<< <
APPLICANTS
OFFICALS/ADMINISTRATORS
PROFESSIONALS
TEGCHNICIANS
PROTECTIVE SERVICES
PARA-PROFESSIONALS
ADMINISTRATIVE SUPPORT
SKILLED CRAFT .
ISERVICE/MAINTENANCE sgleagaEaaleeg
I TOTAL 2546 || 457 ({10221 132 || 55
HIRES
OFFICALS/ADMINISTRATORS 5 Wy
PROFESSIONALS 5 Y
'TECHNICIANS 0 G
PROTECTWE SERVICES 0 0
PARA-PROFESSIONALS 18 4
ADMINISTRATIVE SUPPORT 3 07
SKILLED CRAFT 0 0
SERVICEMAINTENANCE 0 4
TOTAL 31 0 8
PROMOTIONS
OFFICALS/ADMINISTRATORS 5 4. 0
PROFESSIONALS 53 ) S5
TECHNICIANS 5 S SR
PROTECTIVE SERVICES i} 0 )
PARA-PROFESSIONALS 17 5 B
ADMINISTRATIVE SUPPORT 2 oy i
SKILLED CRAFT 0 0 . SR :
SERVICEMAINTENANCE LN 0 e e s pe et e e
TOTAL 82 0 0 21 1 4 5 1 0 43 1 7 o Jf.o
TERMINATIONS
OFFICALSIADMINISTRATORS 5 E s S
PROFESSIONALS 16 6" 8 1 3
TECHNICIANS 1 1 0
PROTECTIVE SERVICES 0 0 i
PARA-PROFESSIONALS 8 9 2 [ .2
ADMINISTRATIVE SUPPORT 2 11 1
SKILLED CRAFT 0 0 0
SERVICEMAINTENANCE 0 ) . i}
TOTAL 30 0 g iz 2 0 0 0 ] 1 i 1 3 0 G

**Also Includes disabled in appropriate job categories.



JOB GROUP ANALYSIS

EEC JOB Category Technicians DATE: July 1, 2014 thru June 30, 2015

Male Female

APPRENTICESHP TRNG COORD 324 2 2

ASST COOR OF EMP & TRNG PROG 129 8 8

ASST COOR OF U/l PROGRAMS 120 1 1

CHF ELEC iNV-BD QF EX OF ELEC 330

CHF MECHANICAL INVEST (BME) 330

CHIEF BOILER AND PRESSURE VESS || 330

CHIEF ELEVATOR INSPECTOR 330

CHIEF LABOR STANDARDS EXAMINER | 330 1 1

INDUSTRIAL SAFETY SPEC (OCCUPA || 322

INDUSTRIAL SAFETY SPEC. OCCUPA || 322

LABOR STANDARDS EXAMINER 322 1 1

PREVAILING WAGE INVESTIGATCR 322

RESEARCH TECHNICIAN 319 1 1

SENJOR COMPUTER OPERATOR 318

SR INDUSTRIAL SAFETY SPEC (DLT e ni e .. . R T A B P R S R

SUBTOTAL 12 :9.-_' 40 3 y
PERCENTAGES BY CATEGORY' 14.29% 3.57% 0.00% 57.14%||53.57%| 3.57%[l 0.00%| 0.00%( 0.00%| 300.00%)[32.14%[ 0©.00%[[10.71%| 0.00%| 0.00%
0 0 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Biack
Hispanic
American [ndian

Asian Pacific

3.57%

10.71%

0.00%

~0.00%




JOB GROUP ANALYSIS

EEQ JOB Category Praotective Services DATE: July 31,2014 thru June 30, 2015
Male Female
Agiand | American Asiand | American
TOTAL TOTAL TOTAL TOTAL Tatat . . . ) Totai . : B .

Joa TITLE GRADE White Black [j Hispanic | Pacific indian White Black §f Hispenic | Pacific | Indian
EMPLOYEES |} MINORITIES || DISABLED | VETERANS Male istander || Alaskan Femafe 2 Istander || Ataskan

SUBTOTAL ool ool
PERCENTAGES BY CATEGORY: 0.00% 0.00%, 0.00% 0.00%fi 0.00%l 0.00%l 0.00%j 0.00%| 0.00%[l 0.00%j 0.00%l|( 0.00%f 0.00%| 0.00%} 0.00%

Black

Hispanic
American indian
Asian Pacific

0.00%

0.00%

0.00%




JOB GROUP ANALYSIS

EEQ JOB Category Para-Professionals DATE: July 1, 2014 thru June 30, 2015
Male Fernate
Asiant il Amarican Asian/ || American
TOTAL TOTAL " R . e . Tolai N . . N N
JOB TITLE GRADE EMPLOYEES VETERANS White § Black § Misparic 1;:::; A!;'\ﬁil::n Female White Black || Hispanic ;:22; ;;';ds::;ln
ASST ADMINISTRATIVE OFFICER 21 |t ! !
CHIEF IMPLEMENTATION AIDE 128 2 ! 3 3
CONFIDENTIAL SECRETARY 818 ! !
320 3
DISABLED VETERANS JOB ASSISTANT
320 5 4
£ & TINTER & INTERPRETER (SPANISH)
E & TINTER & INTERPTR (PORT) 320 !
EMPLOY & TRAINING ASSISTANT 316 | 4 4
IMPLEMENTATION AIDE B22 2 5 5
4
INTERPRETER (SPANISH) 316 4
LOCAL VETERANS EMPLOYMENT REP 320 ! ! !
1
PHYSICAL THERAPY ASSISTANT 320 ! 3 3
SENIOR E & T INTERVIEWER 320 8 3 ! 35 2 ! 4 ! !
SUBTOTAL e o ol o)
PERCENTAGES BY CATEGQRY: 6.06% 28 28%})l 5.05% 1.01%| 1.09%j)l 206.67%(140.40%) 7.07%) 12.12% 1.0t%l 1.01%)
0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Black

Hispanic
American indian
Asian Pacific

12.12%

14.16%

2.02%

2.02%




JOB GROUP ANALYSIS

EEC JOB Category Administrative Support DATE: July 1, 2014 thru June 30, 2015
Male Female
Asiand [I Amarican Asiani {{ American
TOTAL FTOTAL TOTAL TOTAL Total . . B N . Totat N . ¥ N
JOB TITILE GRADE emPLOYEES J minorimies | oisasien [ veTERANs piate White Black  {| Hispanic %gzirgzr .ﬂilr:s}::n Fe?nare White Black [ Hispanic I;::j; Allr:::;n
311
CENTRAL MAIL ROOM CLERK L
CERTIFIED OCCUP THERAPY ASSIST 320 fiin2 1 1
CLERK SECRETARY B18 2 2
LEGAL ASSISTANT 319 1 L
MEDICAL RECORDS TECHNICIAN 320 ! !
OFFICE MANAGER 123 8 6
PRINGIPAL CLERK-TYPIST 312 1 1
SENIOR WORD PROCESSING TYPIST 312 5 3 ! 1
SUBTOYAL P bl fai) oo
PERCENTAGES BY CATEGORY: 19,05%:! 4.76% 4.76% 49.05%4f 19.05%l 0.00%f 0.00%i 0.00%: 0.00%) B0.95% S?.gﬂ%ﬂi‘M.Zg‘% 4 76%} 0.00%) 0.00%

Black

Hispanic
Amaerican Indian
Asian Pacific

14.29%
4.76%
0.60%.
0.00%




JOB GROUP ANALYSIS

EEC JOB Category _ Skilled Craft ) Date: July 1, 2014 thru June 30, 2015
Male Female
Asian/ 1 American Asian/ American
JOB TITLE GRADE EM;E’;@EES erzg;glhzs DITS%'EED v&i‘%:;}-r\ss Tr_ﬁ";‘; White § Biack I Hispanic || Pacific | Indian 3F(T;n1:!1e Witte | Black || Hispanic]l Pacific || fndian
@ ) Islander || Alaskan |t islander Alaskan
4
MGR OF PRINTING & OTHER SERV 125 !
SUBTOTAL 0] 0
PERCENTAGES BY CATEGORY: i 0.00%)| 0,00%:! 0.00%)] 0.00% 0.00%]| 0.00%) 0.00%j 0.00%{| 0.00%) 0.00%] 0.00% 0.00%]| 0.00%% 0.00%: 0.00%
Biack 0.00%
Hispanic 0.00%
American Indian 0.00%

Asian Pacific




JOB GROUP ANALYSIS

EEO JOB Category Service Maintaince DATE: July 1, 2014 thry June 30, 2015
Male Female
SUBTOTAL Sof o {0 0 5
PERCENTAGES BY CATEGORY: 0.00%)  000%[  0.00%f  0.00%) 0.00%] 000%| 0.00%] 0.00%| 0.00%) 0.00%|] 0.00%) 0.00%| .00%{ 0.00%) 0.00%

Black

Hispanic
American Indian
Asian Pacific

0.00%

0.00%

0.00%




JOB GROUP ANALYSIS

EEQ JOB Category Officals Managers & Administrators DATE: July 1, 2014 thru June 30, 2015
Mate Female
TOTAL Asiand || Amarican Asians # American
TOTAL TOTAL | TOTAL § Towu ) _ ; 4 Total ) _ )
JOB TITLE GRADE MINORITIE Wit Black || Hispa Pacific | indi Whit Btack {f Hispanic | Pactic || Indian
_ EMPLOYEES N DISASLED||VETERANS|  Mals * e ls,:n ol A;; s;;‘n Femete e i d‘er Aachan
| cam ) 1]
ADMIN LABOR RELATIONS BOARD : :
Ga ] 1 1
ADMIN; FINANCIAL MANAGEMENT o
e 3 3 3
ADMIN; OPERATIONS MANAGEMENT R )
w4 i
ADMINISTATOR FINANCIAL MGMT o
Clam o A 1 1
ASSISTANT ADMINISTRATOR OF VOC REHAB SRR
a2 2 2
ASSITANT CHIEF OF PLANNING S
yar 1 1 1
ASST ADMINISTRATOR REHAB UNIT S
1 1 1
ASST DIR DLT (WRKFRCE REG & BF
1 1 1
ASST DIR FIN & CONTRCT MGMT
2 1 2 1 1
ASST DIR FOR EMP & TRN SRV-DLT
| 1 1 3 1
ASST DIR LBR MKT INFO/MGMT SVS
1 1 1
ASST DIR PLAN & PROG DEV (DLT)
1 1 1
CHAIRPERSON MBR OF BD OF REV
1 1 1
CHAIRPERSON; LABOR REL BOARD
) 1 1 1
CHF INVEST WIC-FRAUD PREV UNIT
AR 1 1 1
CHF PUBLIC AFFAIRS OFFICER  (DLT) LT
140 1 1 1
CHIEF ADMINISTRATOR; REH & ED T
2 2 2
GHIEE DATA OPERATIONS
1
CHIEF PROGRAM DEVELOPMENT
1 1 1
fCHIEF REFEREE - BD OF REVIEW




EEQ JOB Category

Faculty

JOB GROUP ANALYSIS

DATE:

July 1, 2014 thsu Jupe 30, 2015

Maile

Female

JOB TITLE

GRADE

TOTAL TOTAL
EMPLOYEES §| MINORITIES

TOTAL
DISABLED

TOTAL
VETERANS

Total Male

White

Bleck | Hispanic

Asianf
Pacific
islander

American
Indian
Alaskan

Total
Fermale

Black

Hispanic

Asiany
Pacific
Istandiar

American
Indian
Alaskan

0

0

SUBTOTAL

PERCENTAGES 8Y CATEGORY: 0.00%

0.00%

0.00%

0.00%)|

0.00%,

0.00%); D.00%

0.00%

5.00%

0.00%|

D0.00%

0.00%

0.00%

0.06%

0.00%

Black

Hispanic
American Indian
Asian Pacific

0.00%
0.00%
0.00%
0.00%




JOB GROUP ANALYSIS

EEQ JOB Category Technicians DATE: July 1, 2014 thru June 30, 2015
Maie Female
APPRENTICESHP TRNG COORD 324 2
ASST COOR OF EMP & TRNG PROG 128
ASST COOR OF Ufl PROGRAMS 128
CHF ELEC INV-BD OF EX OF ELEC 330
CHE MECHANICAL INVEST (BME) 336
CHIEF BOILER AND PRESSURE VESS || 330
CHIEF ELEVATOR INSPECTOR 330
CHIEF LABOR STANDARDS EXAMINER || 330
INDUSTRIAL SAFETY SPEC (OCCUPA || 322
INDUSTRIAL SAFETY SPEC. OCCUPA 322
LABOR STANDARDS EXAMINER 322 1
PREVAILING WAGE INVESTIGATOR 322
RESEARCH TECHNICIAN 319
SENIOR COMPUTER OPERATOR 318
SR INDUSTRIAL SAFETY SPEC (DI.T 328
SUBTOTAL : 1 =E S0
PERCENTAGES BY CATEGORY: wazo] somw| o.00w| s7.1as 55796 3579 0.00%) 0.00%] o0.00%) 300.00%)32.14%) 0.00%) 10.715%] 0.00%) 0.00%
0 0 0% o 0% 0% 0% 0% 0% 0% 0% 0% 0% 0% 0%

Biack

Hispanic
American Indian
Asian Pacific

3.57%

10.71%

0.00%

0.00%




JOB GROUP ANALYSIS

EEO JOB Category Protective Services DATE: July 1. 2014 thru June 30, 20156
Male Female
0 0
0 0
0 0
0 o
G G
0 0
Q 0
o] 0
0 0
0 0
0 G
0 0
0 0
0 0
0 0
0 0
SUBTOTAL oo 0.
PERGENTAGES BY CATEGORY. 0.00% n.on%{ 0.00%] _ 0.00%| 0,00%] 0.000%j 0.00%| 0.00%| 000w o.o0ow) coonl o.oom| c.oon o.00% 0.0;!!

