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B - AGENCY ORGANIZATION AND STRUCTURE
OVERVIEW

'The Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
(BHDDH) touches the lives of more than 50,000 Rhode Islanders living with
mental illness, substance use disorders, vulnerable populations (homeless or
housing insecure), intellectual and/or developmental disabilities, or those who need
care in the state hospital, known as Eleanor Slater. The Department works to ensure
that all Rhode Islanders have the opportunity to enjoy the best possible behavioral
health and well-being, with full access to the benefits of community living in the
most integrated setting appropriate for their needs.

BHDDH has four major operational units: Behavioral Healthcare (encompassing
mental health, substance use disorders, vulnerable populations), Developmental
Disabilities, Eleanor Slater Hospital, Quality Management (including both Quality
Improvement- QI - and Quality Assurance ~QA. The Department guarantees high-
quality, safe and accessible health care services for all individuals who need
assistance, or who are in the care of facilities administered by BHDDH through an
integrated healthcare landscape, in which all Rhode Islanders will thrive. The
Department works to be the leader in the development of policy and research-
based, industry-leading services in collaboration with our consumers, families and
community partners in order to exceed care delivery expectations while being a
consummate advocate for the populations we support. We remain true to our core
values which are embodied in the state’s motto: Hope. We promote and inspire
hope for good health, a safe home, a supportive community and living a purposeful
life. These four pillars support our foundational values of: dignity, respect, person-
centered choice, and accountability.

Page 4 of 168



89T Jo & 95ed

L . 1S3YVYHO
. QyvHOR
lopad1a

IMVED TYNOLLVZINVOYO



C — PLAN ADMINISTRATION
POLICY ON SEXUAL HARASSMENT

STATE OF RHODE ISLEND AND PROVIDENCE PLANTATIONS
DEPARTMENT OF ADMINISTRATION

Enterprise Pelicy

Hum:n Resources 2018

’ Kyle Adamonis
Sexusl Harassment Policy 401.2792-5664
04-02-18 Kyle Adamonis@hrri.gov

1. Scope

This policy applies to all State Executive Branch agencies and employees whether permanent, non-
permanent, temporary, seasonal, full or part-time. Employees are alsorequired tofamiliatize themsefves
with agency-specific sexual harassment policies.

2. Imtroduction

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

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

Please note that while this policy sets forth goals of promofing a workplace that is free of sexual
harassment, the policy is not designed or intended to limit the authority to immediately impose

discipline or take remedial action for workplace conduct deemed unacceptable, regardless of
whether that conduct satisfies the definition of sexual harassment.

3. Definition of Sexual Harassment

Tn Rhode Island, "sexual harassment” means any unswelcome sexnal advances or requests for sexual
favors of any other verbal or physical conduct of a sexual nature when:

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

{2) Submission to or sejection of the conduct or advances or requests by an individual is used as the
basis for employment decisions affecting the individual; or
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(3) The conduct or advances or requests have the puzpose or effect of unreasonably interfering with an

individual's work performance or creating an intimidating, hostile, or offensive working environment.
(R.1 Gen. Laws Section 28-51-1 amd Title VI, Civil Rights Aot of 1964).

Under these definitions, direct or implied requests by asupervisor for sexual favors in exchange for
actual, promised or implied job benefits, such as favorable reviews, salary increases, job
opportunities and promotions, increased benefits, or continued employment constitutes sexual
harassment.

The legal definition of sexual harassment is broad and in addition to the above examples, other
sexually oriented conduct, whether it is intended or not, that is unwelcome and has the effect of
creating 2 work place environment that is hostile, offensive, intimidating, or humiliating to male or
female workers may also constitute sexual harassment.

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

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

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

«  displaying sexually suggestive objects, pictures, cartoons;

+ umwelcome leering, whistling, brushing against the body, sexual gestures,
suggestive or insulting comments;

«  inquiries into one's sexual experiences; and

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

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

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

Page 2 of 5
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4. Supervisor's Responsibilities

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

5. Complaints of Sexual Harassment

If any State employee believes that he or she has been subjected to sexual harassment, the employee has
the right to file a complaint. This may be done in writing ororally.

Complaints may be filed by contacting your supervisor or the agency Human Resources liaison
listed onthe attached Agency Liaison Contact List and posted on the State of Rhode Istand Division
of Human Resources website at www.hr.ri.gov.

6. Complaint Process

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

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

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

7. Additional Remedy

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

to the extent practicable (other than notification to the Agency Director, when appropriate):

If ODEO makes a determination that there is probable cause of discrimination, it will try to
conciliate the complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If, after ahearing, the Hearing Officer determines that sexual harassment occurred,
the ODEO will present its findings and recommend corrective action. (Please note that if a
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Department of Administration - Enterprise Policy

Page 8 of 168



complainant files a charge with either or both agencies specified in Section 8 below, the ODEO
will defer to the Rhode Island Commission for Human Rights (RICHR) or Equal Employment
Opportunity Commission (EEOC) for investigation anl/or resolution of the complaint).

8. State and Federal Remedies

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

TheUnited States Equal Employment Opportunity Commission (EEOC)

WIWW.EE0C.EOV

Joha F. Kennedy Federal Building

475 Govemment Center, Boston, MA 02203
Phone: 1-800-669-4000

TTY: 1-800-669-6820

The Rhode Isiand Commission for Human Rights (RICHR)
wiww.richr.riug .

180 Westminster Street, 3d Fioor

Providence, R1 02903

Phone: 401-222-2661

TTY: 7-1-1

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

9. Disciplinary Action

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

10. Legal References

This policy is administered in accordance with the following:

Federal Law:

Title VII of the Civil Rights Act of 1964, as amended.
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Rhode Isiand General Laws:

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

11. Signatures

Q\a\x

nll‘i

Ditiston Directer

M 2‘ vz /L7 -

" Director of Administration Date
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Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
1. STATEMENT OF POLICY ON EQUAL OPPORTUNITY AND AFFIRMATIVE
ACTION

1t is the policy of this department to promote fair and equitable treatment of all employees
and applicants, and to fully comply with federal and state legislation and executive orders.
Therefore, the Department will strive to ensure that all emplovees adhere to the following
directives.

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

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

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

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

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

The Americans with Disabilities Act/504 Coordinator for the Depaﬁment is Janice Bijesse
(Janice.Bijesse@bhddh.ri.goy 401-462-4290).

The Department is committed to identifying and eliminating past and present effects of
discrimination in employment. In order to achieve this, we will identify those classes of
individuals which are undetrepresented in our workforce, set goals and timetables for increasing
our employment of those underrepresented groups, and implement an Affirmative Action Plan of
outreach, recruitment, training, and other similarly designed programs.
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The Human Resources Administrator is responsible for ensuring that the program is coordinated
within the Department of Behavioral Healthcare, Developmental Disabilities and Hospitals.

As the Director of the Department of Behavioral Healthcare, Developmental Disabilities and
Hospitals, I assume the responsibility for ensuring that this equal opportunity policy will be
carried out within the Department. '

XA

Richard Charest, Director
Department of BHDDH

e W il
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2 APPOINTMENT OF EQUAL OPPORTUNITY ADVISORY COMMITTEE
(EOAC)

Mission: To provide suggestions to the Director of a state department or agency on various
aspects of the equal opportunity program.

The Equal Opportunity Advisory Committee (EOAC) is a committee designed to review
the agency’s policies and procedures for equal opportunity, monitor the agency’s equal
opportunity goals, and advise the agency Director on ways to improve and enhance their
equal opportunity efforts.

An Equal Opportunity Advisory Committee (EOAC) was created at BHDDH and hosted
the first meeting in August 2019. With the pandemic and staff departures, the
committee was re-constituted and will meet in May 2021.

The members of the committee are:

e Ruth Feder — White-Female - Interdepartmental Project Manager

e Jacqueline Reilly — Black/African American- Female — Program Services Officer

e Tracey Cunningham-Martins — White-Female - Associate Director 1

e Sergio Lopez-Ruiz— White (Ethnicity Hispanic or Latino) Male - Programming Services Officer

e Corinna Roy — White - Female — Associate Director IT

e Gary Amitrano — White - Male - Human Services Program Planner

e Holly Rocchio — White- Female - Clinical Psychologist

o Tammy Lonardo — White - Female — Administrator, Financial Management

o Diogenes Capellan — Hispanic or Latino - Male- Interdepartmental Project Manager (Diversity
Liaison as ex-officio council member)

Page 13 of 168



3. DIVISION HEADS, SUPERVISORS, HUMAN RESOURCES LIAISON:

The Director and the Deputy Director are responsible for ensuring that the Equal Opportunity
Policy and Program is implemented within the Department of Behavioral Healthcare,
Developmental Disabilities and Hospitals.

Unit Directors shall read and be familiar with the Department’s Affirmative Action
Plan. They will ensure that employees are aware of the existence of this plan, and
how it can be accessed. Unit Directors will work to establish procedures to ensure
compliance with the provisions of this plan and will actively encourage employees
to attend career-enhancing training programs (as funding permits). They will take
positive actions to ensure that all qualified individuals are encouraged to apply for
employment, promotion, and training. When serving on interview panels, Unit
Directors will make certain that positive steps are taken regarding fairness and
equality in all hiring decisions. Unit Directors are responsible for maintaining a work
environment that is free from discrimination and / or harassment.

Supervisors shall read and be familiar with this Affirmative Action Plan. As the
"first line" of Department leadership, supervisors will ensure that all employees act
in accordance with the policies and procedures promulgated herein. Supervisors will
take positive actions, so all qualified individuals are encouraged to apply for
employment, promotion, and training. When serving on interview panels,
Supervisors will ensure that positive steps are taken and all hiring decisions are
made with fairness and equality. Supervisory personnel are responsible for
maintaining a work environment that is free from discrimination and/or harassment.
Supervisors shall ensure that all newly hired personnel attend, at the earliest
opportunity, the Orientation and the Equal Employment Opportunity (EEO) / Sexual
Harassment and Diversity Training,.