Black

Hispanic
American indian
Asian Pacific

0.00%

0.00%

0.00%




AGENCY: Labor & Training DATE: July 1, 2014 thru Jun_e 30, 20156
EQUAL EMPLOYMENT OPPORTUNITY/CiVIL RIGHTS
COMPLAINT PROFILE
COMPLAINT STATUS
Date Type Basis . Under No Probable
Filed (interna! or Externai) | (Race, Sex, etc.) Pending fnvestigation Resolved Cause
02-98 External Sex X
03-98 External Sex X
04-03 External Sex X
10-05 External/ Retaliation | Sex X
10-15 External Race, Calor X




TRAINING PARTICIPATION SUMMARY

AGENCY: Labgor & Training DATE:  July 1, 2014 thru June 30, 2015
Mate Female
Asianf American Asian/ American
EEQ Total Number | Number . ) - . ) .
Joh Categeries || Trainees || Disabied || Veterans % Hispanicjj %y Pacific 4 % Indian Y Blackj % | Hispanicy % i Pecific § % Mdian kg
Islander Alaskan Istander Alaskan
RE e e P =
Managers 0 0% 0% 0% 0% ‘0. 0% 0 0% § -0 0%
| Adrministrators - )
Professionals 8 % 0% % 0% fasw o2 doswl 0 Jow [0 | o%
Faculty o 0% 0% 0% 0% dow ool 0 tow o0t 0%
Technicians 1 100%1 . 0% 0% 0% 0% 00 0% (0 0% o 0%
Ftective 0 0% 0% 0% 0% | 0% [ oo fom| o | ow o i on
Profzzsr:nans 2 50% 0% 0% 0% 50% 0% 3.0 | 0% 0 0%
gl I 0% 0% 0% ‘F% % Pow | 6 o% o | ow
Skilled Craft o 0% 0% 0% 0% 0% 0% | 0" 0% {70 0%
Ma?;re"r‘l‘;ice o 0% 0% 0% 0% o] 0w “low (<0 ow | ot o
Tolals 1 36% | 0% 0% 0% | NP1 T I O B R )

Total Percent:




AGENCY: Labor & Training

DATE:

DISCIPLINARY ACTION

July 1, 2014 thru June 30, 2015

Suspension
(Specified Time)

Loss of Pay

Written
Reprimand

Duty On Off
Days

Oral
Reprimand

Termination

Other {(Expiain)
Resignation

I TOTAL

American
Indian
Asian/Pacific Alaskan
White Black Hispani¢ islander Native Disabled Veterans
DISCIPLINARY
ACTION TAKEN | Male |Female| Male | Female| Male | Female| Male ! Female| Male | Female| Male | Female| Male | Female
Suspension
{Indefiniteiy)

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

that counseling of supervisors is necessary.

Oral reprimandes, if noted in supervisors' ratings or written reprimands, should be
inciuded in the graph.



APPLICANT REFUSAL OF POSITIONS OFFERED

AGENCY: Labor & Training DATE: July 1, 2014 thru June 30, 2015
Male Female
[ . Asian/ ”American Asian/ || American
EEO Total ) Number i Number ) Number ) - Number h e | gioo | ispanic|| Pacific | Indian || White | Black | Hispanic| Pacific |  indian
Job Categories | Applicants || Disabied| Veterans || Minority | Female
_ B ) islander|| Alaskan Islander || Alaskan
Officials/
Managers 0 0
Administrators
Professionals 0 0
Faculty 0 0
Technicians 0 4, 0
Protective
Services 0 0
Para-
Professionals 62 44
Administrative
Support D 0
Skilied Craft 0 0
Service
Maintenance 0 0
Totals 862 8] 2 44
Total Parcent:
Minority: 71.0%
Female: 69.4%
Disabled: 0.0%

Veterans:

3.2%




Annuai Affirmative Action Statistical Summary

AGENCY: t.abor & Tralning Date: July 3, 2014 thru Juna 30, 2015
CURRENT LASY YEAR'S WORKFORGE DFFERENCE +f- HRING GOALE GOALS MET
Jnx:i:lz;mies L WY eI L] P PRI VS Busit Breeanich ISR RSN sv::‘;ﬁss WE PN e | ooseuro fenemn) s MERIA et st;;;;jz—e g woany I e foresasof BLack e Felionl Libeill) CoWET IS 8 W g rat
el B : e R 0 R B - R AR YR8 B ; Bt e Rt o [ a5 : 3 v o o0 b o
- ipctioihs - e - e 1 1 ) A
Prooman 1 g ; . - B e e L = I/ e : : 1 e 2 23 3 o LI I ) o
2 : : g b SRS By B IR S Fl N
Facedty a o 6 4 [ o 0 0 0 i
e~ [ -1 [ 1 8 6 0 [ ¢ [}
1 z L A
FE— 0 ° [ [ 9 0 0 g ) o
Pai Profous anak ] -1 3 -3 o k] 1] [ 1] 1]
ARSI Syl 1 -1 H 2 L] [ -2 - il a
1 A
Skl Ciat 0 o 1) o Q ] 1] o o o
ErpmeT— o o [} o [ [+ 0 o 0 o
Tual Emiyen 418 123 § 87 f 288 s 1 34§ 42 2 H 405 1z2s | 108 | 262 9 13 0F 36 | 48 2 k] It -16 13 0 0 3 2§ 4 0 [
Current Workforce:  As of June 30th, 2015
Last Year's Werkforce: As of June 30th, 2014
Difference: Increases or Decrease
Goals: Mumerical projections, July 1st, 2015 To June 30th, 2016
for employment of minonties and women.
Percent Termination Percent Total Current Workforce Percent Goals Met
76.78% Minority Applicants £7.34% Femaie Applicants 20.00% Minority 20.91% Minority A =Achieved
74.19% Minority Hiring 58,06% Female Hiring 36.67% White Female 64 .42% Female A+ =Achieved Plus
40.00% White Make 2,16% Disabled N =Did Not Achieve
3.37% Veterans P =Parially Achieved

8.17% Black
10.10% Hispanic
0,4B% American Indian
1.68% Asian Pacific



AGENCY:

APPLICANT DATA

Labor & Training

DATE:

July 1, 2014 thru June 30, 2015

Applicants

Classification

Position
Number

ADMINISTRATOR, OPERATIONS MANAGEMENT

ADMINISTRATOR, OPERATIONS MANAGEMENT

EEO . ‘Non-t . \ White
Cateqo Union Urian List No List Aale

ASSISTANT ADMINISTRATOR OF VOCATIONAL REHAB IREHAB)

ASSISTANT CHIEF OF PLANNING

CHIEF PROGRAM DEVELOPMENT

DIRECTOR, DEPARTMENT OF LABOR & TRAINING

BENEFIT CLAIMS SPECIALIST

BENEFIT CLAIMS SPECIALIST

BENEFTY CLAIMS SPECIALIST

BENEFIT CLAIMS SPECIALIST

BENEFIT CLAIS SPECIALIST

BENEFIT CLAIMS SPECIALIST

BENEFIT CLAIMS SPECIALIST

BENEFIT CLAIMS SPECIALIST

BENEFIT CLAIMS SPECIALIST

BENEFIT CLAMS SPECIALIST

BUSINESS SERVICES SPECIALIST

CHIEF OF RESEARCH AND ANALYSS

COORDINATOR, OF EMELOYMENT AND TRARNING PROGRAMS

DLT BUSINESS OFFICER

EMPLOYMENT & TRAINING MANAGER

EMPLOYMENT AND TRAINING MANAGER

EMPLOYMENT AND TRAINING MANAGER

FISCAL MANAGEMENT OFFICER

FRAUD AND OVERPAYMENT INVVESTIGATOR

LEGAL COUNSEL (EMPLOYMENT SECURITY)

Minority I Femaie

Disabled Veterans

Hire

Promotion]

Transfer
Within




APPLICANT DATA

Labor & Training

DATE: July 1, 2014 thru June 30, 2015

Applicants

Classification

Posiion
MNumber

PRINCIPAL EMPLOYMENT AND TRAINING INTERVIEWER

PRINCIPAL EMPLOYMENT AND TRABENG INTERVIEWER

I EED
Lateqo

Union

Not-
{Jnion

List

No List

PRINCIPAL EMPLOYMENT AND TRAINING INTERVIEWER

SENIOR DLT BUSINESS OFFICER

ISENIOR EMPLOYMENT & TRAINING MANAGER

SENIOR EMPLOYMENT & TRAINING MONITORING & EVAL SPEC

"SENSOR EMPLOYMENT & TRAINING MONITORING & EVAL SPEC

ISEN!OR EMPLOYMENT AND TRAINING INTERVIEWER

SENICR EMPLOYMENT AND TRAINING INTERVIEWER

ISENIOR EMPLOYMENT AND TRAINING INTERVIEWER

SENIOR EMPLOYMENT AND TRAINING INTERVIEWER

SENIOR EMPLOYMENT AND TRAMING INTERVIEWER

SENIOR EMPLOYMENT AND TRAINRNG INTERVIEWER

SUPERVISOR APPRENTICESHIP TRAINING PROGRAMS

SUPERVISOR OF VOCATIONAL REHABILITATION (018AB. DETER)

NIT CLAIMS MANAGER

ASSISTANT COORDINATOR OF EMPLOYMENT AND TRAINING PROGS

ASSISTANT COORDINATOR OF EMPLOYMENT AND TRAINING PROGS

SENIOR INDUSTRIAL SAFETY SPECIALIST (DIT)

GHIEF MPLEMENTATION ADE

EMPLOYMENT & TRAINING INTERVIEWER & WTERPETER (PORTUGUESE)

EMPLOYMENT 8 TRAINING INTERVIEWER & INTERPRETER (SPANISH)

EMPLOYMENT & TRAINING INTERVIEWER & INTERPRETER [SPANISH)

(IMPLEMENTATION AIDE

HNTERPRETER (SPANISH)

ﬂSPECfAL ASSISTANT

White

Mala

Mincrityn Female || Disabled “ Veterans

Hire

Prormotion

Transter
Within

Grade




APPLICANT DATA

[OFFICE MANAGER

OFFICE MANAGER

SENIOR WORD PROCESSING TYPET

SENIOR WORD PROCESSING TYPIST

SENIOR WORD PROCESSING TYPIST

EEQ Category
A -Officials/Managars/Administrators
B - Professionais
C - Technicians
CF - Facuity
D - Protective Services

AGENCY: Labor & Training DATE: July 1, 2014 thru June 30, 2015
Applicants
Classification ‘(Eﬁ:ﬁ“;‘;’; ﬂ ij% Union " g;(’;‘ n List || NoList mg‘lf Minorityn Female| Disabled || Veterans § Hire [l@romotion T{,ﬁ::f:’ Grade

Tolals }l 35 22 0 57 ; 1149 § 3821 3334 70 244 27 41 9 1r
Rage/Ethnic Code Gender Code Digabled Code Veleran Code
E- Parapraofessio 1 - Black F - Female D - Disabied WV - Vetaran
F- Administrative 2 - Hispanic M - Maie

G - Skilied Craft
H - Service Main

3 - American Indian/ Alaskan Native
4 - Aslan Amesican/ Pacific islander
5 - White



IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS

Self-Evaluation of Affirmative Action Program Performance:

a)

The Department has numerous policies in place (all of which are mentioned in this Pian)
to ensure equal employment opportunity for alt cutrent and potential employees. A
review of past years’ plans shows that the Department has steadily made gains in the
employment of women, minorities, and those who are disabled. The most significant
gains have been in the employment of women, The Department hopes that through its
partnerships with community based organizations, the Department will see an increase
in the number of minority applicants and hires at all levels. Union rules and procedures
for hiring and promotions sometimes work contrary to the Department’s effoits to
diversity. For those positions that are non-union, the Department needs to do a better
job of advertising these positions through channels that will be accessed by minority
communities.

Officials/Managers/Administrators: 36 total, 20 males, 16 females, 2 racial minorities
(2 biack), no disabled employees, 2 veterans,

Professionals: 231 total, 70 males, 161 females, 47 racial minorities {18 black, 24
Hispanic, 5 Asian/Pacific islander), 3 disabled, 5 veterans.

No facuity.

Technicians; 28 total, 16 males, 12 females, 4 racial minorities (1 black, 3 Hispanic), 1
disabled, no veterans.

No protective services.

Para-Professionals: 98 total, 37 males, 61 females, 30 racial minorities (12 black, 14
Hispanic, 2 Asian/Pacific Islander, 2 American indian/Alaskan), 4 disabled, § veterans.

Administrative Support: 21 total, 4 males, 17 fernales, 4 racial minorities (3 black, 1
Hispanic), 1 disabled, 1 veteran,

Skilled Craft; 1 total, 1 white male.
No service maintenance.

Officials/Managers/Administrators: underrepresentation in minority, veteran, female,
and disabled, Hispanic, and Asian/Pacific Islander categories.

Professionals: underrepresentation in minority, veteran, disabled, Hispanic, American
Indian, and Asian/Pacific Islander categories.

Technicians: undemrepresentation in minority, female, veteran, disabled, Black, and
Asian/Pacific islander categories.

Para-professionals: underrepresented in veteran, disabled, and Asian/Pacific Islander
categories.
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Administrative Support: underrepresented in minority, veteran, Hispanic, and
Asian/Pacific Islander categories.

Skilled Craft: no underrepresentation.

Review of the applicable data shows that the Depariment needs fo increase its outreach to
minority communities (particularly Asian/Pacific Islander and Hispanic), as well as to individuals
with disabilities, and veterans. In addition, once individuals from these underrepresented
categories begin to apply, the Department needs to find ways to make sure that qualified
candidates are making it through the hiring process. For example, 99 Asian/Pacific Islander
female applicants applied for a professional position last year, but not one was hired. This number
increases to 118 if male Asian/Pacific Islander applicants are considered. It is unclear how many
of these applicants were interviewed, but seems unlikely that all 118 applicants would be
unqualified for the position and therefore, unworthy of additionat consideration.

Employment, Recruitment, and Selection Process:

This agency will continue to make a concerted effort to identify and encourage gqualified appiicants
from minorities, women and individuals with disabilities to apply for vacancies, especially in
underrepresented job categories. The Department wili also continue working closely with the
Human Resources Qutreach and Diversity Office, receiving referrals from qualified applicants
from underrepresented communities though our established parinership. Through our
partnership, we have increased the representation of females and minorities in several job
categories. The employment selection process has been reviewed to facilitate the goals and
objectives of the Affirmative Action Plan. All personnel involved in recruiting, screening, selection
and promotion will be carefully selected and trained to insure the elimination of possible
discrimination in all personnel actions. The process will be reviewed to make certain that
women, minority group members and individuals with disabilities are not bypassed or
overlooked for discriminatory reasons.

Exit Interviews:

it is the policy of the Department to ask all terminating employees to participate in an informal exit interview
in order o ascertain what positive and negative work climate experiences they encountered. Each
terminating employee is given an Equal Opportunity Exit intenview Form and asked to retum it to the
Equal Opportunity Office.

We have designed our own formal extt interview process, and responses generated by terminating
employees wilf be reviewed, investigated and recommended for corrective action, if appropriate.
Flex-Time:

The Department does not use flex-time practices for salaried employees.

Posting of Positions:

This agenhcy will continue to post all position vacancies on the DLT website of the
Department of Labor and Training. We will distribute and send alt position vacancies to all
state agencies and all organizations that represent minority groups, women, individuals
with disabiiities, disabled veterans, and all other veterans groups.
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Transfer and Promotion Practices:

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

Technical Compliance:

The Director's non-discrimination policies will be disseminated to all employees. These
policies, along with all posters pertaining to equal opportunity are posted in conspicuous
areas throughout the Department. The Department sends its policies on Service Delivery
and Contracts to appropriate users and vendors. All job vacancy notices are currently
posted in a timely fashion in a central location within the Department. The current maiiing
list was reviewed to ensure that all external postings are sent to all Units within the
Department. The Office of Human Resources also maintains all employment
applications for a period of three (3) years. The Department will continue to monitor these
procedures to be sure that our commitment to Affirmative Action is understcod and complied
with.

Training Programs:

The Department of Labor and Training encourages employees to participate in training
activities sponsored by the Office of Training and Development, the Department's
internal training unit and other job related pre-approved college courses which will
prepare staff for promotional opportunities. To this end, training cpportunities should are
publicized and advocated by bulletin board notices, email notifications, Division
Administrators and all Management/Supervisory personnel.

Workforce Attitude:

The Equal Opportunity Advisory Committee has developed and will maintain programs fostering cuftural
diversity training, equal oppottunity training, sexual harassment awareness, and the Americans with
Disabilties Act training throughout the Department.

EEO Performance:

An analysis of the minority and female workforce at the Department shows that our employrment and
promotion opportunities have greatly improved. There s still room forimprovement in the Officials/Managers
and Administrators and Technicians categories and it will be important to maintain our represertation in
the other job categories. The Department of Labor and Training is committed to addressing these issues,
and fo establish goals to resolve such underutilization. Areas to identify and correct
undenutilization are as follows:

1. Recruitment (as vacancies arise)

2. Seekout minorties, individuals with disabilibes and women
who apply for vacant positions in the Departrment of Labor
and Training

On a semi-annual basis, the Department's Equal Opportunity Advisory Committee will review the
Affrmative Action Plan and may make recommendations to improve.

The Department's Equal Opportunity Advisory Committee may review the Affirmative Action Plan
periodically to insure that the practices and procedures outiined in the plan are adhered to.
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INDIVIDUALS WITH DISABILITIES, DISABLED VETERANS AND
COVERED VETERANS

AFFIRMATIVE ACTION POLICY

The Department will comply with all the requirements set forth in the Americans with Disabilities Act
of 1890, Rhode Isiand General Law 28-5.1, Executive Order 92-2 and the Vietnam Era Veterans
Readjustment Act of 1974 to take Affirmative Action to employ and advance individuals with
disabilities and veterans.

All Department employment policies will comply with the goals of affirmative recruitment of individuals
with disabilities and Vietnam Era Veterans, The Department will maintain contact with agencies
and organizations that serve this special population for the purposes of encouraging individuals
with disabilities, disabled veterans and Vietnam era veterans to apply for employment within our
agency.

In accordance with the acts, statutes and state executive order, the Department will make every effort
to provide reasonable accommodation which may include modifying the job site, equipment,
schedules or procedures to enable the individuat to function at their optimum level when hired. Where
possible, the job will be restructured to accommodate the employee's special needs.

The education and training program will be encouraged as an incentive to anyone in this
population to develop and implement their own career development plan,

The person responsibte far overseeing this program is Angelyne E. Cooper, Esq., Legal Counsel/EQ
Officer, Department of Laber and Training.

Ms. Cooper is also the designated 504 Coordinatar. In this role, one of Ms. Cooper’s responsibilties is
to monitor the Department's grantee agencies far 504 accessibility.

All employment related brochures, recruitment, and job postings will contain "Equal
Opportunity/Diversity Employer M/F/D" statements.

Internafly, copies of the Department's Affirnative Action Plan will be available in each division or office,
in addition to the Office of the Director. External dissemination of the policy and plan includes the State
Equa!l Opportunity Office and other state agencies. Copies are available on request from the Office of
Human Resources,

Date

[ 2;/;,/{"’“

Sc;;gﬁ, Jengén, Director
Degartment of Labor and Training
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INDIVIDUALS WITH DISABILITIES, DISABLED VETERANS, AND
COVERED VETERANS

ASSESSMENT OF THE GOALS AND ACTION PROGRAMS

in reviewing the goals and objectives of the Department for the period of July 1, 2014 to June 30,
2015 as it related to affirmative action for individuals with disabilities, disabled veterans and Vietnam
era veterans, the Department met most goals and objectives in this area. That said, the Department’s
current workfarce is comprised of just aver 3% of veterans and over 2% of individuals with disabiiities.
This is less than RI’s civilian workforce (8% veterans and 7% disabled) so there continues to be room
for improvement.

All job postings and advertisements published by this Department contained the "Equal
Opportunity/Diversity Employer M/F/D" statements to clearly designate the Department's
commitment in this area. In addition, copies were sent to agencies and organizations that service
this special population to encourage individuals to make application for employment.

The Department monitored its employment practices and procedures to ensure that those
individuatls, as well as members of the public, were not subject to inhibitions in recruitment, hiring
or advancement due to their disability or Veteran's status. In addition, reasonable
accommodations have been made to enable an individual to function at their optimum level when
hired. These accommodations included restructuring the job, modifying the job site, support
services, and/or special equipment. Such accommodations were made for individuals with
permanent and/or temporary disabilities.

All training opportunities were offered throughout this Department without regard to disability or veteran's
status. Individuals in this population were not inhibited and, in fact, were encouraged to implement
their own career plans by taking advantage of all training opportunities offered.

Copies of the Affirmative Action plan were disseminated to all divisions, offices and field locations
within this Agency. In addition, copies were made available to individuals upon request. Copies of
the plan were also distributed outside the Department to various agencies and organizations
throughout the State.

Applications of disabled individuals and those identified as Veterans were continuously and
systematically reviewed to identify their qualifications and to insure that they were given full
consideration where union contract and civil service requirements allowed.

A review of the statistics reflects an increase in the number of disabled employees, due to both self-
identification and designation of such by new hires.

Qutreach practices and procedures for the recruitment, employment, and advancement of Vieteran's
and the disabled were conducted and managed by the Office of Human Resources to ensure the
efimination of inhibitions and discrimination against this population. Standardized guidelines for
interview and selection, as outlined in the Interviewing Guidelines received from the State Equal
Opportunity Office, were followed in all instances.
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Where physical or mental gualifications were in guestion, the Department considered
evaluations from licensed physicians regarding the individual’s ability to perform in relation to the
established job description. The Depariment followed established policies and procedures where
psychological evaluations were required.

The Department consistently promoted a climate within the workplace that was free from
discrimination and/or harassment of all employees due to mental or physical disability and/or Veteran's
status.

Finally, the Department complied with all requirements set forth in the Americans with
Disabilities Act of 1990, Rhode Island General Law 28-5.1, Executive Order 92-2, and the Vietnam
Era Veterans Readjustment Act of 1974. In the area of access to State Offices for the disabled, the
Department is working with the State Department of Administration to modify and/or refocate those
divisions whose facilities are not accessible.

35



EENDN AWM~

APPENDIX

Description of Job Categories

Racijal/Ethnic ldentification

Laws Governing Equal Opportunity

Guidelines for Preventing Sexual Harassment

Guidelines for Ensuring Unbiased Waerk Environments

Employee Self-Identification of Disability and Request for Reasonable Accommodation
Sample — Americans with Disabilities /504 Complaint Procedure

State Equal Opportunity Office Discrimination Complaint Procedure

State Equal Opportunity Office — Complaint information Form

. Retaliation or Coercion Statement

. Exit Interview

. Equal Opportunity Advisory Committee Guidelines
. Diversity Advisory Committee Guidelines

. List of Enforcement Agencies
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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 arca
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
Vocationat 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 IHustrators, 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 intemnal and external
communication, recording and retrieval of data and/or information and other
paperwork required in an office. Includes: Bookkeepers, Messengers, Clerk Typists,
Stenographers, Court Transcribers, Hearing Reporters, Statistical Clerks, Dispatchers,
License Distributors, Payroll Clerks, Office Machine and Computer Operators,
Telephone Operators, Legal Assistants, Sales Workers, Cashiers, Toll Collectors and
kindred workers.

SKILLED CRAFT WORKERS:
Occupations in which workers perform jobs which require special manual skiil 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 shoulkd
be counted in more than one racial/ethnic group.