The Human Resources Liaison is the designee to BHDDH’s Human Resources
and Management Support Division. The Human Resources Liaison will coordinate
with the Department's Equal Opportunity Advisory Committee and Diversity
Advisory Committee to refine these goals and develop additional goals as needs and
opportunities emerge. The Human Resources Liaison will track and report data
related to employment, appointments, hiring, and promotions.
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4. DIVERSITY LIAISON

The BHDDH Diversity Liaison is Diogenes Capellan, Interdepartmental Project Manager
(Diogenes.capellan@bhddh.ri.gov 401-462-2037). The BHDDH Diversity Liaison serves as the
lizison between BHDDH senior leadership and the Equal Opportunity Advisory Committee
(EOAC). The BHDDH Diversity Liaison serves as Ex-officio member of the Diversity Advisory
Council (DAC) as needed.

The Diversity Liaison, working in partnership with Office of Diversity, Equity and Opportunity
(ODEO) and Human Resources hiring managers and purchasing staff, assists with developing,
implementing and monitoring diversity hiring goals and measuring and monitoring department
Minority Business Enterprise (MBE), Women-Owned Business Enterprises (WBE) and
Disability Business Enterprises (DBE) participation as related to department procurements and
contracts.
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5. AMERICANS WITH DISABILITIES ACT/504 COORDINATOR

AMERICANS WITH DISABILITIES/504 COMPLAINT PROCEDURE

The Department of Behavioral Healthcare, Developmental Disabilities and
Hospitals 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: Janice Bijesse Janice.Bijesse@bhddh.ri.gov
401-462-4290 who has been designated to coordinate ADA/504 Compliance
efforts. '

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

A complaint should be filed within 5 Days after the complainant becomes aware
of the alleged violation.

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

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

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

DUTIES/RESPONSIBILITIES OF 504 COORDINATOR

The Americans with Disabilities Act/504 Coordinator coordinates the implementation of all
applicable Federal rules and regulations among all of the Department's Divisions. Specifically,
this entails ensuring Department’s compliance with the mandates of Section 504 of the
Rehabilitation Act of 1973.
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6. DISSEMINATION OF PLAN AND POLICY

This Affirmative Action Plan for the Department of Behavioral Healthcare, Developmental
Disabilities & Hospitals will be disseminated both internally and externally. Internally, the
plan will be shared with all Department employees via electronic mail. Externally, the Plan
will be submitted to the Office of Diversity, Equity and Opportunity (ODEO) State Equal
Opportunity Office in the Department of Administration. This plan is also reviewed by
members of the EOAC and Legal staff for feedback.

Through coordination with the BHDDH Diversity Liaison, Department Leaders will be kept
abreast of new developments related to diversity. The Human Resources Liaison will
maintain current statistics related to hiring, appointments, terminations, and transfers, and
will make them available to the EOAC, subcommittees and Department Leaders upon
request.
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7. POLICY STATEMENTS

Key policy statements associated with this Affirmative Action Plan are provided beginning on
the next page.
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POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department of Behavioral Healthcare, Developmental Disabilities and Hospitals fully
endorses and cooperates with the Division of Human Resources’ complaint intake and
investigation procedure which provides for prompt and fair resolution of complaints alleging
discrimination in any area of employment on the basis of race, color, sex, religion, age, national
origin, sexual orientation, gender identity or expression or disability. You may contact the
Division of Human Resources at 401-574-8381, Email: HRInvestigations@hr.1i.gov, and access
the Complaint Form at www.hr.xi.gov.

/ 7/ )2/

ichard Charest, Director Date
Department of BHDDH
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POLICY ON SERVICE DELIVERY

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

If any person feels that he/she has been discriminated against, he/she may contact the Office of
Diversity, Equity and Opportunity/State Equal Opportunity Office, One Capitol Hill, Providence,
Rhode Island 02908-5865. The telephone number is 401-222-3090 or
eoo.compliance@doa.ri.gov.

/X/ 7 /5hy

Richard Charest, Director Date
Department of BHDDH
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POLICY ON CONTRACTS

In accordance with Rhode Island General Law 28-5.1, the Department of Behavioral Healthcare,
Developmental Disabilities and Hospitals 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 VII of
the Civil Rights Act of 1964, Rehabilitation Act of 1973 and Executive Orders 11246 and 11375.
Every effort will be made to solicit bids from Minority Business Enterprises and Women’s
Business Enterprises. This policy is and will continue to be posted in conspicuous areas.

/\7/ 7/5/27

Richard Charest, Director Date:
Department of BHDDH
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POLICY STATEMENT FOR INDIVIDUALS WITH DiSABILITIES, DISABLED
VETERANS, AND COVERED VETERANS

The Department of Department of Behavioral Healthcare, Developmental Disabilities and
Hospitals is fully committed to meet the specialized affirmative action requirements to employ
and advance individuals with disabilities, disabled veterans, and covered veterans in accordance
with the Americans with Disabilities Act of 1990, RI General Law 28-5.1, Executive Order 92-2
and the Vietnam Era Veterans Readjustment Assistance Act of 1974. '

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

Accordingly, all employment decisions shall be consistent with the principles of equal
employment opportunity. This entails coordination of all divisions in the implementation of all
Federal rules and regulations affecting the Department in terms of compliance with the mandates
of Section 504 of Title V of the Rehabilitation Act of 1973.

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

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

Janice Bijesse of the Department of Behavioral Healthcare, Developmental Disabilities and
Hospitals is designated as the 504 Coordinator for the Department of Department of Behavioral
Healthcare, Developmental Disabilities and Hospitals.

/ 7D/?/u

Richard CHaTest, Director ate:
Department of BHDDH
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COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF RELIGION OR
NATIONAL ORIGIN

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

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

/a_/ s/

Richard Charest, Director Date:
Department of BHDDH
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COMPLIANCE WITH SEX DISCRIMTNATION GUIDELINES

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

1.
2.

10.

11.

12.

Candidates from both sexes will be recruited for all jobs.

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

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

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

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

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

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

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

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

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

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.

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

/P/-/ | %/ﬁ'/u

Richard Cl‘xarest, Director

ate:

Department of BHDDH
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RETALIATION OR COERCION STATEI\/[ENT

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) of 1990 or
Rhode Island Fair Employment Practices Act or any rules and regulations issued pursuant to
either, shall be subject to disciplinary action. Said action may include suspension from
employment or dismissal where the discrimination is found to be willful or repeated.
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AMERICANS WITH DISABILITIES/504 COMPLAINT PROCEDURE

AMERICANS WITH DISABILITIES/504 COMPLAINT PROCEDURE

The Department of Behavioral Healthcare, Developmental Disabilities and
Hospitals 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: Janice Bijesse Janice.Bijesse@bhddh.ri.gov
401-462-4290 who has been designated to coordinate ADA/504 Compliance
efforts.

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

A complaint should be filed within § Days after the complainant becomes aware
of the alleged violation.

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

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

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

/K/ (5 /27

Richard Charest, Director Date:
Department of BHDDH
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D - PROGRAM STATISTICS

APPLICANT DATA CHARTS/FORMS

NOTI: Per 2/16/21 email from ODEO, emergency appointments will not be reflected in the
statistical data pulled by HROD and/or HR.

*Next pages reflect applicant data charts/forms*
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APPLICANT FLOW DATA CHART/FORM

APPLICANT FLOW DATA
AGENCY: BHDDH DATE: 7111196130120
yALE - FEMALE -
z o o o N ]
N g%' s | 5 |2¥ | 5 %‘g’g 32 g3 g |5 [z | 5 [28%| 85l a | e
23 185 oo Z 85l 2 [3R2S|ZE|[E° oo 2 Bk 2 [E2522 ] &
5 < 2z | 2 |239] 2 22, & < 212 1235 & 5.1 2¢| % E
LR %5 < B §§§ u ;[ﬁﬁ on g§ e §§§ w %Eﬁ ow &
3 ¥ nQ: & 3 i Sy~ F E 3] 221% 3 § ox | E 8 4 1 >
§E(2°| & |g3 | 2 |ER3PE||8E || 3 |g3 | § |#53|E%
a2 S =2 a% R g 2
APPLICANTS
OFFICIALS/ADMINISTRATORS] 972 50 18 14 1 221 0 15 64 83 17 6 417 0 46 21 41
PROFESSIONALS 2253 92 40 19 2 368 0 18 274 170 54 14 1075 0 99 29 57
TECHNIQIANS 377 31 8 6 0 59 0 11 54 41 1 5 135 0 26 7 11
FACULTY )
PROTECTIVE SERVICES B
PARA-PROFESSIONALS 4387 | 501 99 10 8 232 40 78 1219 | 536 57 56 1310 0 224 22 48
ADMINISTRATIVE SUPPORT 145 | 4 3 1 0 23 0 2 1 28 1 1 64 [ 5 2 2
SKILLED CRAFT
SERVICE/MAINTENANCE 381 || 33 9 3 3 141 0 1 22 21 7 2 119 Q 7 9 18
TOTAL 8516 | 711 177 | 53 14.| 1044 | 40 135-|} 1644 | 884 137 84 {3120 0 407 90 | 177
HIRES
OFFICIALS/ADMINISTRATORS] - .5 1 4
PROFESSIONALS 28 1 2 3 4 1 2 14
TECHNICIANS 4
FACULTY
PROTECTIVE SERVICES
PARA-PROFESSIONALS 6 3 1 15 2 7 1
ADMINISTRATIVE SUPPORT
SKILLED CRAFT
SERVICE/MAINTENANCE 3 4
TOTAL 3 ] 0 8 0 0 19 3 2 0 | .2 0 q (1] Q
PROMOTIONS
OFFICIALS/ADMINISTRATORS] 12 2 10
PROFESSIONALS 33 3 1 4 5 2 18
TECHNICIANS A 1
FACULTY )
PROTECTIVE SERVICES
PARA-PROFESSIONALS 3 1 5 4 1 11
ADMINISTRATIVE SUPPORT 2
SKILLED CRAFT
SERVICE/MAINTENANCE 1 5 2
TOTAL 7 1 0 0 12 0 0 10 6 (¢} 1 44 0 0 0 0
TERMINATIONS
OF FICIALS/ADMINISTRATORS 1 2
PROFESSIONALS 8
TECHNICIANS
FACULTY
PROVECTIVE SERVICES
PARA-PROFESSIONALS 3 2 1 4
ADMINISTRATIVE SUPPORT
SKILLED CRAFT
SERVICE/MAINTENANCE 3 1
TOTAL 0 0 0 7 [4 0 2 1 0 0 15 0 0 o o

* Not Hispanic or Latino
** Include disabled in appropiiate job calegories.
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E - IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS

1. SELF-EVALUATION OF AFFIRMATIVE ACTION PROGRAM
PERFORMANCE:

The Department of Behavioral Healthcare, Developmental Disabilities and Hospitals fully
supports hiring a diverse workforce. As a result of staffing changes and/or departures in the
department including management personnel, BHDDH has had to revisit its curtent recruitment,
selection, and hiring practices to ensure compliance with Equal Opportunity Employment
requirements. The initial phase of the process is the screening of resumes. Interviews are held
with two to three panel members and BHDDH will ensure that the panel has at least has one
person of a protected class. The hiring manager will then schedule second interviews with the
highest scoring candidates.