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

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

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

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

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

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



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 faw covers applicants to and employees of
most private employers, state and local governments, educational institutions,
employment agencies and labor organizations.

SEX (WAGES):

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

DISABILITY:

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



EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

INDIVIDUALS WITH DISABILITIES:

On September 24, 2013, the U.S. Department of Labor’s Office of Federal Contract
Compliance Programs published a Final Rule in the Federal Register that makes changes
to the regulations implementing Section 503 of the Rehabilitation Act of 1973, as
amended (Section 503) at 41 CFR Part 60-741. Section 503 prohibits federal contractors
and subcontractors from discriminating in employment against individuals with
disabilities (IWDs), and requires these employers to take affirmative action to recruit,
hire, promote, and retain these individuals. The new rule strengthens the affirmative
action provisions of the regulations to aid contractors in their efforts to recruit and hire
IWDs, and improve job 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 probiems.

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 TWDs 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 altow 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.5.C. 4212 of the Vietnam Era Veterans Readjustment Assistance Act of 1974, as
amended, prohibits job disctimination and requires affirmative action to employ and
advance in employment qualified covered veterans.

Covered veterans means any of the following:
i} Disabled veterans;

2) Veterans who served on active duty in the Armed Forces during a war orina
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 Readjustiment Assistance Act should immediately
contact:

The Office of Federal Contract Compliance Programs (OFCCP)

Employment Standards Administration, U.S. Department of Labor,

200 Constitution Avenue, N.W., Washington, D.C. 20210, (202) 523-9368,

or an OFCCP regional or district office, listed in most directories under

U.S. Government, Department of Labor,

PROGRAMS OR ACTIVITIES RECEIVING
FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX:

In addition to the protection of Title VII of the Civil Rights Act of 1964, Title VI of the
Civil Rights Act prohibits discrimination on the basis of race, color, or national origin in
programs or activities receiving Federal financial assistance. Employment discrimination
is covered by Title VI if the primary objective of the financial assistance is provision of
employment, or where employment discrimination causes or may cause discrimination in



providing services under such programs. Title 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.



TITLE 28
Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy. - (a) Equal opportunity and affirmative action toward its achievement
is the policy of all units of Rhode Island state government, including afl 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,
granis and financial assistance, and in state licensing and regulation.

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

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

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

SECTION 28-5.1-2

§ 28-5,1-2 State equal opportunity office. — (2} There shall be a state equal opportunity office. This
office, under the direct administrative supervision of the director of administration/human resources, shall
repoit to the governor and to the general assembly on state equal opportunity programs. The state equal
opportunity office shall be responsible for assuring compliance with the requirements of all federal
agencies for equal opportunity and shall provide training and technical assistance as may be requested by
any company doing business in Rhode Isiand 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.

SECTION 28-5.1-3

§ 28-5.1-3 Affirmative action. — (2) The state equal opportunity office shalf 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 shail be subject to
review and approval by the state equal opportunity office.



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

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

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

() No later than July T each state department or agency, excluding the tegislative 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” ineludes, without Hmitation, ail departments, public and quasi-
public agencies, authorities, boards, and commissions of the state, excluding the legislative branch of state
govemnmment.

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

(i) Relevant provisions of this section aiso apply to expanding the pool of applicants for all positions
where no list exists. The equal opportunity administrator is authorized to develop and implement
recruitment pfans 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 legisiative branch of
state government,

SECTION 28-5.1-3.1

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

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

(c) Of the candidates considered for appointmen by the governor and the general assembly, the goveror
and the general assembly shall give due consideration to recommendations made by representatives of



Rhode isiand's minority community based organizations through the Rhode Island Affirmative Action
Professionals (RIAAP). The human resources outreach and diversity office shall act as the RIAAP's liaison
with state government and shall forward the recommendations to appointing authorities.

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

{e) The equal emplioyment oppertunity administrator shall report the results of the analysis fo 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.

SECTION 28-5.1-3.2

§ 28-5.1-3.2 Enforcement. —(a) The state equal opportunity administrator is authorized {o initiate
compiaints against any agencies, administrators, or employees of any department or division within state
government, excluding the legisiative 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 fo meet the standards of
good faith effort, reasonable basis, or reasonable action, as defined in guidelines promulgated by the federal
Equal Employment Opportunity Comimission as set forth in 22 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 oppertunity 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(]); is enforceable as an order; is to be rendered in accordance with § 42-35-12; and is subject to
judicial review in accordance with § 42-35-15,

SECTION 28-5.1-4

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

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

{c) Annuatly, each appointing authority shall include in its budget presentation any necessary programs,
goals and objectives that shall improve the equa! opportunity aspects of their department’s employment
policies.

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



SECTION 28-5.1-5

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

(2) The office of personne! administration shall:

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

{ii) Review all recruitment procedures for all stafe 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 10
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.

(3) The division of statewide planning shall cooperate in assuring compliance from ali 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.

(cj There is created a five (5) member committee which shall monitor negotiations with all collective
bargaining units within state government specifically for equal opportunity and affirmative action interests.
The members of that committee shall include the director of the Rhode Island commission for hurman
rights, the equal opportunity administrator, the personnel administrator, one member of the house of
representatives appointed by the speaker, and one member of the senate appointed by the president of the
senate.

SECTION 28-5.1-6

§ 28-5.1-6 Commission fer human rights. - The Rhode Isiand commission for humman 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 1o establish any sanctions that may be
appropriate within the rules and regulations of the state,

SECTION 28-5.1-7

§ 28-5.1-7 State services and facilities. - (a) Every state agency shall render service to the citizens of
this state without discrimination based on race, color, religion, sex, sexual orientation, gender identity or
expression, age, national origin, or disability. No state facility shall be used in furtherance of any



discriminatory practice nor shall any state agency become a party 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.

SECTION 28-5.1-8

§ 28-5.1-8 Education, training, and apprenticeship programs. —(a) All educational programs and
activities of state agencies, or in which state agencies participate, shall be open to al} qualified persons
without regard to race, color, religion, sex, sexual orientation, gender identity or expression, age, naiional
origin, or disability. The programs shall be conducted to encourage the fullest development of the interests,
aptitudes, skills, and capacities of ali 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 guarterly 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 involviag larger
numbers of participants from those segments of the labor force where the need for upgrading levels of skill
is greatest,

SECTION 28-5.1-9

§ 28-5.1-9 State employment services, ~{a} All state agencies, including educationat 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 {ill 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, ot unions suspected of practicing unfawful discrimination.

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

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

SECTION 28-5.1-10

§ 28-5.1-10 State confracts. — The division of purchases shall prepare any rules, regulations, and
compliance reports that shall require of state contractors the same commitment to equal opporiunity as
prevails under federal contracts controiled 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
tertns, and compliance reporting provisions as established shalf be ground for forfeitures and penalties as
established by the department of administration in consultation with the state equai opportunity office.



SECTION 28-5.1-11

§ 28-5.1-11 Law enforcement. — The attorney general, the depariment of corrections, and the Rhode
Istand 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.

SECTION 28-5.1-12

§ 28-5,1-12 Health care. — The state equal opportunity office shall review the equal opportunity activity
of all private heaith care facilities licensed or chartered by the state, including hospitals, nursing homes,
convatescent 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 educationa! program licensed or accredited by the state, or of eligibility fo receive

any form of assistance.

SECTION 28-5.1-13

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

SECTION 28-5.1-14

§ 28-5.1-14 State licensing and regulatory agencies. — State agencies shall not discriminate by
considering race, color, religion, sex, sexual orientation, gender, identity or expression, age, nationai 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 {icensed or chartered by the state shall operate on a
nondiseriminatory basis, according to equai empioyment 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 repulations 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 ofientation, gender, identity or expression, age,
national origin, or disability or from participating in any practice which may have a disparate effect on any
profected class within the population. The state equal opportunity affice shall monitor the equal
employment opportunity activities and affirmative action plans of all such organizations.

SECTION 28-5.1-15

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

and affirmative action and shall be reviewed for compliance according to state policy.



SECTION 28-5.1-16

§ 28-5.1-16 Prior executive orders — Effect, — All executive orders shall, to the extent that they are not
inconsistent with this chapter, remain ir full force and effect.

SECTION 28-5.1-17

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

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

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

(4) The equai employment opportunity administrator shail 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} In the event of a reduction in force, the personne! administrator, in consultation with the equat
employment opportunity administrator and director of the department(s) where the reduction is proposed,
shali develop a plan to ensure that affirmation action gains are preserved to the extent permitted by law and
by collective bargaining agresments. A copy of this plan shall be referred to the Rhode Istand commission
for human rights which may, in its discretion, investigate whether a violation of chapter 28-5 has ecourred,
The plan shail be a public record and shal be made available electronically on the secretary of state's
website.

(2} The equal employment opportunity adminisirator shall report the resuits 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
commissicn for human rights shafl 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 resulfs under this
chapter



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



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 [sland 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 eoordinator to create policies, practices and programs regarding
accessibility of State buildings and properties to disabled persons.
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State of Rhode [sland and Providence Plantations
Swte House, Room 224 7’?
Providence, Rhode Island 02903

401-222-2080 SECRETA Y 0F 8T A TF
Lincoln D. Chafee
Governor EXECUTIVE ORDER
13-05
May 9, 2013

PROMOTION OF DIVERSITY, EQUAL OPPORTUNITY AND

MINORITY BUSINESS ENTERPRISES TN RHODE ISLAND

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

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

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

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

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

WHEREAS, over the past 30 years, Rhode Istand’s population has increased from
seven percent (7%) 1o twenty-four percent (24%) people of color. In addition, in just the
last decade, Rhode Island’s Latino population grew forty-four percent {44%), adding
almast 40,000 residents, The Asian-American and African-American popufations also grew
by twenty-eight percent (28%) and rwenty-three percent (23 %), respectively, over the
same time period; and )
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WHEREAS, by the year 2040 the population of the State as a whole is pro]cct::d o
be forty-one percent (41%) people of color; and

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

WHEREAS, R.L Gen. Laws § 28-5.1-1 et seq., the Equal Oppormunity and
Affirmative Action Act, enacted in 1988, declared a policy of affirmarive action to achieve
equal opportunity in all units of State government, and estzblished a State Equal
Opporsunity 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 Pravidence Plantations, do hereby
order as follows:

1. The Director {Director) of the Department of Administration (Department),
shali review all divisions and offices within the Department charged with
facilitasing equal oppormunity employment and MBEs, including, byt not
limited to, the Divisicn of Human Resources, the Stare Equal Oppormunicy
Office, the Human Resources Qutreach and Diversity Office, the Division of
Purchases, and the MBE Program, and shall make recommendations ro the
Governar to improve collaboration between these offices and all exccutive
departments to ensure rthese programs are more effective, These
recommendations shall encourage measures of quality and accountability in:
equal opportunity and affirmative action hiring and MBE procurement as
allowed by law. In addirion, these recommendations shall include strategies
for recruiting, hiring, promoting and retaining a more diverse workforce.
The Director shall submit these recommendations to the Governor for
approval on or before August 1, 2013, All executive departments shall
comply with the Director’s recommendations and shatt cooperate fully with
taking steps to increase minorities in the State’s workforce and increase the
usage of MBEs with State contracts.

2. Every Stare agency, in parmership with the Office of Equal Opportunity,
shall rrack and maintain hiring data as part of rhe agency’s performance
management [unctions. Each agency shall provide the Office of Equal
Opporrunity, which shall coordinate with the Office of Management and
Budget’s Office of Performance Management and the Office of Qutreach
and Diversity, with a plan for improving minority hiring no later than
Qcrober 1, 2013.
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3.

The Division of Purchases MBE Compliance Office shall identify State
coniracts 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 ist of contracts and sub-contracts
that should be reviewed for MBE recruiting potential as part of the plan
which shall coozdinate with the Office of Management and Budger’s Office
of Performance Management and the Division of Purchases MBE
Compliance Office on or before December 1, 2013.

The Director shal prepare an annual report to the Governor dve on August
1, 2013 and every August 1 thereafter, for the prior fiscal year,
deinonserating the State’s progress in minerity employment and MBE
procurement and any recommendations for continued improvements in
these programs. This zeport shall take into account the Affirmative Action
Plans that are submitted by every State agency on an angual basis, as
required under R.I. Gen, Laws Chapter 28-5.1.

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

This Order shall take effect immed:arely.

Sa Ordered:

>

Lincols D. Chafee




State of Rhode 1sland and Providence Plantations
Feate oy
Providener, Rhode $sland 02903-1196
$01-22 2. 2080

Donald 1. Carciesl
Gavernor
EX¥CUTIVE ORDER
05-02

Fanuary 17, 2005

PROMOTION OF A DIVERSE $TATE GOVERNMENT WORKFORCE,

WHEREAS, Rhode sland State Government is committed to fostering a
camperirive wil diverse workforee compersed of highfy skilled and capable.
emgloyees through rhe recruiument, taind g, rotenrion, and promotion of qual ified
men acd woinen from diverse eacial, ethriic, nguiste, socloeconomic, and
educational baskgrounds as well 45 individuals with disabiliies; 20d

FHEREAS, 31 s in the best interests of business and governinent w oreate
an eapert, inclusive ans equitable human resources paradigm thar capitalizes an
worldorce cxcellence and) the swength of Individual differences; and

WHEREAS, the Rhode Island General Assexnbly has determingd there e xists
1 compeiling interest n promoting equal opportunity; and

WHEREAS, divershty requires leadership commitment and accoumabilicy,
atong with the assessment and development of policies and gractices 19 assure that
the Stace's cperating systen is based on principles of equity aol inclusioe; and

WHEREAS, the state’s cormmitment to equal epportunity, diversity, aned
conduet that foseers respect in the workplace is unvesvering,

NOW, THEREFORE, [, DONALD L. CARCIERT, by the awthgrivy vestoed in
me as Governot of che Stare of REode {slond sod Providence Plantations, di by evely
erder 2 follows: : '
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1.

g

‘There shall be esigblished within the Department of Administrarion 3
Hueman Resources Oureesich and Diversity Office. This Qifice shall
report directly to the Direcror of the Department of Administstion or
desigues on the stegof diversity in Rbode [sland $eate governmenr and
shall work owards devel aping a business case for equiry with an
emphasis oe buifding a diverse workforce to guaraptes fuir end
reasonable pppomunitiss for public service.

The Human Reseorees Oumreach and Diversiry Gfice responsibilives
shafl include:

«  Develaping guidelinies ro effecteiee s mision;

+  Resezrching and developing best pracrices for the promotion of
diversiey themughoiag Stawe governmens;

s Providisg puidance and rechpical snpport 1o stare enticies;

s Developing a scrategic and foonsed ceveniement and waddng
infiiative for indivi dupls interested i state employment tecluding
fustering relationshaips with community-based argantzations to
strengrhen and sapport moraiimen: and owtreach activities;

«  Jnimasing ueining semmas incleding a diversicy awareness propram
£ share the beacfits of diversity and to encaurage a calrally
sensitive warkforce environment;

+  Sobmitting an ann val benchmark repore to the Direcror of de
Depactent of Ad minigtration or designee,

Ta assist the Qffics in carrying out its responsibilitics thers shalt be
established a Diversity Advisary Council, selecred and appomeed by e
Governor, and comprised of ffteen (15 members, consisting of four (4
members af the gublic snd ape {1} member from each of the follawing
governmental entities:

Otfice of the Goveroor
Human Resourtes Cuiredch and Diversity Office
Dt pariment of Labor & Training
Cifice of Personng| Administration Humae Rescurces
Office of Labor Relations
Office of Equal Oppormmity
Governor's. Commission on Women
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Governor's Commission on Dissbilirles
Office of Higher Educarion

Phode dand Comemission on the Teaf and Herd of Hearing
Division of 1egal Services within the Departmoent of Adminismation

The Direcior of Admiafsteation or designee shall chair the Coundl, The
Couneil shell meet quarterly.

This Bxecutve Qeder stipersedes and rescinds Execunive Oxder Ne. 00-4,
and i effective immediately upon the die hereof. '

S0 Ur‘dcrtd:

WA

Pronsld L. Carcied

Dated: Japuary 17, 2005



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,
ethnieity, 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 historieally have been
underutilized in the state government workforce there is a need to reaffirm policies,
practices consistent with State and Federal law.

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

I 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 alf applicable Federal and State law, ali Agencies are to develop,
promote, monitor, implement, and maintain equal employment opportunity policies and
practices that;
a) do not discriminate against any employees or applicants for state
employment in all aspects of employment including contract procurement
and service delivery;

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

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

d) describe the notice and filing provisions that enabie 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 (EOQO)
as set forth in Title 28, Chapter 5.1 et seq. of the Rhode Island General Laws, shall be
responsible for the formulation, drafting and reporting of plans and policies relating to
nondiscrimination as wetll 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
gstablished 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;

= 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

s 38 U.5.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 inciuding but not limited to Articie 1, Seetion 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 nondiserimination, and prohibit
sexual harassment,

6. Pursuant to Rhode Island General Laws Title 28, Chapter 5.1, the State EOQ 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
compiiance 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 I1sland Commission for Human Rights shall be responsible for assuring
compliance with State and Federal laws and all applicable pravisions of this Executive
Order.,

9. Pursuant to Rhode istand 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 Isl.and 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,



1T. 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 EOQOQ 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 QOffice

One Capitol Hili

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, RT 02903 Tel (401) 222-2661; Fax
(401) 222-2616; TTY (401) 222-2664

Governor’s Commission on Disabilities

41 Cherry Dale Court

Cranston, RI 02920

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

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

Donald L. Carcieri
Dated: January 17, 2005




State of Rhode [aiand
and Providense Plantationa

Biry Benallun, Baveennr

EXECUTIVE ORDER

No. 5422

Decamber 23, 1994

WHEREAS, it & the policy of the State of Rbode Island and of this
sdminisiration thas Minority Business Emerprises and Wamen Business Biuzerprises,
(herein defined sy “MBEs™) shall have (e fillest possitle opporitnjty to partivipats In
State funded and State directed public construction programs and projects and in Stawe
purckases of goods and services; and

WHEREAS, the Ceneral Assembly in 1985 ensersd Title 37, Chapter 18,1,
{hierein defined a2 the MBE satuie) end therein authorized the Director of the
Deparunear of Adeministration (o establish ralss and regulations for giving MBEs 2
preferenca In contract and subcontract awards; and

WHEREAS, va fune 23, 994, | signed Executive Order §4-9, reorganizing
and enhancing the pawers and dirfes of the MBE Program, and thers is now a need to
cestructurs and clarily the responsibilities of the MBE progray; and

WHEREAS, as Governor, 1 infend 10 affirm apd cacry out the State's policy of
encoutaging full compliance with the MBE statute throughout Stite governmene;

NOW, THEREFORE, T, BRUCE SUNDLUN, by virtse of the authority vesied
im e a5 Governor of the State of Rhode Usland and Providesce Plintations, do hereby
order as follows: : |

dicie L« Agolicabil

This Exacutive Order shall apply to agy and all State purchasing, inchiding bat
net limited 1o construction projects or caagacts, professional sorvicss, and purchase of
goods and services funded fn whole or in part by State funds, or fensds which the State
expetds of adroinisters 25 the reciplent of a federal grant, or in whick the St ls g
signatnry o the contract.




Execurive Order Mo, 94-22
Detember 73, 1994
Page I

\cticle T« Minoritv Business Exterpsise P

(A3 The Director of the Depantment of Administration shall assume overali
respoosibility for the MBE Compliance Program. The Director of Admisisiration shall
ereate the positicn of Admindstrator - MBE Complianco and shall defepate day to day
operational responsibilicy to that official. The Administrstor - MBE Compliance shalf
zerve 2¢ the primary apetationst officer of the MBE Program apd ¢dall be supported by
#radf as determingd by the Director, Department of Admrinisiation. The Administreos
- MBE Compliance shal] assume responsibility as gy Executive Direotor 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 Director of Adminisoration, the Purchasing Agent, spd other entities and
individuals direotly affested by the contrect and procurement practices of St
govermmest. The Administrztor - MBE Complince shall assist in the developmen: of
effective and ihnovative stratzgies for promoting MBE gasticipation in the State"s
procurement, comsuction, professional, consulting, and legal semr:c SOTLFALH it
order 1o comply with E.L General Laws Sectbon 37-14.1-7.

(B} The MBE Program shall:

E. Assist the Director of Admimistration to issue wules, regulations and
Fcpotting requiremends necessary 1o implement the ohjective of this Executive Order.

2. Mooitor the progress of eaeh department, agency, and quasi-state
aythority er corporation in e sttalnment of MBE policy sbjectives, participarion
goaks, a1 reguirements,

3. Conduct suck activities 35 visity to job sites, public hearings and
examination of records and practices of various departments as may be necessary o
creure compliznee with the requirements of this Executive Order.

4, Arrange For teohnical asslseance, support and resource identification
o asslst the varicus deparment, ageacy and quasi-state autharity of COrpoTation
purchasing entities in atmining the objectives of this Executive Order.

5. Tdentify and seek assistance from varfous community based
orgamizations, bocal, state end federal sgencles active in te fisld of MBE development
as well g5 offices In other state and federal jurisdictions,

o
T T T
-l S e P



Executve Order No. 84-22
Drecember 23, 1994

Page 3

6. Act as a coordinsting body to bring MBEs inty gctive participation in
the purchasing procedures of the various depariments of the State.

7. Develop o statewide reporting system for 21l MBE activities uader
R.1, General Laws Section 37-[4.1.

8. Conduet research and analysic t srengthen the Stte’s MBE
Propram.

9, Develop for the Director of the Department of Administration
recommended rules and reguistions to insune compliance and sancrons for non-
complinace by departments, agencics and quasi-state authorities or covporations.

10, Submit an Annual Bepost to the Governor, by November 20th of
each wear {for the mnrﬂmlyw}mmmtmgpm&dum activities, et
improvy the program.

{C) The MBE Program sheli certify MBEs:

The responsibility for MBE certification has been assumed by the Departinent of
Adouinistration:

1. Purseant to BRI General Laws Section 37-14.1 {relating w MBE} -
and Section 42-35-1 {reladag to Administrative Procedures), e Dopsetweny of
Administration shall adopt, wunsfer andfor mochfy vues and peguiations For the
certification of MBEs,

2. Develop & dyabaze of centified MBES 0 be maintained as a public
recond.

3. Notify the purchasing agent of the State and quasi-stats authorities or
corporations of any determization of nap-compliance with the requirements of this
Executive Ordér ar a removal of the certification of aa MBE.



Bxreutive Order No, 9422
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(A) There is hereby established a Minority Business Enterprise Commission
(herein defined as the *MBE Commission™) to advise and assist the MBE Propram, the
Dipectog, Depamnanr. of Adminiseation and the Adminfstrator « MBE Complisnice i
mecting and carrying aut the MBE compliance rules and mgulations promulgated by
the Departivent of Administration.

(By The following officials and Individual persons are hereby appointed 5
memsbers of the MBE Commission, (o serve of the pleasure of the Govetnor.

A cabinet Jevel official to be appoinied by the Govermor
Director of the Department of Administration (or desigoes), Chair
Represcotative Joseph Mowsame

‘Executive Director, Commission for Human Righas

- Cashy Hamrison, I
Licht & Semenoff

Presiden: (or desipues)
Black Comrectors Assoeiation of Rhodr. Island

Executive Director {or designee)
Bhode Istand Commissivs on Women
President (or desipgnes)

Hispanic Coniractors Association

{C) The following officials shall serve as non vordng advisors 1o the MBE
Cromnmission:

Diirgetar of Policy _ o
Governor's Office B
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Associate Director and Purchosing Apgemt
Department of Admimistration - Division of Purchasing

Azsoclate Direstor - Department of Administration
Diviston of Human Resources

State Conirofler
Department of Adminstration - Office of Accounts and Control

Chief Civil Rights Officer
Bepartment of Transpariation

(D) The foliowing officiai shall serve as the Executive Dirzctor of the MBE
Commission:

Administratar - MBE Complisnce
Department of Administration - Division of Homan Resources

The MBE Commission shall meet no bess than six times per yezr and gpon the
call of the Chairperson or four (4) Commission members to consider whatever buginess
the Chasrperson or Costunission members may deem appropriate. Four (4) membe:
shall eonstinste 3 quorum of the Commission. ‘

{A) Each governmentsl deparutient, agency and quasi-state authority or
corporatiza smpowered o expend or sdminister State funds shalt develop and cubinit a5
part of ity anonal budget, an MBE plan (o meet the goal of awarding 10% of the doltar
vaue of 2l procurements and constrietion projects 1o certlffed MBEs.

{B) The Dipector of each depsriment, agency ot quasi-stats suthority or
corporation empowered th expend State fonds, shall designate 2 highly aced official
("MBE Coordinator™) to bave overall respowsibility for promoting greater particigatics
of MBE in his or her department or agency or quasi-sate authority or corporation.