BHDDH continues to work on overall minority and protected class state hiring goals as
exemplified in statistical summary provided by ODEO. As of 6/30/20, the Department
employed 1,185. See below for details

All minorities for the department comprise 33% (or 386 FTEs as of 6/30/20) of the overall
departmental workforce which is approximately one percent (1%) increase from the prior year of
32% (or 379 FTEs).

Females for the department comprise 71% (or 845 FTEs as of 6/30/20) of the overall
departmental workforce which is an approximate slight decrease from the prior year (841 FTEs).
Out of the 845 females, 386 were minority.

Officials/Managers/Administrators: 104 total, 23 White Male, 13 minorities (4 Black, 0
disabled, 4 Hispanic, 2 Asian (NHL*) , 2 American Indian Alaskan, 0 Native Hawaiian/Other
Pacific Islander (NHL*), and 1 two or more races), 80 females, 2 Veterans.

Professionals: 353 total, 44 White Male, 83 minorities (49 Black, 0 disabled, 13 Hispanic, 17
Asian (NHL*) , 2 Ametican Indian Alaskan, 0 Native Hawaiian/Other Pacific Islander (NHL*),
and 2 two or more races), 294 females, 7 Veterans.

Faculty: There are no BHDDH staff classified as faculty.

Technicians: 12 total, 3 White Male, 1 minority (1 Black, 0 disabled, 0 Hispanic, 0 Asian
(NHL*) , 0 American Indian Alaskan, 0 Native Hawaiian/Other Pacific Islander (NHL*), and 0
two or more races), 9 females, 0 Veterans, ‘

Protective Services: There are no BHDDH staff classified as protective services.

Para-Professionals: 532 total, 65 White Male, 266 minority (199 Black, 0 disabled, 42
Hispanic, 16 Asian (NHL*) , 5 American Indian Alaskan, 0 Native Hawaiian/Other Pacific
Islander (NHL#*), and 4 two or more races), 377 females, 12 Veterans.
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Administrative Support: 39 total, 4 White Male, 1 minority (0 Black, 0 disabled, 1 Hispanic, 0
Asian (NHL*) , 0 American Indian Alaskan, 0 Native Hawaiian/Other Pacific Islander (NHL*),
and 0 two or more races), 34 females, 0 Veterans.

Skill Craft; 6 total, 4 White Male, 0 minority (0 Black, 0 disabled, 0 Hispanic, 0 Asian (NHL*),
0 American Indian Alaskan, 0 Native Hawaiian/Other Pacific Islander (NHL*), and 0 two or
more races), 2 females, 0 Veterans.

Service Maintenance: 139 total, 78 White Male, 22 minority (14 Black, 0 disabled, 5 Hispanic,
1 Asian (NHL*) , 2 American Indian Alaskan, 0 Native Hawaiian/Other Pacific Islander
(NHL*), and 0 two or more races), 49 females, 9 Veterans.

UNDERREPRESENTATIONS

Officials/Managers/Administrators: Underrepresentation in minority, disabled, Black or
African American (NHL*), Hispanic or Latino, Asian (NHL*), and Two or Mote Races (NHL*)
categories.

Professionals; Underrepresentation in minority, disabled, Hispanic or Latino, American Indian
or Alaska Native (NHL*), Native Hawatian or Other Pacific Islander (NHL*), and Two or More
Races (NHL*) categories

Technicians: Underrepresentation in minority, disabled and Hispanic or Latino categories.

Paraprofessionals: Underrepresentation in disabled, Hispanic or Latino, Asian (NHL*), White
(NHL*), Native Hawaiian or Other Pacific Islander (NHL*), and Two or More Races (NHL*)
categories. :

Administrative Support: Underrepresentation in minority, diéabled, Black or African American
(NHL*), Hispanic or Latino, Asian (NHL*), and Two or More Races (NHL*) categories.

Skilled Craft: Underrepresentation in minority, female, and Hispanic or Latino categories.

Service Maintenance: Underrepresentation in minority, female, disabled, Hispanic or Latino,
Asian (NHL*), and Two or More Races (NHL*) categories.

BHDDH will continue to monitor the workforce percentages and work towards improving
diversity and inclusion within the department. The department’s overall goal is to continue to
increase minority, individuals with disabilities and veteran hiring while maintaining gender
equality as a percentage of the total departmental workforce. A focus on interviewing qualified
under-represented staff in the officials, administrators and professional categories will be
pursued as evidenced through the NEOGOV application process to enhance diversity balance in
leadership positions.
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2. EMPLOYMENT RECRUITMENT AND SELECTION PROCESS:

The Department of Department of Behavioral Healthcare, Developmental Disabilities and
Hospitals (BHDDH) leadership team and the Interdepartmental Project Manager, will continue to
utilize the NEOGOV application process to monitor departmental hiring activities while working
with the Department of Administration, Division of Human Resources staff.

Other elements of our hiring program include the usage of developed technologies as represented
by the Personnel Action Request (PAR) process that manages positions within budgetary caps
and by the aforementioned NEOGOV-Apply RI recruiting tool initiative. Furthermore, the
Interdepartmental Project Manager, who also serves as the agency Diversity liaison, works
closely with Divisional Staff in monitoring recruitment activities and where applicable
recommending qualified candidates for consideration within under-represented categories.

BHDDH continues with efforts in meeting annual hiring goals:

In order to promote the goals of the Executive Order 13-05, BHDDH will continue to pursue
EO/AA hiring efforts for the Department. Goals and achievements from the last recorded year
are expressed in categories as outlined previously in this plan and are included in the attached
spreadsheets such as the annual group analysis summary data provided by the Department of
Admiinistration (DOA), Division of Human Resources. Furthermore, collaboration continues
between the Governor, Cabinet Directors and the Diversity Office to review state work force
data and determine realistic and achievable short-term goals. The aforementioned BHDDH
Diversity Liaison (Interdepartmental Project Manager) periodically meets with the Diversity
Office and Equal Opportunity Office to discuss hiring goals and works with that office in
continuing to meet and achieve identified goals. -

Language certification: BHDDH works with the Human Resources Service Group and the State
Diversity Office to identify positions where there is a need for a particular linguistic background
or skill to serve the client populations while also assisting the Department in meeting hiring

goals in accordance with RIGL 36-4-50.1.

(Note, efforts have been made within BHDDH in recent years to advertise and recruit Spanish
speaking applicants into direct care positions where needed linguistic skill sets have been
recognized.)

Supplemental Certification: In relation to civil service exams, it is recognized that the
supplemental list of eligible minorities may be utilized to address under-representation according
to RIGL 36-4-26.1.

Civil Service Exams: with assistance from the State Diversity and Equal Opportunity Office,
BHDDH will continue to pursue selected continuous recruitment options, including
classifications where there is under-representation.
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- Management, Training and Human Resources Facilitation: (multi-faceted approach)

The following BHDDH management authorities, the Department of Administration (DOA) and
the Executive Office of Health and Human Setvices (EOHHS) facilitation advisors are identified
below. These individuals collaborate to ensure BHDDH maintains and achieves a Diverse and
Equal Opportunity Culture within the department and amongst its community providers and the
population served.

BHDDH

Director

Deputy Director

Chief Legal Counsel - EOHHS/BHDDH

Interdepartmental Project Manager — Diversity Liaison

Chief Executive Officer Eleanor Slater Hospital (ESH)

Chief Operating Officer Eleanor Slater Hospital (ESH)

Associate Directors of Developmental Disabilities and Behavioral Health

Department of Administration:

DOA Office of Diversity and Equal Opportunity — offers guidance and technical assistance
Three (3) Human Resources program liaisons and State Deputy Personnel Administrators

Ongoing Training and new employee orientation: provided through DOA/HR and further
enhanced in the 24-7 operations divisions by internal BHDDH training staff. Internal trainings
occur regularly and covered topics including diversity, equal opportunity and harassment. As the
statewide Learning Management System (LMS) internet-based training modules move further
along in capacity, it is expected that this tool will be utilized within the department.

Grievance and E/O, Employee Complaint Issues: are handled in a professional and structured
manner as facilitated by the DOA labor management liaisons, who conduct the investigations.
Union representatives may be involved in the process to represent its union members.

Disability Issues: are addressed by the DOA/HR Disability Management Unit with management
and supervisor teams in the operational divisions.
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3. EXIT INTERVIEWS

All employees have the option of an Exit Interview with the ODEO/State Equal Opportunity
Office. All departing employees are asked to participate in an informal exit interview to
determine what positive and negative feedback they can provide to enhance the work
environment. Employees are given an Equal Opportunity Exit Interview Form and asked to
return it to the Equal Opportunity Office. A copy of the Exit Interview Sign-Off Form and
Confidential Exit Survey Inquiry are included in the Appendix section below.

4. FLEX-TIME

The Department and its divisions do not use flex-time practices for employees given the nature
of the services provided along with the fact that there are essential vs non-essential personnel.
Employees normally work their assigned hours/shifts.

5. POSTING OF POSITIONS

The Division of Human Resources is responsible for posting all positions for the agency on the
state ApplyRI website (hitps://www.governmentjobs.com/careers/rhodeisland). This website is
available and accessible to all to apply internally and externally, including minority groups,
women, individuals with disabilities, disabled veterans, and all other veterans’ groups. The Equal
Opportunity Advisory Committee will review the practices and procedures of the Division of
Human Resources and will make recommendations to BHDDH leadership to ensure that all
vacancies, including "Acting" "Temporary" & “Vacant” positions are posted by the Division of
Human Resources.

6. TRANSFER AND PROMOTION PRACTICES

The Department of Behavioral Healthcare, Developmental Disabilities and Hospitals® transfers
and promotion practices are mostly governed by union contracts including but not limited to,
NAGE, UNAP, Physician’s Association, AFSCME Council 94, HUT/AFT, and RIASSE
LOCAL 580. These contracts generally offer promotions by seniority, education, experience,
and skills. Other transfers and promotions in the Department occur when a position becomes
available, is posted on NeoGOV, candidates apply, and the interview process is conducted.
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7. TECHNICAL COMPLIANCE

The Director's non-discrimination policies will be disseminated to all employees. These policies,
along with all posters pertaining to equal opportunity will be posted in visible areas throughout
the Department. The Department will be sending its policies on Service Delivery and Contracts
to appropriate users and vendors. All job vacancy notices are currently posted in a timely fashion
in NeoGov for candidates to apply via ApplyRI. The Division of Human Resources maintains
all employment applications for a period of time. The Department will continue to monitor these
procedures to be sure that our commitment to Affirmative Action is understood and complied
with.

8. TERMINATIONS

Terminations normally include retirement, voluntary resignation, involuntary resignation (job
abandonment) and dismissals. For employees who are dismissed, it is the final stepin a
progressive disciplinary model where all employees are afforded due process. In the event it is
determined that disciplinary action, to include termination, is appropriate and executed,
employees have recourse through various processes through the Division of Human Resources.
Employees who maintain Union affiliation may appeal their disciplinary action through the
grievance hearing process conducted by the Division of Human Resoutces, Labor Relations Unit.
Employees who do not maintain Union affiliation may seek recourse through the Personnel
Appeal Board. Any employee who voices concerns regarding discrimination is referred to the
Office of Diversity, Equity and Opportunity thus, individuals who are involuntarily terminated
have a full process for protecting their rights against unreasonable dismissal.

9. TRAINING PROGRAMS

To ensure staff have access to training programs in a fair, equitable, and unbiased manner,
BHDDH continues to partner with the Division of Human Resources, Office of Training &
Development for the training and development of staff via the Learning Management System
(LMS). Additionally, division/unit leads, or designated staff also incorporate additional training
modules into the LMS for staff and workforce members development as needed. Furthermore,
certified trainer(s) are contracted via Master Price Agreements (MPA) as needed to train staff so
they have the tools to successfully performs their duties.
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- F - AFFIRMATIVE ACTION PLAN FOR INDIVIDUALS WITH
DISABILITIES, DISABLED VETERANS AND COVERED VETERANS

POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES, DISABLED
VETERANS, AND COVERED VETERANS

The Department of Behavioral Healthcare, Developmental Disabilities and Hospitals is fully
committed to meet the specialized affirmative action requirements to employ and advance
individuals with disabilities, disabled veterans, and covered veterans in accordance with the
Americans with Disabilities Act of 1990, RI General Law 28-5.1, Executive Order 92-2 and the
Vietnam Era Veterans Readjustment Assistance Act of 1974,

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

Accordingly, all employment decisions shall be consistent with the principles of equal
employment opportunity. This entails coordination of all divisions in the implementation of all
Federal rules and regulations affecting the Department in terms of compliance with the mandates
of Section 504 of Title V of the Rehabilitation Act of 1973.

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

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

Janice Bijesse (401-462-4290 Janice.Bijesse@bhddh.ri.gov) of the Division of Developmental
Disabilities is designated as the 504 Coordinator for the Department of Behavioral Healthcare,
Developmental Disabilities and Hospitals.

Richard Charest, Director Date
Department of BHDDI
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INTERNAL AND EXTERNAL DISSEMINATION OF THE AFFIRMATIVE ACTION
PLAN FOR INDIVIDUALS WITH DISABILITIES, DISABLED VETERANS AND
COVERED VETERANS :

This policy will be disseminated both internally and externally. Internally, the policy will be
shared with all Department employees via electronic mail. Externally, the policy will be
submitted to the Office of Diversity, Equity and Opportunity (ODEO) State Equal
Opportunity Office in the Department of Administration. This plan is also reviewed by
members of the EOAC and Legal staff for feedback.

Through coordination with the BHDDH Diversity Liaison, Department Leaders will be kept
abreast of new developments related to diversity. The Human Resources Liaison will
maintain current statistics related to hiring, appointments, terminations, and transfers, and
will make them available to the EOAC, subcommittees and Department Leaders upon
request.

POLICIES AND PROCEDURES MUST BE DEVELOPED FOR THE FOLLOWING:

A. Outreach Recruitment - The Equal Opportunity Advisory Committee (EOAC)
members will review outreach recruitment procedures to ensure consideration is
given to the job qualifications of individuals with disabilities, disabled veterans and
covered veterans and ensure policies are developed for Director’s review and
approval. _ :

B. Physical and Mental Qualifications - Disabled persons, disabled veterans and covered
veterans with minimum physical and mental abilities to perform a job will be given
equal consideration with other applicants for positions.

C. Work Environment — BHDDH will work on ensuring the workplace is free of
discriminatory insults, intimidation, or any other forms of harassment.

D. The Department makes reasonable accommodations to employees or applicants with
disabilities, on a case-by-case basis, to ensure equal access to employment. These
reasonable accommodations include, but are not limited to, modifying the job site,
providing support services, acquiring or modifying special equipment, and job
restructuring unless such accommodations cause undue hardship for the agency.
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REPORT ON LAST YEAR’S ACTIVITIES

The Department plans to continue its work to identify and remove barriers that would affect
individuals with disabilities and will continue to work with individuals with disabilities to meet
reasonable accommodation requests.

REPORT ON THIS YEAR’S PLANS

The Department will continue to ensure all staff are informed of the Affirmative Action Plan,
policies and procedures. Staff with disabilities will be informed that should they require any
modifications, support services, special equipment, or job restructuring they should contact
ADA/504 Coordinator Janice Bijesse. BHDDH will continue to partner with the Department of
Administration, Division of Human Resources, Disability Management Unit for additional
support as needed.
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G - DETERMINING UNDERREPRESENTATION & GOAL
SETTING

During the 2019-2020 year, 75 employees were hired at BHDDH.

o BHDDH Hires by Job Categories:

o 5 Officials/Administrator (1 white male and 4 white females).

o 26 Professionals (2 Black or African American males, 3 white males, 4 Black or
Afiican American females, 1 Hispanic or Latino female, 2 Asian females and 14
white females).

o 35 Para-professional (6 Black or African American males, 3 Hispanic or Latino
males, 1 white male, 15 Black or African American females, 2 Hispanic or Latino
females, 7 White females and 1 within the Two or more race category).

o 9 Service/Maintenance (2 Black or African American males, 3 White males and 4
White females)

o BHDDH Hires by Race/ethnic/gender group:

10 Black or African American male

3 Hispanic or Latino male

8 White males

19 Black or African American female
3 Hispanic or Latino female

2 Asian females

29 White females

1 Two or More race female

0O 0 0O 0 0 0 0 O

During the 2019-2020 year, 81 employees wete promoted at BHDDH.

BHDDH Promotions by Job Categories:

12 Officials/Administrator (2 white males and 10 white females)

33 Professionals (3 Black or African American males, 1 Hispanic or Latino males, 4
white males, 5 Black or African American females, 2 Hispanic or Latino female and 18
white females)

1 Technician (1 White Female) .

25 Para-professional (3 Black or African American males, 1 white male, 5 Black or
African American females, 4 Hispanic or Latino females, 1 American Indian or Alaska
Native females and 11 White females)

2 Administrative Support (2 White female employees)

8 Service/Maintenance (1 Black or African American male, 5 White males and 2 were
White females)
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BHDDH Promotions by Race/ethnic/gender group

7 Black or Afiican American male

1 Hispanic or Latino male

12 White

10 Black or African American female

6 Hispanic or Latino female

1 American Indian or Alaska Native female
44 White females

For this 2020-2021 Afﬁrmative Action Plan, the Department of Behavioral Healthcare,
Developmental Disabilities and Hospitals (BHDDH) will work on the following goals:

Goal # 1 Hire more candidates from underrepresented categories

BHDDH will aim to hire employees in the underrepresented categories listed on page 83 of
this report.

1.

Minorities are underrepresented in the in the Officials, Managers/ Administrators,
Professionals, Technicians, Administrative Support, Skilled Craft, and Service
Maintenance job categories.

Females ate underrepresented in the Skilled Craft and Service Maintenance job
categories.

Disabled are underrepresented in the in the Officials/Managers/Administrators,
Professionals, Technicians, Paraprofessionals, Administrative Support, and Service
Maintenance job categories.

Black or African American (NHL*) are underrepresented in the in the
Officials/Managers/Administrators and Administrative Support job categories.

Hispanic or Latino are underrepresented in the in the Officials, Managers/
Administrators, Professionals, Technicians, Paraprofessionals, Administrative Support,

Skilled Craft, and Service Maintenance job categories.

American Indian or Alaska Native (NHL*) are underrepresented in Paraprofessionals
job category.

Asian (NHL*) are underrepresented in the in the Officials, Managers/Administrators,
Paraprofessionals, Administrative Support, and Service Maintenance job categories.
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8. Native Hawaiian or Other Pacific Islander (NHL*) are underrepresented in the in the
Professionals and Paraprofessionals job categories.

9. Two or More Races (NHL*) categories are underrepresented in the in the Officials,
Managers/ Administrators, Professionals, Paraprofessionals, Administrative Support, and
Service Maintenance job categories.