Excculive Order No. 3422
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{€) If the rules and regulacions promulgated by the Department of
Administeation are not being met, the Department, sgency or quasi-stats suthority or
corpotation shalt submit a report © the Depantment of Administration’s Administrator -
MEE Compiisnce stating the reasons for i irability to comply with sch roles and
tegulations, and identify the remedial steps it shalf ke, Such remedial steps muy
include:

. 1. Targeting some bid invitations to MBEs,
2. Promeing jolnt ventures between MBEs a6d non-MBEs,

3. Requiring prime coateactors, where subcontracting opportumitics
exist, 1o subcomract 2 miniemm amount of work oo peojects Lo MBEs

4. Designatiog M Es as su,ggestcd vendurs. when sul:mmﬁ;ﬂg TEUEsES 10
the pumhasmg agenr,

5. Dividing !a.rg,a COnzacts into stualir:r ueries 10 affoed appammmes for
MBEs, where lepally permissible.,

6. Developing a plan to require prime coniractors, whenever possible,
to purchase supphes. strvices and equipment from MBEs.

The Staes Purchasing Agent end quasi-stite awthority or carporation purchasing
agents will provids maximem swport W comply with e requirements of the MBE
stanite as stated heretn. Such effors will inchads:

1. Wotifying all possible bidders, especially potential MBE suppliers of
purchasing for departmante, apencies and quasi-strte authorities or corporstions. Such
notifeation might include dlrect mail, adverising i media reaching the minarity
comamuity, and such other outreach effoets as may be necessary,

2, Seeking out MBEs from the list of certifisd MBES fo be inchuded in
prospective bidder lists, and largeting soms bid lovitaons to MBEs. T "7
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3. Providing information 1o minority suppliers and conducrng sutrezch and
information sessions {or existing and potendal MBEs.

4. Motireriag the utilizstion of MBEs in the area of Utility Order Purchases.
5. Provide steh information as may be requested by the MBE Cormnissian.
6. Performing auy such other setivities that generally suppart objectives of this

Expenrive Order and R.1 General Laws Section 37-14.1 éi g,

This Exeguive Onder effectlvely rescipds, supersedes and repleces Execitive
Order Mo, %49,

S it e i S
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AFEIRMATIVE ACTION FOLICY, STATEMENT

’
Blake Houns, I. BRUCE BUMDLUN, by the authority vested in me as Qovernoar of

Providercs the State of Rhode Island and Providence Plantations, do hereby
order a8 Eollows:

1., Egual Opportunity and Afflrmative Action towapds its-
schievement i8 the firm and unwavering policy of all units of Rhode
Igland State Government.

2., Rhode Islend Btate Government is committed to providing
equal opportunity in every sspect of 1ts program; and will pot
digeriminate because of race, scx, national origin, age, religlon,
sexunal orientation, or disability, Becauae my administzation
repognizes the need to elimindte the vestiges of past zocietal
dizcrimination, Lt will take affirmative action to ensure khat its
employment epportunities are svelleble to every goalifled Rhode
Isiander.

3. Within agencies, dapsrtments of state goverament, and those
agencies created by legislative statutas, the follewing zrepz will be
administered without regerd to race, coler, sex, age, religiom,
sesual orientation, or dizability; ,

#irings Work Assignments
Salaxy/Wage Leava
. Lay-~offy Training
- Trangfers Recall From Lay-offs
Fromotions Appointmants
Damotions . Discipline

4. In addition, my adminigtration will nok tolerate
discrimination by any recipient of state govermument funds. This
thcludes lending institutions, developers, cootractors,
gub-conkractors and entities doing business with the State.
petiberate or persistent violation of the affirmative action
policies set farth hereia may result in the withdrawal of State
support orv Involvement in 8 project and/or debarment from furthar
gtate involvement. any personm or cerporation dejng buslness wikh
the State shall cpoperate with the mealtoring of this paliey.

The Director of Administration shall promulgste puch rules and
ragulations as are necessary te effectuate compliance with this
paragraph.
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SELFETARY OF STATE
ADAMSTRATIVE AECORDS DNV,

5., In addition to Rheode Igland Stakte Government, sach and every
smpleyee of State governmant is responsible for assuring that all
aspecte of Sktate programs for which hesshe iz responsible for are
gvailable without digcriminatien, Department Birectors and thelr
senior staff are respensible for the implementation of thls policy
gnd they will be evaluysted as te their role in this implementation.

&. All Department Direckors and sppointing aukhoritiss shall
appoint 3 highly placed person, whe shall repott to the Depsriment
Director and who shall be degignated &5 the Departmental Affirmative
Action Gffigar, The Depactmental Affirmative Action CGEficer shall
attend at loask one EEQ trainiag session snneally snd the OEficer
shatl &5s5ist 1o the development and enforcement of sffirmativa
ackion plang. Fach Departmental Affirmative Action Officer shall
work cocperatively with the Pergonnel administrator te conduct a
quarterly review of biring/prometion schivity within their unit to
avaluate and report to his/her Depariment Director on affirmative
actlon prograss or lack jtherepf, Each Departmental Affirmative
Ackion Officer shall gubil'nit information en the status of their plans
twice annually to their respective Dowsrtment Directors,

7. The Goveérnor's ETixecutive Committes for Affirmative Actlon is
herely established and its membership shall hoevesfter conslet of the
following: +the EEO Admimistrator, the Executive Director of the
Human Rights Commission, the Erecutive Secretaty of the Governsri's
Commigsion on the Handicapped, the Director of the Commisgsion on
wometn, the Exacutive Director of the Minority Dusiness Enterprise
Commission, the Chief of the Merit Selection and Classificstion
ynit, the rdminisktrator of Purchasing Systees, and the Fatsonpel
Adoiniastrater who shall Chair this Committesa,

4., The Commuittee shall advise the Governor im the formulation
gnd coordingtion of plans, puhcles and progrems relaking to egual
opportunity and affirmative actlon in &}1 Btate departments and
ageneios end 1n essuring effective implementation of such policies,
planzy and progrimg by such agencias,

9, Upon the requesk of tha Executlva Committes, the Department
birecter of each State agenpcy and the Departmental Affirmative
Acklor OEficer shall meet wlth the Committee snd report in person to
such Committee on the agency's affirmativa actiom program. It shall
be the Ezecutivs Committee Chair's responsiblility to schedunle such
meetisgs, and it shall be the Auty of every agancy head to comply
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with such requestes for data or other information ar reporks as the
Ezecutive Committee may deem apprepiviste £or znalysis snd review m
advance of such meeting,

10, TInm additlon to the dubies of khe State FEO Office set forth
in Title 28, Chapter 5,1 of the Rhode Izland General Laws, the State
EEL Dffice shalls

&)Y review the Affitmative Action plans submitted annually by
each state department pr agency and prepare a eomparative analysis
of the strangths and weaknasses of the plans;

B} make recommendabions to the deparbments &n pruactw& policy
initiativas that may enhance affirmative action plan objectives:

C) prepare an Executive Summary of the departmentsl plans for
suhmizgion to the Governor snnually on Rovember 15th; amd

by work lbaope:atively and in conjunction with the UDeparemental
Affirmative Action Officers, Departmental MBE Coordinators, and
State Officials serving on the Guverner'’s Executlve Comnittee for
Affirmative Action.

11. The State Bqual Cpportunity Office shall be responsible for
assurmg ccmpiiance with Rhode Island Genersl Laws Title 28, Chapter
5,1 and the provisions of thiz Executiva Order.

12, The Rhode Island Commissien for Human Rights shall be
responsikle far assuting complisnce with Rhode Izlepd Ganeral Laws
Title 28, Chapter %, Ssctions B through 40 and the provisions of
thig Executive Order,

13, The Rhode Island Governor's Commisgion on the Handicapped
shnl) be responsible for assuring compliance with Rhode Izland
Ceneral Laws Title 42, Chaptor 51 snd the provisions of this
Exacytive Qrder,
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Ezacutive Qrder 93-1
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14, AIl units of Rhode Isiand State Government zhall comply
with all stste snd Federal laws pertaining to equal oppaztumty and
gffirmative action including:

Rhede Island Falpy Zmployment Practices Ack,
Rhode Island Bandicapped Producty Procuremsnt Ack,
Rhode Island AIDB Discrismination Act.
Federal Executive Order 11246, a5 amonded,
Title ¥I end Fitle VIL of the Civil Rights Act of 1964, &3
amsnded,
Ags Riscrimination in Emplowment aet of 1987,
¥guel Fay Aok aof 1%63,
Rebabilitation Aot of 1873, Section 504, .
pmericans with tisabilities Act (ADR} of 1590,
Vietnam Erd Veterans ack of 19%4,
Fersian Gulf Conflick Supplemental Authorization and Personnel
menefits Act of 15791,
| Age Diseriminmstion Act of 1575,
! Faugation Xmendments Aot of 1972 {Title IX),
Civil Righks Aot of 1991,
Rhode Island Exacutive Order 22«2 (Amaricans mth Disabilities
et
Rhode Island Ezecutive Crder $1-39% (Seyual Harassmentl,
Ahote lsland Execukive Order 92-4 {(Mlpority Businese Enterprise
Commigsion), and .
Rhode Igsland Fxecubive Order 93-1 {Affirmative Action Policy
Etatement).

15, Petrgons with disabilities requesting reasoaable
scoommadation should contact thelr own deparfments/agency’s personnel
pffice or ADA Ceordinator.

16. Persons having guestions or needing asgistance £or minority
o1 women business enterprises should combsck the Executive Direstor
of the Minsrity Business Enterprise Cowmisgion st 277-62461{w) -
2773090 {tdd}.
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17. Citliems of Rhode Island believing that they heve been
discrimineted against in the pursuit of achieving the quslity of
iife a5 afcrementioned should contact:

Covernpr’'s Commission on the Handicepped
555 Valler Btreet, Building #5]
rrovidaence, RI (290E-5EES

TEL., #277-3731

7DD §277-3701

FAX H2T77-2832

BRI Commission for Hunan Rights BRI State Equal Opportunity Qffice

10 Abbotk Park Place One Capital REll
Prowidence, RI  02903~-3763 Providence, RI DI208-5845
TEL. §2717-268] TEL. #277-30490

TR K277-2664 TOD #277-6144

EAX, #277-281% FAX #277-6378

Tonis Exequtive Order shall supercede and rescind Executive Order
#o. 85-11, and become cffective immediataly on the dete hereof.

1295 g

DATE Gdgﬁnz@oﬁ\



State of Rhode [sland
ard Providence Plantations

Beuci Sunidlues, Gavemnor

EXECUTTVE ORDER
B0, 92-2

JANUARY 23, 1932

COMRLIANCE WITH_TEE AMERTCANZ WITH RISABILITTES ACT

State Howse,

Prodidence  WHEREAS . the Amaricsss with Dissbilities 30k {®ADA") was enacted
by tho United States Congress pmr Jily 26, 1990 to expand the pivil
Tights of individuals with disabilities in the aress of employment,
trapnsporration, public accormodatiens and communicakions: and

WHEREAL, the primary objective of the ADA iz to redquire
employers and publid sorvice providers o eliminaks any and all
harriers, practivez or ppliciss Ehat may Giscriminate agaimst or
ptherwise deprive indlviduals with digabilities oF the full use and
erjoyment of public accommeodations, poblic bvansportation,
teliecomunication sysbeme and ewploymont opportunities; ang

WHEREAS, it was anticipated that the psopass of removing amy and
ali gugh herriers would hest be eEE&tfuated hy developing a
gopprehensive statewids plan, and :

PHEREAS, in June of 1?91 I directed the GnvEIncr 5 Compisgion
or the Bandicapped to crezte a Coordineting Committea én the ADR
thaot would bring representatives from 8ll =egments of Skabte
quvgrnment ctogether to participate in joint self evsluation ang ADA

compliance planning: and

WHEREAS, the Coordinating Committee, chaired by Hancy
Huezted-Junson kas developed and presecnted me with a gtetewide plan
for mesting the mandates of the ADA entitled “AMERICANS WITH
DIBAOTLITIES ECT; SELT TVALUATION AND COMPLTANCE PLAN FOR THE STATE
OF RIHODE 1SLAKD;" {herelnafter *ADA Compliance Bilsn“)

KO, THEAREFORE, [, BRUCE SUNDLLM, by virtve of the authoricy
vasted in me ag Goevermor of the State gf Rhode Iskand and Providence
Plantotions, do hereby order as follipws:

1. Thr Bhods Island Stale ADA Complianes Plan ghall be
tiplomanted forthwith go Lhat individeaolsz wikth dizabilities may ba
fully integrated inte all. aspecks of Rhode Igland life im the most
expaditious monner possible,
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2. Thers shall be a State ADA Cosrdinzbor to assume overall,
day-to-fday responsibility for implementing the ADA Complisnce Plan,

3. The Chaliparsen of the Governor's Commizgion on the
Handicappad is hereby designated té serve ot the Governor's plezsnrs
as the Stals ADA Coordinater. The Executlive Seorekaty of the
Governer's Commission on the Tandicepped is hereby designated to
sgIve as Deput} Coordlnstor,

4, The dukles of the ADA Coorélnatar shall includet

A. monitoring the State’e complisznce with sll
federal und stateo Iaws and regulations affecking
individunls with handicaps, including but nok
1imited to Socklon 5¢4 of the 1973 Rehabilitation
Act and the Americanz with Digabilities Act:

B. eatablishing a technical assistancs program to
inform and advize State and local government
agencies, human service provideis, providers of
public accomrodations, roal estate agents,
brokers, developers, a:cbltacts, Tandlords,
prildecs, and other zffected entities amd
ipdividnals on their obligations under the ADA?