Goal #2 Strengthen minority recruiting activities

BHDDH will continue to partner with DOA/HR to post vacancies through ApplyRI.
Additionally, BHDDH will partner with ODEO for protected class outreach assistance to
diversify recruitment efforts.

Goal #3 Dissemination of the Affirmative Action Plan, policies, procedures, and trainings

BHDDH will send plan to all staff once approved by the ODEO. All current and newly
appointed staff will be encouraged to review the Policies and Procedures in the Affirmative
Action Plan. Staff will be made aware of trainings available through Learning Management
System (LMS) for completion and BHDDH will continue to present in-house training sessions
on diversity, discrimination, and harassment in the workplace.
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H - APPENDIX
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DESCRIPTION OF JOB CATEGORIES

OFFICIALS AND ADMINISTRATORS:

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

PROFESSIONALS:

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

TECHNICIANS:

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

PROTECTIVE SERVICE WORKERS:

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

PARAPROFESSIONALS:

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

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

SKILLED CRAFT WORKERS:

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

SERVICE/MAINTENANCE:

Occupations in which workers perform duties which result in or contribute to the comfort,
convenience, hygiene of safety of the general public or which contribute to the upkeep and
care of group may operate machinery. Includes: Chaufteurs, 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.
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RACIAL / ETHNIC (IDENTIFIFICATION) DESIGNATIONS MINORITY GROUP

Racial / Ethnic Designations Minority Group

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

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

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

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

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

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

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

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

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

TITLE 28
Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy.

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

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

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

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

§ 28-5.1-2 State equal opportunity office.

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

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

§ 28-5.1-3 Affirmative action.

(a) The state equal opportunity office shall assign an equal opportunity officer as a liaison to agencies of state
government.

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

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

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

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

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

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

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

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

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

§ 28-5.1-3.1 Appointments to state boards, commissions, public authorities, and quasi-
public corporations.

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

(b) During the month of January in each year the boards, agencies, commissions, or authorities are requested to file
with the state equal opportunity office a list of its members, designating their race, gender, and date of appointment.
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() Of the candidates considered for appointment by the governor and the general assembly, the governor and the
general assembly shall give due consideration to recommendations made by representatives of Rhode Island's
minority community-based organizations. The human resources outreach and diversity office shall act as the liaison
with state government and shall forward the recommendations to appointing authorities.

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

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

§ 28-5.1-3.2 Enforcement.

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

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

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

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

§ 28-5.1-4 Employment policies for state employees.

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

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

(c) Annually, each appointing authority shall include in its budget presentation any necessary programs, goals and
objectives that shall improve the equal opportunity aspects of their department's employment policies.
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(d) Each appointing authority shall make a monthly report to the state equal opportunity office on persons hired,
disciplined, terminated, promoted, transferred, and vacancies occurring within their department.

§ 28-5.1-5 Personnel administration.

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

(2) The office of personnel administration shall:

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

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

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

(4) The division of purchases shall cooperate in administering the state contract-compliance programs.
(5) The division of statewide planning shall cooperate in ensuring compliance from all recipients of federal grants.

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

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

§ 28-5.1-6 Commission for human rights.

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

§ 28-5.1-7 State services and facilities.

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

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

§ 28-5.1-8 Education, training, and apprenticeship programs.

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

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

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

§ 28-5.1-9 State employment services.

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

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

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

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

§ 28-5.1-10 State contracts.

The division of purchases shall prepare any rules, regulations, and compliance reports that shall require of state
contractors the same commitment to equal opportunity as prevails under federal contracts controlled by federal
executive orders 11246, 11625 and 11375. Affirmative action plans prepared pursuant to those rules and regulations
shall be reviewed by the state equal opportunity office. The state equal opportunity office shall prepare a
comprehensive plan to provide compliance reviews for state contracts. A contractor's failure to abide by the rules,
regulations, contract terms, and compliance reporting provisions as established shall be ground for forfeitures and
penalties as established by the department of administration in consultation with the state equal opportunity office.
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§ 28-5.1-11 Law enforcement.

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

§ 28-5.1-12 Health care.

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

§ 28-5.1-13 Private education institutions.

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

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

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

§ 28-5.1-15 State financial assistance.

State agencies disbursing financial assistance, including, but not limited to, loans and grants, shall require recipient
organizations and agencies to undertake affirmative action programs designed to eliminate patterns and practices of
discrimination. At the request of the state equal opportunity office, state agencies disbursing assistance shall
develop, in conjunction with the state equal opportunity office, regulations and procedures necessary to implement
the goals of nondiscrimination and affirmative action and shall be reviewed for compliance according to state policy.
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§ 28-5.1-16 Prior executive orders — Effect.

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

§ 28-5.1-17 Utilization analysis.

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

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

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

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

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

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

(3) The equal opportunity administrator shall notify the commission of reports and results under this chapter.
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TITLE 28
Labor and Labor Relations
CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-41.1

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

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

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

AGE:

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

SEX (WAGES):

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

DISABILITY:

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

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color,
religion, sex, or national origin, and 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 problems.

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

Invitation to Self-Identify: The new regulations require that contractors invite applicants to
self-identify as IWDs at both the pre-offer and post-offer phases of the application process, using
language prescribed by OFCCP. The new regulations also require that contractors invite their
employees to self-identify as IWDs every five years, using the prescribed language. This
language is posted in the Self-Identification Form, below.
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Incorporation of the EO Clause: The new regulations require that specific language be used
when incorporating the equal opportunity clause into a subcontract by reference. The mandated
language, though brief, will alert subcontractors to their responsibilities as Federal contractors.

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

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

COVERED VETERANS AND DISABLED VETERANS:

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

Covered veterans means any of the following:
1) Disabled veterans;

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

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

4) Recently separated veterans.

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

The Office of Federal Contract Compliance Programs (OFCCP) Employment
Standards Administration, U.S. Department of Labor, ;

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.
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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
V1 if the primary objective of the financial assistance is provision of employment, or where
employment discrimination causes or may cause discrimination in providing services under such
programs. Title IX of the Education Amendments of 1972 prohibits employment discrimination
on the basis of sex in educational programs or activities that receive Federal assistance.

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

INDIVIDUALS WITH DISABILITIES:

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

Section 504 forbids organizations and employers from excluding or denying individuals with

disabilities an equal opportunity to receive program benefits and services. It defines the rights of
individuals with disabilities to participate in, and have access to, program benefits and services.
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STATE EXECUTIVE ORDERS

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

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

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

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

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

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

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

EXECUTIVE ORDER 85-16
Designates the State 504 coordinator to create policies, practices and programs regarding
accessibility of State buildings and properties to disabled persons.
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. IMAY -9 PH 1: 11
State of Rhode Island and Providence Plantations :
State House, Room 224 )'(
Providence, Rhode Island 02903

401-222-2080 SECRETARY 0F $TATE
Lincoln D. Chafee
Governor EXECUTIVE ORDER
13-05
May 9, 2013

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

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

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

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

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

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

WHEREAS, over the past 30 years, Rhode Island’s population has increased from.
seven percent (796) to twenty-four percent (249%) people of color. In addition, in just the
last decade, Rhode Island’s Latino popnlation grew forty-four percent (44%), adding
almost 40,000 residents. The Asian-American and African-American populations also grew
by twenty-eight percent (28%) and twenty-three percent (23%), respectively, over the
same time period; and '
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"Executive Order 13-05
May 9, 2013 t
Page 2

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

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

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

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

1. The Director (Director) of the Department of Administration (Department),
shall review all divisions and offices within the Department charged with
facilitating equal opportunity employment and MBEs, including, but not
Jimited to, the Division of Human Resources, the State Equal Opportunity
Office, the Human Resources Outreach and Diversity Office, the Division of
Purchases, and the MBE Program, and shall make recommendations to the
Governor to improve collaboration between these offices and all executive
departments to ensure these programs are more effective. These
recommendations shall encourage measures of quality and accountability in-
equal opportunity and affirmative action hiring and MBE procurement as
allowed by law. In addition, these-recommendations shall include strategies
for recruiting, hiring, promoting and retaining a more diverse workforce.
The Director shall submit these recommendations to the Governor for
approval on or before August 1, 2013. All executive departments shall
comply with the Director’s recommendations and shall cooperate fully with
taking steps to increase minorities in the State’s workforce and increase the
usage of MBEs with State contracts.

2. Every State agency, in partnership with the Office of Equal Opportunity,
shall track and maintain hiring data as part of the agency’s performance
management functions. Each agency shall provide the Office of Equal
Opportunity, which shall coordinate with the Office of Management and
Budget’s Office of Performance Management and the Office of Outreach
and Diversity, with a plan for improving minority hiring no later than
October 1, 2013.
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Executive Order 13-05

May 9, 2013
Page 3

3.

4,

S.

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

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

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

"This Order shall take effect immediately.

So Ordered:

Lincoln D. Chafee

Page 115 of 168




:""~, O ]
AL LI ORI

CENTER
0538 16 i1 3 5 %’
State of Rhode Island and Providence Plantations

[

iz rATT
i forf

r

o~
=
[

State Fouss
Providence, Rhode Tsland 02903-1196
40132 22080
Donald L. Carcieri
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EXECUTIVE ORDER
05-02

January 17, 2005

OF A DIVERSE $TA TE GOVERNMENT WORKFORCE

WHEREAS, Rhode lgland State Government is committed to fostering a
conpedisive and diverse worldorce compesed of highly skilled and capable-
émployees through the recruitment, training, retention, and promotion of qual i fied
_ men and women from diverse racial, ethnic, linguistic, socioeconomic, and
educarional backgrounds as well ds indivicuals with disabilities; and

WHEREAS, it is in the best inceres ts of business and government 1o create
an opeq, inclusive and equirable human resources paradigm that capitalizes an
workforce excellence and the swrength of individual differences; and

WHEREAS, the Rhode Island General Assembly has determined there e xists ~
a compelling inrerest in promoting equal opporrunity; and .

WHEREAS, diversity requires leactership commitment and accounabiliecy,
- alemg with the assessment and development of policies and practices to assure “chat
the State’s operaring system is based on principles of equiry and inclusion; and

WHEREAS, the state's commitment o equal oppottunity, diversity, and
. conxduct thar fosters cespect in the workplace is unwavering..

NOW, THEREFORE, I, DONALD L. CARCIERI, by the authority vestced in

me g5 Governor of the State of Rhode Island and Providence Plantations, de b ereby

i

order as follows:
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Executive Order 05-02

Jonuary 17,2005
Page 2
1. There shall be establishedd within che Deparment of Administration a

L

Human Resources Outreach and Diversicy Office. This Offica shall
report directly to the Director of the Department of Adminiseration or
designee on the state of diversity in Rhode Island State government and

 shall work towards devel oping a business case for equity with an

emphasis on building a diverse workforce to guarantee fair and
ressonable opportunities for public service.

The Human Resources Clumreach and Diversity Office responsibilicies
shall include:

«  Developing guidelinies to effectuate ivs mission;

+  Researching and developing best pracrices for the promoton of
diversity throughourt State government;

« " Droviding guidance and technical support to state entities;

«  Developing a strategic and focused recruitment and tracking
initiative for indivi duals interested in state employment including
fosteing relationships with community-based organizatons o
strengthen and sup pork recrvisment and owtreach activities;

+  Initiading training seminars including a diversity awarencss program
to share the benefits of diversicy and to encourage a culturally
sensitive worlforce environment;

s Submiting an ann ual beachmark report to the Director of the
Department of Ad ministration or designee.

To assist the Office in earrying out i responsibilities there shall be
established a Diversity Advisory Council, selected and appointed by the
Governoy, and compeised of fifceen (15) members, consisting of four (4)
members of the public and one (1} member from each of the fallawing
governmental enrities: :

Office of the Governor
Human Resources Outreach and Diversity Office
De partment of Labor & Training
Oifice of Personnel Adminisceation Human Resources
Office of Labor Relations
Office of Equal Opportunity
Gwemmj‘sﬂommission on Women
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Executive Order 05-02
Jarary 17, 2005
Page 3
(Governor's Commission on Disabilicles
Office of Higher Education
Rhode Tsland Commission on the Deaf and Hard of Hearing
Divigion of Legal Services within the Department of Administeation

The Director of Administration or designee shall chair the Counll, The
Council shall meet quarterly.

This Executive Order supersedes and rescinds Executive Oxder No. 00-4,
and is effective immediately upon the dace hereof. '

S0 Dl;dered:

}jcfmald L. Carcien

Dated: Janvary 17, 2005 |
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State of Rhode Island and Providence Plantations
State House
Providence Rhode Island 02903-1196
401-222-2080

Donald L. Carcieri
Governor

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

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

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

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

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

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

1. All Directors, their senior staff and all supervisory employees of agencies, departments,
state boards, commissions, public authorities and quasi-public corporations of state government
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(“Agencies”) are responsible for ensuring that all aspects of state programs for which they
‘manage are available without discrimination or sexual harassment.
2. Pursuant to all applicable Federal and State law, all Agencies are to develop, promote,
monitor, implement, and maintain equal employment opportunity policies and practices that:
a) do not discriminate against any employees or applicants for state employment
in all aspects of employment including contract procurement and service delivery;

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

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

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

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

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

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

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

opportunity for all qualified individuals and the prevention of sexual harassment including but

not limited to the following provisions:

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

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

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

= Title I of the Americans with Disabilities Act of 1990, as amended, that prohibits
employment discrimination on the basis of disability in both the public and private sector,
excluding the federal government;
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= The Civil Rights Act of 1991, as amended, that provides for monetary damages in case of
intentional discrimination;

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

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

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

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

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

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

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

8. Pursuant to Rhode Island General Laws Title 28, Chapter 5 Sections 8 through 40, the
Rhode Island Commission for Human Rights shall be responsible for assuring compliance with
State and Federal laws and all applicable provisions of this Executive Order.

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

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

11.  Pursuant to Rhode Island General Laws Title 28-5.1-5 and Title 36 Chapter 4-26.1, the
Office of Personnel Administration within the Department of Administration and the State EOO
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shall be responsible for assuring compliance with State and Federal laws and all applicable
provisions of this Executive Order.

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

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

Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, RI 02908

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

Rhode Island Commission for Human Rights

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

Governor’s Commission on Disabilities

4] Cherry Dale Court

Cranston, R1 02920

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

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

Donald L. Carcieri
Dated: January 17, 2005
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Btete of Rivde lsland
and Providencs Plantations

Earwn Saaecliun, GOVRIT

WHEREAS, it I the policy of the State of Rhode lsland and of this
sdministration that Minoriry Business Enierprises and Women Business Enierprises,
(herein defined g5 “MBEs") shiall Bave the fullest possible opporunity to participats n
State funded and State directed publbumuuetinnpmgnmsandpmjam and in State
purchases of goods and services; and

WHEREAS, the Ceneral Assembly in 1986 enscted Titlo 37, Chapter 14.1,
(hmlndaﬁnﬂlum:hIBEmmm)mmﬂeinmhnrhﬁdtMMan
Department of Administration (0 establish rules and regulations for giving MBEs
preference in contract and suboookract awardy; and

WHEREAS, on June 23, 1994, 1 signed Executive Order 94-9, reorganizing
mdanhnmingthepnmnmddM&mfﬂ:eMBEngxm.mmismwue@dm

restructure and clarify the respoasibilities of the MBE prograa; and

WHBREAS‘HGWGM.IM!HMM@MWM&MEPQHH“
emwngmmummmm&MBEmmmmntmmm@l;

NGW, THEREFORE, I, BRUCE SUNDLUN, by virtoe of the suthority vestéd
in me as Qovernat otlheSWuthddﬂslmdandevimmmﬁons. do hereby
order a3 follows: : '

Asticle I - Applicabil

This Executive Ordar shall spply to any and all State purchasing, including but
not limited 10 construction projects O COMTaCLs, professional services, and purchase of
goods and s6rvices funded in whole or in part by State funds, or funds which the State
sxpwdsnradmitﬁmumemiplmnfa Meralmnhorhwlﬂ:hths&ﬂ:lsa
gignatory to the contract.

e Tr——— i b €
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Executive Order No, 9422
December 23, 1954
Page 2 -

tA) ‘The Director of the Bepummnafﬁdminﬁsmﬁnushaumm:mmll
responsibillty for the MEE Compliance Program. The Director of Adminigtration shall
mmﬂmposiﬂmof&dminﬂmm'hmﬁCumplmmm&mmdwmday
operstional responsibility to that official. The Administrator - MBE Compliance shall
SETVE B8 Mpﬂmapﬂmﬁnnﬂﬁfﬁmnfﬁsﬂ MBE Program and shall be supported by
staff 35 detenmined by the Director, Deparunsnt of Administration, The Administrator
- MBE Compliance shall assume responsibilicy as the Executive Dircstor of the MBE
cm;immﬂmﬁﬂtmﬁmppmintm:{:mmiﬂim, The Administrator - MBE
Compliance shall, with the suppoct of the MBE Program staff, advise and assist the
Governor, ﬂ::Di:emtntMnﬁnisnﬂm.mﬂPmlmlngAgm.mm:nﬁﬂumd
indlviduals directly affected by ihe contract and procurement practices of State
government, The Administrator - MBE Compliance shall assist in the developinent of
affective and nnovative strategies for promoting MBE participation in the Stat="3
procurement, construction, peofessional, consulting, and lagal sarvice contracts in
order ta comply with 1. General Lawa Section 37-14.1-7. ’

@) The MBE Program shall:

1, Assist the Director of Administration v issug rules, regulations and
reporting requirements necessary Lo implement the ohjective of this Executive Ordes.

2. Monitor the progress of each depariment, agency, and quasi-state
suthority or corporation in the attalnment of MBE policy objectives, participation
goals, and roquirements. :

3. Conduct such activites as visits o job sites, public hearings and
examinstion of rezords and practices of various departmentz as may be necessary 0
ensure compliance with the requirements of this Executive Order.

4. Arrange for technical assisiance, support and resource ideniification
to munﬁmd@mmmxy:ﬂdmimmﬁw 0f COrpoTation
purchasiag entities in anaining tha objectives of this Exscutive Ouder.

5. ld=ntify and seek assistance from various community based
organizations, Jocal, state and federal agencies active in the field of MBE developmsnt
az wall a8 offices in other stare and federal Jurisdictions.
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Esecutive Order No, 94-22
December 23, 1994

Page 3

6. Act a3 a coordinating body to bring MBEs into active participation in
the purchasing procedures of the variouy departments of the State.

7. Develop o stebewide rporting system foe all MBE activitles under
R.L General Laws Section 37-14.1.

4. Conduct restarch and analysis to srengthen the State's MBE

" g, Develap for the Director of the Department of Adminisiration
mmmﬁmdmhs@mgulaﬂmmimmmmpﬂmmmhsfornﬂm
compliance by departments, agencies and quasi-state authorities of corporations.

.10 Submit an Anmal Report to the Governor, by Noveinber 30th of
mw(mrmwrmmmmmmmm‘mmmmm
improve the program. - ;

© The MBE Program shall certify MBEs:

The responsibility for MBE cantification has been assumed by the Deeparment of
Administration:

1. Pursuant to &1, General Laws Section 37-14.1 (telating o MBE) -
and Section 42-35-1 (relading to Administratlve Procedures), the Department of
Administration shall adape, transfer and/or modify rules and regularions for the
certification of MBEs. ’ :

2. Develop a database of certified MBEs to be maintained as o public
recard.

3. Notify the purchasing agent of the Staie and quasi-state auihorities or
corpaorations of any determination of pon-compliznoe with the requirements of this
Executive Order or a removal of the certification of an MBE,

o ———— VA i -
b TR AR SR
o R
FR R )

i W Wi % T e e
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Executive Order No, 94-22
December 23, 1994
Page 4

(A) There is hereby established a Minority Business Enterprise Commission
(herein defined as the “MBE Commission”) o advise and assist the MBE Program, the
nm.mmmufmnmﬁmmmnmmm-mﬁmmm in
meeting and carrying out the MBE compliance rules and regulations promulgaicd by
the Department of Administration.