. ertabilishing & grievince procedure to promotiy
znd pqguitabhly resolve complaints of noncempliance
with the ADA involvirg departaents, agencies or
divisions of Staks gevarnment!

D. ostabiishing 8 procedure for initiatimg
comolaints against ary department, agency or
givision within 8take government that willlfully
failz te comply with bhe requirements of tha ADA
or the ADA Comgliznce Plan.

E. developing, making periedic revisions to, and
oversering implementation of an ADA Traasition
Plan for the remgval of envirommental and
commupication barriers in Stata cwned facilities;

T. presiffiing at future meetings of the Btste
Coordinsting Committes on the ADAL
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5., The Stats Coordinsbing Committes on the ADA shall centinue
to exist znd shall continue to be stuffed by the Govprnor's
Commission on the Handlcepped. The Commitbes zhall advise and
aszist the ADA Coordinetor in the implementation of the AbA
Compliance Plan. It shall slso prepare a status report Lo the
Gevernor on ot before Ootober 1, 1992, and arpnually thereafter.

5. The Governor's Compission on the Handicapped, bhe State
Building Commission and the Commission for Heman Rights ghall,
whenever posgible and appropriate, cpoperate with and esgist the ADA
Coordinator Eo:

A, hAzaure compiiﬂnce: with the building accassibility
and publie accommodations secilpns of tho ADA; and

B. carry out the duties of ¢he ADA Coordinator
gnumerataed 3bove.

Tnis Execukiwve Qrder ghall take sEfect™on' the druc hareaf .

e
72590 v*é/xr/’?‘s%f!

Dake i Govarnor ’[

!
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Ecward D, DIiFrele ExECITIVE CIDER

Gorernsy .
H. 86-110

APRIL 15, 1986

REFUSGRE BOLICY

WEZRZAS, cthe Stake f Rhode Island hzs been a homs and a
haver for immigrants and tefugees aince the begioning of its
racorded histery: and

WEERTAS, For gore then thres centuries people driven from
their homelands by vacious forms of persepution have come to
Rhode Island and found che epportunity and the weans to estab-
ligh s new 1ife here; and

WABRZAS, the United States Refuges Act of 1480, pub. 1.
He, 96-212, authorises the grant of asylum to refugees who
are defined as any person gutside hla oy her coontry of
nm ionality "who iz usable or unwillihg to retorn to, and is
nable or unwilling o a+ell higself or herself of the
pmt;mtien of chat vauntiy becavse of persecation or & well-
founded foar of persecnticn on aceount of race, religion,
nationality, memberstip in 2 particular socizl group, or
polizizal apiniap”; and

WEEEZAZ, Rhode Izland zevepts and weleomes the sopockunity
tn tazke part in our ﬁ?+15nal refogee resettlemsat prau.am énd
to carry ﬁut oG Grtate’s :YenJTa'“ higtoriezl role in assisting
geopls fleesing dangers acd undoe hagrdships: and

WHEREAS, th
the 11"95 of i
adiuss sucyssstu
tranﬁi:;on i n@o
agd

refuges expevfense is a3 mator apheaval in
ge Individuals, amd In order for thes to
Ly to d new gounbry and colture, a peried of
2E5ATY to learn & nevw language and cuelture;

WHEREAS; Rhode Islund recognizes that :éfugees have
grear potuentisl tocontriboete oo the state and 3ty commanitiss
and thet it j2 in Lhe isterest of 211 that thelr pokenbtisl be
puctured snd encouraged: and
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WHERREAG . the Hhode Isiend 0ff:ice of Refugee Resstiloment
was wteatad for the purpose of implementing the regonirempanty
of she Pefuged Aok of 1950 P.L.96-212) ko ausisi- refugess in
the atare to beeome selfi~sefiiciant a5 capidly as parsible; and

WHEREAS, che fovernor'z advisory Councll on  Hefugee
mezebsipment, crested by Execuilive GQréar B5-24. was established
for tho surpose of forging s linkage between the refugse
commsnilty and the larger Rhode Isiand sosiskiyr zng

MO, THEESFORE, T, Edward D, DiPrete, hy wirkoe af tha
aulhority V{*.,tﬂﬁ in me as Gowerapr of the State of rRhods
Tziand and Provzdf‘ﬁcﬁ' Plantations, hereby order and direck
the fallowing:

1. 7he BRhode Island Office of Eefugee Begetblement
shall be auihorized to coordinate consultatisns among
the Following entitivs and agencies: valuntary agen-
oies ("VOLAGE"Y and their natlonal offlces; Zooal
of finjala; state deparl@ents; npamely, tho Department
of Empluaydent ::':ﬁuzhL’fr the “Bepartzent of Azalih,
che Depariment of Human Serwices, the Department of
Meakal #ealeh, Persrdation @ad Fospitels, the Depars-
sent for C4ildren and Thely Famidies, the Departpent
of Groncwic Dwvelopoen:, tha Deparimenl of Transpor-

atiuau the Departman: 04’ Zducation, the Office of
ag Artorney General and olher appropriate cublic
nd private zgencies.

It :r{’

Z. The above consultstions shall be ko dezermine the
availshiltity of neaded serviges =szoch as  housing
availability and commibiny responsivegess; to evalu-
ate aconomic corditions, and to deteemine the proxime
ity of vrganizavricns and imstitutions which provide
EUPROr L.

%, &1 trensitional services ahall be provided with a
view. to saximize thelc agoessibllity and coltaral
appropriateness, The chearacteristics and conderns
of the refuges coppunities  chonld be  saken into
apnount i the shepisg of specilic ssrvies delivary
oroceduren and mechwniswms and the determination af
their cuiboral and linguistio sensitivity.
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£. ‘Thoge skate agenciss ag previously stated that conduct
programs and agtivities dirvectly or indiveskly relat-
ing to thi zecrvice peeds of the refugee popolation
2hall imzmediately undertake an affirmative plansing
process with regesrd %o refugees. This plianning
process ghall be completed by Cetober 1, 1986, and
ghall include the Following elements:

M. lNeeds Aspessment: Dekermising the surremk and
potential requirements eefu g g5 have for ths
agencias! servicesg;

B. Current Use: Measuring and docugenting the
extant Lo which relugees now yse the servicesy

C. Ageney Servige Plan for #efuogssz: Farmulat-
ing 2 plan, loeluding a timekalle for imple-
mentation, that ensures that delivery af the
agendies’ serelees £o refugens peets Lhe needs
identified in the needs 2zzessment and ars in
copsliance ith Ticke W& of bhe Upited Zbstes
Eiv' Rights mor of 1944,

. Ehuode Isiand Gffice of Refugnv Rgaetilaxent and
Yhodr Inland FgOal Upnc:tunltv pftice Assistanoa -
Thir Rhode Island Office of Refuges Resettlement and
the Rhode ‘Taland Office of Equal Gpportunity shall
srovide technical aseiscance to the agencies through-
vt the planning process and  shall monitor khe
aoopcins' progress in the implemsniation of their
slans, Technical assistence whan necessery will be
reguegted fvom the Federal Nffices Ffor Civil RBighbsg
fompliance,

g ing Agency Service Flang —

Sgatyrt A I

Dyder 3814

The following srete sgencies shali engege iz the
planning procese:  the Department of HDuman Servicesn,
The Deparcment of Tezlih, Eha Department of Smploy=
mant Seaourity, The Department of Mratal Health,
Rztavdation and Hvﬂpz al., the Departmint for thild-
ren and Their rnm1]1vw; the Departmant of Tducarcien,



Freputive Order S6-10
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aril 15, 1986

{0

the Department of Feonomic Development, and Lhe
beparimant of Transpogtation.

itiemal 2ducation Progras -

Trans

IORR skall meet regularily with the Department of
Sducabicn to courdlpate the provision of the tran-
itivnegl gregram for rafegee  children, bBilingual
sducation pragrams, adult eduvation services, and
other wducavional programs of spzeial concern to the
refugee cozmunities,

w

el

[£4}

an

i

Conzultation with Atvorgey Gemeral -

RIORR phall work with the Office @f the ALtorney
General, 2pecifiecally the Clvil Rights Divisien and
the Division of Copsumer Protection, in its eSfort
to gngiire. bhat necessacy atats orocepticn and services
are agvigdlzhle to the refuges population,

iz pxeoutive Order shall take affsct on the date hereof.

Tl 0008

Eiwzrd 0, DiPrete
GOVernor



Syate of Bhode Ixbimnd sand Providence Plantzeions
LRECHTIVE CRAMEER, SRONIHML

Edward [}, DiPrete
Gouprios

50, B5-16
JIY 23, 1965
| SECTION 504 COURDIFATOR

WHEREAS, Title ¥ of the Pehahilitation Bet of 19%2 sets Forth the
civil rights pf hamlicapmed persong; and

WHEREAS, handicabped parsons have a right to expect and gain scceaz to
variews buildings ard propertiee which axist for the betterment of all
EXArEChEy and

WITBRRAS, under Section 504 of Title V of the Rehakdlitaticn het of
1973 the State has been mandated to cragte policies, practices and
progrars regarcéing sooesgildlicy of State-bawhldicgs and propertiss to
narticepoed persensr @k

WHFRFAS, such a degignaticn would allow for the expedient voopllance
with the mandate of Secticn 504 thereby serving the needs of
handicapmed persocas In the best possible manney s

N, THEREFORE. Ly virtus of the aatlority vested in e ag Governor of
the State of Shwxde wl:mc and Providanct Plantaticns, 1% is ordered as
“ollows s

1. The Director of AMmipistration is hereby deglcmsted the
Statefs 504 Coordinateor end shall delogate opsrationnl
control to the Btate Bullding Code Commisnioner as his
Zeslicnes,

2, The duties of the Coordinator shall b fo coordinste all
State ogonsdes in the lmplementerion of all fedeval rules
and requlations affechirg the State in temme of compl iance
with ths mandetes of Saction 504 of Title ¥ of the
Rehabdlitabion ot of 1973,

3,  the Coordiretents duties shall includos

&, Authozity to ovdsr depertments to prepare and complodas
transiticn plaxe in acoordonoe wizh 504 reoplations.



Frepcutive: Order Mo, 85914
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Crordicating the fopmmlation and review of transition
plans wich ad‘.’l.:ﬂi’ji' panels wheo ney represen
nandicarped creacimaticms.

Graneing fival approval of transivion plans and
Separtment use of program accessibility.

Maraging the cowslruction, design or alterations of
buildings ang 4.tes pecessary to bring all programs
intn ool Lonce.,

Arthorization to poordinate and sedizte matters
mrm:ﬂ'm_ng L4 complisnce.

ueisting public and private sectors tiwongh the use of
proper agencies on technical, employment and
m‘ﬂxihectural motters oonoxming 504 oomplianos.

Fstablishment of a comumer cupplaint provodura
necasgary to rosolve all complaints to agencios
pertaining to 304, )

The State S04 Covedinator or the Btate Building {ode
Crarrigsioner as his designes is hereby authorlzed £
initiate complalnts against those agancies,
adminigtrators, agents of aployees of any depariment
or division within state goverseent who willfully fail
0 comply with €5 requinaments.

The S04 Coardinator and the State Building Code
Commigsioner as his designee shail consult with the
Chairmen of the Governor's Commigsion on the
Handirapped with respect to irplementation of the above
éiutiv.sf; e resprasibilitics.