(B) Th:tnuawingﬁm&hmdindivﬁduﬂpﬂmmhmhy,mpoimdas
mn:hmnfmmmmnﬁsslm,mmnmeplum_oﬂm&mm;

A cabinet level official to be appointed by the Governor
Direstar of the Department of Administration {or desigues), Chalr
Represcutative Joseph Newsome

Execurive Director, Commission for Human Rights

. Casby Hagrison, I
Licht & Semenoff
Presidens (or designes) -
Black Contractors Association of Riode Jsland
Executive Director (or designoe)
Rhode Island Commission on Womicn
President {or dedignes)
Hispanic Contractors Associstion

€ mmnnwinsommshﬂlmumnmﬁmmﬁmmmemm
Commission: .

Direcioe of Policy e
Governar's Office I A TN
' . Teae- } £y LA

SR R rE

s — i i 35T, TN R
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Executive Order No. 94-22
December 23, 1994

Page 5

Assoclate Director and Purchasing Agent |
Department of Administration - Division of Purchasing

Associate Direcior - Department of Adminisiration
Divizion of Heman Resources

State Controtler _ |
Departmeut ¢f Adminstration - Office of Accounts and Control

Chief Civil Rights Officer
Department of Transportation

(D} ‘The following official shail ssrve as the Executive Direcior of the MBE |
Commission:

Administrator - MBE Complizges
Department of Administration - Division of Human Resources

The MBE Commisston shall meet no less than six times per year and vpon the
call of the Chairperson or four {#) Commission members (o consider whatever business
the Chairperson of Commission meubers may deem appropriate.. Four (4) members
shall constione 2 quorum of the Commission. '

(&) Each governmental department, sgency and quasi-sals suthority or .
corpmﬂmmowmdﬂexpendmadnﬂnimrmmndssmﬂdwemm;ubmﬂﬂ
parwfﬂnmulhudm.MMBEplinmmmmcmnl of awarding 10% of th dollar
vﬂmﬂaﬂm@maMmmmmpmjmmmmm.

(B) The Directar of each departmeat, agency or quasi-gtate suthority ar
corporation empowered to expend State funds, shall designate 3 highly placed official
(*MBE Coordinatar”) to have overall responsibiliry for promoting grealer participation
of MBE in his or her department or agency or quash-state suthocity or corporation.

] i [ me—n i PR T
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Executive Order No. M-22
December 23, 199
Page 6

(C) If the rules and regulations promulgated by the Department of
Administration are not belng met, the Departmeot, ageacy or quasi-state suthority or
wmmmmﬂmhawmmmmmnfﬁdminnmﬁm’mdminimmr-
MBE Compliance staling the ressons for its inability 1o comply with such rules and
regulations, and identify the remedial steps it shall take. Such remedial steps may
inclede:

1. Targeting soms bid invitations to MBEs.
3. Promoting jolnt ventures between MBES and non-MBEs.

3. Requiring prime contractors, where subeontracting ogportunities
exiat, to subcontrast & minimum amount of work og projects i MHEs.
4, Designating MBEs az suggested vendors. whea submitting requests 1o
the purchasing agen. ‘ ’ . . '

5. Dividing large contracts o sealler unts o afford opportunities for
MEEs, where legally permissible. a \ ‘

. 6. Develaping a plan to require prime contractare, whenever possible,
Io puschase supplies, services and equipment from MBES.

Tha State Purchasing Agent and quasi-state zuthority or corperatiou purchasing
agents will provide maximum sapport 1 coumply with the requirements of ths MBE
sintule as stuied berein, Such efforts will inchide:

1, Notlfying all possib bidders, especially poteatial MBE supgiles of
purchasing for departments, agencies and quasi-state authorities or corporations, Such

uotification might includs direct mail, adverdsing in media reaching the minority
commugity, and such other outreach efforts 45 may be necessary. '

3. Seeking out MBE from the list of certified MBES to be inchudedin. - - —

prospective bidder lists, and targsting some bid invitations to MEBEs. RN ;_: f‘ﬂl . .

¥
g 1.

Page 128 of 168



Executive Order No. 4-22
December 23, 1954
Page 7
4. Providing information to gigoriky supplisrs and conducting outreach and
information seasions for existing and potential MEBEs.

4. Monitoring the utllization of MBEs in the area of Utility Order Purchases.
s Provide such information as may be roquested by the MBE Commission.

&. Performing any such other ackivitics ﬁ:t geaerally suppaort obiectives of this
Executive Order aod R.1, General Laws Section 37-14.1 e 260
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1, BRUCE SUNDLUN,

* fale Houst. )
providevs the Stata of Rhode Iz
ordar as Eollowa:

1. Equal Opportunity and

igland State vaernment.

2. Rhods Island Btate Governme

equal opportunity in every aspect
digcriminate because of race, Sax,
sexual orientation, or disability.
recognizes the need
dizeripination,

Is}anﬂer.

4, Within sgencies, departments of a
ive statuts,
without regard to race,

agencias created by legislat
adpinistered
seyual orientatlion, or digability:
Hirings

Salary/MNage

Lay-cffs

Transfers

Promotions

Damotions

4.
includas lending institutions,
gub-contractars 8
pelibarate or per
policias "set f

Etata involvement, Any person or

the Stata shall cooperate with the
istration sha :
to effactuste compliance with this

The Director of Admin
ragulaticns ez are necessary
pacagraph.

EXECUTIVE ORDER

by the autherity vested in me as
tand and Providence Plantatlons,

to eliminate the vestig

AT

'3

SECRETAHY OF STATE

831 ADMIMSTRATIVE REGORDS DIV

18, 1993

Governar of
do hareby

Affirmative Action towarda its'
gchiavement 1g the firm and unwaver

ing policy of all units of Rhode

nt is committed to providing

# itz programg and will not

national origin, age, religlon,
Becayse my administration

as of past socletal

4]

it will take affirmakive action ta ensure that its
enployment opportunities are avallsb

e to evary gualified Rhode

tate govarament, and those
the following areas will be
color, sex, age, religien,

Wark Asslgnments
Leava

Training

Recall From Lay-offs
Appointments
Discipline

In addition, my sdminigtration will not tolerate
discrimination by any recipient of state government funds.
developers, conktractors,

nd entities doing business
sistent viclation of the aff
arth herein may rezult in the withdrawa
support or involvement in a project and/or debarment from fur

This

§ with the State.
frmative action

1 of Stete
ther
orporation doing business with
monitoring of this paliey.

11 promulgate such rules and

o
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Exac T‘;-a der 93-1 T Db T e
Executive Order 93- gy Ry
Aifirmative Action Pollcy Statement 1 OAN 197133 5
' SELRETARY OF STATE
ADMNETRATIVE RECCRDS DNV,

€, 1In sddition to Rhode Island State Government, each snd every
employee of state government is regponsible for agsuring that all
agpects of State programs for which he/she is responsible for are
avalilable without Alscriminatien. Department Directors and their
genior staff are responsible for the implementation of this policy
and they will be evalusted as to their role in thiz implementation.

6. All Department Directors and appointing authorities shall
appoint & highly placed person, who ghall report to the Department
pirector and who zhall be designated as the Departmental Affirmative
Action Officer. The Departmental Affirmative Action Officer shall
attend ot least one EEQ training session annually and the officar
shall assist in the development and enforcement of affirmative
action planz, Eich Dapertmental Affirmative Actien Officer shall
work cooperatively with the Personnel Administrator to gonduct a
querterly review of hiring/promotion activity within their unit to
. evaluate and report te his/her Department Director on sffirmative
action progress Or 1ack |thereof, Each Departmental Affirmative
Action Offiger shall submit information on the status of their plans
twice annually to their respective Department Directors.

, 7. The Gavernoxr's Executive Committee for Affirmative Action is

hereby established and its membership shall hareafter conalst of the
follewing: the EED Administrater, the Ezecutive Director of the
Buman Rights Commission, the Ezecutive Secretary of the Governor's
commission on the Handicapped, the Director of the Commizslon an
Women, the Executive Director of the Minority Buslness Enterprise
commissien, tha Chief of the Merit Sslection and Clesgification
Unit, the Adninistrator of Purchasing Systems, and the Farsonnel
rdministrator who shall Chalr this Committea.

8. The Committee shall advise the Governor in the formilation
and coordinatlon of plans, policies and progrems ralating to egquél
opportunity and affirmative action in all State departments and
agencies and in gzsuring effective implementetion of such palicies,
plans and programs by such agencies.

9, Upon the request of the Executive Committes, the Department
pirecter of each State agenoy and the Dapartmental Affirmative
Action Officsr shall meet with the Committes ond report in persen ko
such Committee on the agency's affirmative gotion program. It shall
be the Executive Committee Chair's rasponsibility to schedule such
meatings, and it shall be the duty of every agency head to comply
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with such reguests for gata or other information or reports as the
pzacutive Committee may deam sppropriate for analysis gnd review in
advance of such meeting. ’

16. 1In addition to the duties of the State EEQ Office set forth
in Title 28, Chapter 5.1 of the Rhode Island General Laws, the State
Epo Office ghall:

p) review the Affirmative hetion plansg gubmitted annually by
each state departnent or agency and prepare a comparative analysiz
of the strengths and veaknazses of the plans;

p) nake reconmendations to the departments on proactive policy
{nitiatives thst may enhance affirmative action plan phjectives;

C) prepere an Ezecutive Summaty of the departmantal plans for
submission t;\:the Governor annually on Rovembat 15th; and

p) work sopacatively and in conjunction with the Dapartmental
Affirmative Action ofticars, Dapartmental MBE Coordinators, and
ckate Officisls serving on the Governor's Executive Committes for
Affirmative Action, -

‘ 11. Tha State Equal Oppn:tnnity Office shall hi responsible for
agsuring conpliance with Rhode Isiand Genersl Laws Title 2B, Chaptear
5,1 and the provisions of this gxecubtive Order.

12, The Rhode Island commission for Ruman Rights ghall be

. pesponsible for assuring compliance with hhoda Island Ganeral Laws
ritle 28, Chapter 5, gections 8 through 40 and the previsions of

this Executive Order.