Thie Bxeouhive Order shall take effect on the date hereof. This
Exsoutive Onier vasoinds Recutive Goder Noo BG-16 dated Septender 79,

1940,

Fewpoekinlly yoer

Y

Eif mrd D Prots
GCOYVERNOER



PUBLIC LAW 97-118
AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE

CHAPTER 51
SEXUAL HARASSMENT, EDUCATION AND TRAINING IN THE
WORKPLACE

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

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

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

(b) Every employer shall:
(1} adopt a policy against sexual harassment which shall include:
(i) a statement that sexual harassment in the workplace is unlawful;
(i1) 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;

(iit) a description and examples of sexual harassment;

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

(v) a description of the process for filing intemal 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 fedcral employment, as amended,
discrimination enforcement agencies, and directions as to how to contact
such agencies as amended.



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

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



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 ar 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

capuacity.

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 Stare 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)



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

GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

Rhode Island General Law 28-3.1, Executive Order No. 05-01 of the State of Rhode
Isfand 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 fermale employees.

Another common type of verbal abuse is either spreading rumors or joking abeout 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 itlegal 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)



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 reasonabie
accommodations if necessary to perform the essential function for the desire position.
NAME: AGENCY:

JOB TITLE: DATE:

Please Check [X] the category that best describes your disability. (Upon request, verification of disabling
condition must be obtained from your physician.)
Disabling conditions include, but are not limited to:
[ ] AIDS
[] Alcohotism
[] Blindness or Visual Impairment
[] Cancer
[] Cerebral Palsy
[] Deafness or Hearing Impairment
[] Diabetes
[] Drug Addiction
[] Epilepsy
[] Heart Disease
[] Mental Retardation
[ ] Mental or Emoticnal Iliness
[] Multiple Sclerosis
[] Muscular Dystrophy
[] Orthopedic
[] Perceptual Disabilities such as: Dyslexia, Minimal Brain
Dysfunction, Development Aphasia or Speech Impairment
[] Other

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

Additional Comments:

Signature; Date:

RIEEO 5/09A

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



#*% SAMPLE ***

AMERICANS WITH DISABILITIES/504
COMPLAINT PROCEDURE

(Agency/Department) 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: {J.B. Person) who has been
designated io coordinate ADA/504 Compliance efforts.

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

A complaint should be filed within (# of Days) after the complainant becomes aware
of the alieged violation.

Anm investigation, as may be appropriate, will follow the filing of a complaint. The
investigation will be conducted by {J.B. Person) . These rules coniemplate
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 ___ and a copy forwarded to the
complainant no later than (# of days).

The ADA/504 Coordinator will maintain the files and records relating to the
compiaints filed.



DISCRIMINATION COMPLAINT PROCEDURE

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
STATE EQUAL OPPORTUNITY OFFICE
TELEPHONE: (401) 222-3090 FAX: (401) 222-2490

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.

L. 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
aileged incident of discrimination, untess 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 wili be scheduled and a
Hearing Officer will be assigned by the State Equal Opportunity Office.

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

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

An individual may also file a complaint with the Rhode Island Commission for Human Rights or the

U.S. Equal Employment Opportunity Commission. If a charge has been filed, either simultaneously or at
alater date with Rhode Island Commission for Human Rights or the 1.8, Equal Employment Opportunity
Commission, the State Equal Opportunity Office will defer to either commission for investigation and any
resofution and/or prosecution of any charge.



DEPARTMENT OF ADMINISTRATION
OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
State Equal Opportunity Office

COMPLAINT INFORMATION FORM

1.Complainant Information:
State your name and address:

City State Zip Code
Telephone Number (5)

Work:

Home:

2, Name of Department

3. Name of Immediate Supervisor:

4. Respondent Information:

Name and address of agency involved:

City State Zip Code

5. Name and Title of person(s) charged:

6. Date of alleged violation:

7. Place of alleged violation:

( )

Case Number

8. Basis alleged Complaint:

_____Race/Color; Specify

. Sex:__ Male __ Female
__Ape: _ Dateof Birth __
___National Origin: Specify

___ Disability
____Religion: Specify

___ Sexual Harassment
__Sexual Orientation
____Gender identity or Expression
___ Retaliation

2. Nature Change:

Hiring
Compensation

Job Classification
Discharge/Termination
Promotion

Training
___Demotion
____Qualifications/testing
_Layoff

 Recall

____ Seniority
___Intimidation/Reprisal
____Harassment

L

|

|

RIENC-03-87 Revised 2003




COMPLAINT INFORMATION FORM
(Continued)

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

11. Why do you believe these events oceurred?

12. Have you brought this changed to anvone else’s attention?

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

Complainant Signature Date Interviewing Officer



RETALIATION OR COERCION STATEMENT

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

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



OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY

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

Rhode Island Department of:

EXIT INTERVIEW SIGN-OFF FORM*

Name of Employee (Please print or type)

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

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

Signature of Employee Date Employee Signed

ek Kk Aok dedk ok i ey & ko i e i

Date Exit Interview Was Signature of Personnel Officer
Mailed to Employee

* Instructions:

The Human Resources Office must distribute a copy of the Exit Interview form along with termination/
transfer papers to the employee. The Human Resources Office must place a signed copy of the Exit
Interview sign-off form in the employee’s personnel file and forward a second copy of the sign-off form
to the State Equal Opportunity Office immediately upon completion.

Rev. 7/02



OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY INQUIRY

All information obtained from this inquiry will be handled in a confidential manner and will
not be divulged to supervisors, co-workers, or anyone inside or outside the agency. The
information will be used as a tool for change and improvements and will not be made part
of your personnel record and will not be used to respond to reference checks by future
employers. We ask that you be as honest and fair as possible. Please complete and
return to the State Equal Opportunity Office, One Capitol Hill, Providence, RI 02808.
Thank you.

Name Job Title
Address Dept./Agency

Division/Unit
Telephone Date Departed
Date Hired

{Piease check for Equal Opportunity Purposes Only)
i , ) . . , k
. Female [_] White[] Asian Amer.fPacific Islander]_] Hispanic[]
Male] ] Blackl_] ' Amer. Indian/AK Native[ Disabled | -

What is ydur main reason for leaving?

What did you like best about your job?

What did you dislike about your job?

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

Do you feel career opportunities were adequately afforded to you?

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

(Rev. 07/02)




CONTINUED

Was your supervisor effective in handling problems or comptaints?

Was the Leave of Absence Procedure clearly explained to you?

Did you receive fair treatment while employed?

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

Do you feel you were discriminated against?

INTERVIEWING OFFICER DATE

COMMENTS:




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

B. Agency head appoints the committee from a list of volunteers.

C. Volunteers should include staff from:
1. Each division of agency
2. Various job levels
3. Diverse group of employees; i.e. minorities, women, persons with disabilities,

and veterans

2. STRUCTURE:

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

Minutes

UNCTIONS (ROLE):

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

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

F. Review monthly progress reports

G. Issue a progress report to agency head quarterly

T OMPUOE

Moo

4. CHAIRPERSON (DUTIES):
A. Prepare agenda for meeting
B. Preside over committee meetings
C.  Submit any committee recommendations to the agency head

5. SECRETARY (DUTIES)
A.  Preside over meeting in absence of chairperson
B. Record minutes of the meeting
C.  Prepare minutes for distribution.

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



7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:
1. Newsletter
2. Pay envelopes
3. Employee handbooks
4. Copies of the affirmative action plan policy statement of key program elements

8. The state equal opportunity office may issue such guidelines, directives, or instructions as
necessary to carry out Rhode Istand General Laws § 28-3.1.

For additional guidance and/or technical assistance, contact:

Raymond Lambert, Equal Opportunity Administrator
Department of Administration

Office of Diversity, Equity and Opportunity

State Equal Opportunity Office

One Capitol Hill

Providence, R1 02908-5865

TEL # (401) 222-3090

TTY # (800) 745-5555

FAX # (401) 222-2490

Email: Raymond.Lamberi@doa.ri.gov




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 COUNCIL:
A.  All employees should be informed of opportunities to serve on the council.
B.  Agency head appoints the council from a list of volunteers.
C. Diversity Liaison(s) will serve as ex-officio council member
D

Volunteers shouid include staff from:

1. Each division of agency

2. Various job levels

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

2. STRUCTURE:

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

Minutes

OTMmUNWe

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 measiire progress

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

muomps

4, CHAIRPERSON (DUTIES):

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



5. SECRETARY (DUTIES)

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

6. AGENCY HEAD:

Should make a eommitment 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 Hili

Providence, RI (02908-5865

TEL #(401) 222-5813

TTY # (800) 745-5555

Email: Sabina.Matos@doa.ri.gov




ENFORCEMENT AGENCIES

Department of Administration
Office of Diversity, Equity and Opportunity
State Equal Opportunity Office
One Capitol Hill
Providence, RT 02908-5865
TEL # (401) 222-3090
RIRelay: 711
TTY # 1-800-745-5555
FAX #(401) 222-2490

RI Commission for Human Rights
180 Westminster Street, 3r¢ Floor
Providence, RI 02903
TEL # (401) 222-2661/ Voice
TTY # (401) 222-2664
FAX # (401) 222-2616

U.S. Equal Employment Opportunity Commission
131 M Street, NE (4u Floor, Suite ANWO2F)
Washington, D.C. 20507-0100
TEL # (800) 669-4000/ Voice (Toll Free)

TTY # (800) 669-6820

U.S. Department of Justice
950 Pennsylvania Avenue, NW

Civil Rights Division

Disability Rights Section — 1425 NYAV

Washington, D.C. 20530

TEL # (202) 307-0663/ Voice and TTY

FAX# (202) 307-1197
ADA Information Line: (800) 514-0301/ Voice

(800) 514-0383/ TTY



ADDENDUM - DIVERSITY PLAN TO IMPROVE MINORITY HIRING AND
WORKPLACE INCLUSION

. The data shows that for the reporting year July 1, 2014 through June 30, 2015, 20.91%
of the Department’s workforce was minority, 64.42% fernale, 2.16% disabled, 3.37%
veterans, 8.17% Black, 10.10% Hispanic, .48% American Indian, and 1.68 % Asian
Pacific Islander. When compared to the U.S. Census Bureau’'s 2013 American
Community Survey for Rhade Island, the statistics show that the Department’s workforce
is pretty similar. The Departrent’s figures are slightly lower for Hispanics and Asian/
Pacific Islander (10.10 %/12.3 % and 1.68%/3.3%, respectively), but these figures are
not grossly disproportioned. Moreover, while just 5.9% of Rhode Island’s iabor force is
comprised of Black individuals, 8.17% of the Department’s workforce is Black.
Nonetheless, the Department still has to focus on advertising and recruitment of
minorities in all positions, particularly upper level positions (for example, of the 37
officials/managers/administrators at the Department, only 2 are racial minorities — both
are Black). As the Department’s Diversity Liaison, Angelyne E. Cooper, Esqg. will be
working with management internally, as well as the Office of Diversity, Equity, and
Opportunity, externally, to ensure that job postings are reaching all communities; to
promote the Department’s commitment to diversity and make known that diverse,
gualified applicants are wanted and encouraged to apply; and that the Depariment is
meeting, if not exceeding, its hiring goals with respect to minority candidates.

The two main areas that need attention are veterans and individuals with disabilities. In
2013, the federal government provided a workforce goat of 7% for individuals with
disabilities and 8% for veterans. The Department's workforce for these two categories is
2.16% and 3.37%, respectively. As outlined in this ptan, the Department will make every
effort to ensure that job vacancies are advertised with local community partners serving
these populations so that more applicants are aware of available positions and hopefully,
apply for the positions. Moreover, the Department is committed to providing the
appropriate support for veterans and individuals with disabilities, whether it be through a
reasonable accommodation or some other means, to help these individuals feel
weicomed, needed, and supported in their employment.

. The Department strives to create a workplace that values diversity and inclusion by
hosting various diversity trainings throughout the year for all employees, posting equal
opportunity and anti-discrimination notices in areas frequented by the public and
Department staff, and working with the Office of Diversity, Equity, and Opportunity to
diversify its staff, particularly in non-unicn and upper-level positions.

. As the Department’s Equal Opportunity Officer, Angelyne E. Cooper, Esq. coordinates
various diversity trainings for Department employees to attend. For example, the R
Commission for the Deaf and Hard of Hearing is scheduled to provide an in house
training for all employees on Monday, December 7, 2015. In promoting this training, Ms.
Cooper has sent emails to ali Assistant Directors as well as supervisors and managers
alerting them of the training. Ms. Cooper will send a reminder email 2 weeks before and



another 1 week before the training. Ms, Cooper also contacted all Assistant Directors
regarding the sexual harassment training at DOA. The various divisions keep record of
the empioyees who have attended. With regard to future trainings, Ms. Cooper will
promote the same practice — contacting all Assistant Directors and following up with
several emails.