13. The Rhode Island Governor's Commission on the Handicapped
ghall be responsible for assuring compliance with Rhode Island
General Laws Title 42, Chepter 51 and the provisions of this
pracutive Order. :
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14. All units of Rhode Island State Goversment shell comply
with all state and federal laws pertalning to egqual opportunity and
affirmative action {ncluding: -

Rhode 1sland Fair Employment practices Act,
phode Islend Handicapped products Procurement Aok,
rhode Island AIDS biscrinination Act,
Federal Ezecutive Ordes 11246, as amended,
Title VI and Title VI1 of the Civil Rights Act of 1964, a8
snended,
hga piscrimination in Enmployment act of 1967,
Equal Pay Act of 1963,
rehabilitatien Act of 1873, Section 504, :
amaricans with pisabilities Act (ADA} of 1990,
vietnsm Era Veterans Act of 1974, :
parsisn Gulf Conflict Supplemental authorization and Personnel
pensfits Act of 1991,

,\ Age Discriminstion Act of 1973,
Education Amgnduents Act of 31972 (Title IX},
civil Righks Act of 1391,
Rhn?a 1slend Executiva Order %2-2 (americans with pisabilities
Ack), ' : -
Rhode Island procutlive Order 91-39 {Sexusl Harassment}, .
fhode Islapnd Executive ordar 92-4 (Minority Business Enterprise
Commiszion), and .
Rhode 1zland Ezecutive order 93-1 (Affirmative Action Policy
Statemant).

15, Persons with dizabllities requesting reasonable
accommodation should contact their own deparkment/agency’s personnel
offica or ADA Caordinator.

16, Parsong having questions or needing assistance for pinority
or women buslness enterprises should contack tha executive Director
of the Minority Business Eoterprise Commlssion at 277-6246(v) -
277-3090 (tdd).
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17. Citizens of Rhode 1sland believing that they have begn
disariminated against in the pursuit of achieving the quality of
life as aforementioned should contact:

Governor's connission on tha Hondicapped
555 Valley Street, Building #51
Frovidence, BI 02900 -5688

TDD #277-31701

FAX #277-2833

RI Commisgion for Human Rights Rl State Equal Opportunity Office

10 Abbott Park Place one Capitol Hill
Providencs, RI 02503-3768 providence, RI 0za08-5865
TEL, §277-2861 TEL. #277-3090

TpD #277-2664 TnD #277-6144

FAY #277-2616 FAX #277-6378

This Executive Order ghall suparcede and regcind Executive Order
Ho. 85-11, and become effective immediataly on the date hereof,

L Ll215
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State of Rhode ldend
and Providence Plantations

Beug Sundhun, Gavernor

EXECUTIVE ORDER
NO. 92-2
JANUARY 23, 1992

COMPLIANCE WITH THE AMERTCANS WITH DISABIRITIES ACT

State House, , . fqsLz .
,deng WHEREAS, the Americang with Digabilities Act (*ADA") was enacted
by the United States Congress on July 26, 1990 to ezpand the givil

rights of individuals with disabilities in the areas of employmant,
traneportation, public accommodations and conmunications; and
{

WHEREAS, the primary objective of the ADA is to require
employers and public serv*ce providers to eliminate any and all
parriers, practices or policies that may dizoriminate against or
otherwise deprive individuals with dizabilitles of the full use and
enjoymant of public accommodations, public trangportation,
telecommunication syatemsiand employment opportunities; and

WHERERS, 1t was antieipated that the propess of removing amy and
all such barriers would best be effectuated by developing a
comprehensive statewide p}an; and e

VHEREAS, in June of ligl; I directed the Governor's Commission
on the Handicapped to create a Coordinating Committee on the ADA
that would bring representatives from all segments of state
government together to patticipate in joint self evaluation and ADA
compliance plaoning; end %

WHEREAS, the Coordineting Committee, chaired by Naney
Husted-Jensen has developed and presented me with a statewide plan
for mesting the mandates of the ADA entitlsd "AMERICANS WITH
DISABILITIES ACT; SELF EVALUATION AND COMPLTANCE PLAN FOR THE ETATE
OF RHODE ISLARD;" (hereinzfte: =ADA Complience Plan")

KOW, THEREFURE, I, BRUCE SUNDLUN, by virtue of the authority
vested in me as Governor of the State of Rhode Island and Providence
plantations, do herasby order as follows: ‘ :

1. The Rhode Izland Stoke ADA Compliance Plan shall be
implementad forthwith so tbat individuals with digabilities may be
fully integrated into all aspects of Rhode Island life in tho most
expeditious manner possibfe.

!
{
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January 23, 1992

2, There shall be a State ADA Coordinator to assume overall,
day-to-day reapongibility for implementing the ADA Compliance Plan.

3. Tha Chairperson of the Govermor's Commiszlon on the
Handicepped is hareby Aesignated te serve at the Governor's plessure
am the State ADA Coordinator. The Executive Secretary of the
Governor's Caommission on the Handicapped is hereby deaignated to
sortve as Deputy Coordinatqrf

. . . -
4. The duties of the ADA Coordinator shall include:

A. monitoring the State's compliance with all
federal and state laws and regulations affecting
individuals with handicaps, including but not

limited to Section 5¢4 of the 1973 Rehabilitation
Aot and the fmericans with Disabilities Act;

B, egtablishing a technical assistance progresm to
inform and agvise Btate anﬂ}lgqai government
agencies, buman service providei&, providers of
publiec accommodations, real aestate agents,
brokers, developers, architedts, landlerds,
beilders, and other zffected entities and
individuals pn their obligations under the ADA;

¢, estahlishing a grievance procedure to promptly
and equitably resolve complaints of noncompliance
with the ADA involvirg departments, agencies or
divisions of State gevernment;

D. astablishing a procedure for initiating
complainks abainst ary department, agency or
division within State government that willfully
fails to comply with the requirements of the ADA
or the ADA Compliance Plan.

E. developing, making periedic revisiens to, and
overseeing implementation of an ADA Transition
Flan for the removal of envirenmental and
comunication barriers in Btate owned faclilities;

F. presiding at] future mestings of the State
Coordinating Committea on the ADA.
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Page Three
Executive Order 92-2
January 23, 1992

5. The State Coordinating Conmittee on the ADA shall continua
to exist and shall continpe to be staffed Ly the Governnr's
Commizsion on the Handicapped. Tha Committee shall advipe and
assist the ADA Coprdinator in the implementation of the ADA
Compliance Blan. It shall also prepare b ptatus report to the
Governor on or before Octpber 1, 1392, and annually thereafter.

6. The Governor's Copeiissien on the Handicappad, the State
Building Commission and the Commission for Human Rights shall,
whenaver possible and appropriate, cooperate with and ssgist the ADA
Coordinator to:

A. hgsure compliance with the building accessibility

and public accommodations gectiong of the ADA; and

B, carty out the dutiex of the ADA Coordinator
enumerated above.

Phis Ezecukive Order shall take effect™onithe date hereof.

/1590 N A

Dake Governor |
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Edward D. DiFrele

Governot

¢ of Hhode Idand and Providence Planiallons

FRECINIVE CHaMBLR, PROVINEMSCE

EXECUTIVE ORDER

No. 86-10

; APRIL 15, 1986
! REFUGRE FOLICY

i

WHEREAS, the 5tate of Rhode lsland hes beea a home and a
haveh for immigrants and refugees since the begloning of its
recarded hietoryr and

WHEREAS, for morc than three centuries people driven from

thelr homelands by
Rhode Island and fg

lich & hew life he

WHEREAS, the
No. 96-212,

: guthar
are defined as an

various formg of persecution have come to
und the opportunity and ths means to estab-
re; and

United States Refugee Aot of 1980, Pub. L.
izes the grant of asylum to refugees vho
person putside Wis or her country of

nationality "who i5 uneble or unwilling to return to, and is

unzhle or
protection of that

founded fear of pgreecuticn on account’ of race,

nationality, membs
political opinion®

WHEREAS, Rhod
tn take part inm oy
to carry out oue St
people fleeing dan

WHEREAS, the

unwillifg to zvail himself

or herself of the
country hecause of pefsecetion or a well-
religion,
ghip in a particular social group, or
and

{

T

L I1gland zccepts and welcomes the opportunity

netional refugee resettlement program and
te's exemplary historical role in assisting
ers and undue hardshipe; and

i

E

refugesa eyperience is a major upheaval in

the lives of these individvals, and in order for thes to

adjust successfull

trenaition ig nage

and

ko 2 new country and culture, a period of
saary to learn a new language and culture;

WHEREAS, Rhode 1sland cecognizes that refugeea have

great potential to
and that 1t s In

contribute to the state and its communities,
he interest of all that their potential be

nuctured and encouraged; and
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Executive Order Eﬁé]u
Page TWO i

april 15, 1986 |

WHERERS, Lhe Rhode Tsland Office of Refugie Resebtlement
was created for thé purpose of implemtnting Lhe reguirements
of the Refuge¢ Act jof 1980 (P.L.96-212) to assist refugees in
the state to became self-sufficlent as rapidly as posaible; and

WHEREAS, the |[Governor's Rdvisory Council on  Befugee
Repettlement, created by Executive grder B5-24, was ¢stahlished
for the purpose of forging a linkage between the refugee
community and the Qarger Bhode Island society; and

HOW, THEREFQR@, 1, Edward D, DiPrete, by virtue of the
authority vested ip m2 as Governor of the State of FRhode
Ieland and Providepce Plantations, hereby order and direct
the following: g

i
i, ‘The BRhoda Island Offlce of Refugee Razettlement
shall be authorized to cooardinate consultatlong among
the following entitics and agencles: volunkary agen-
cies ("VOLAGE*) and their national officea; loctl
officials) state departwments; namely, the Departmant
of Employment Secvrity, the .pepartment of Health,
the Department of Buman Servicea, the Department of
Mental Hedlth, Retzrdation. and Hospitals, the Depari-
sent For Ghildren and Thelr Families, the Department
af Economit Development, the Departmemt of Transpor-
tation, the pepartment of Education, the Office of
the Attorney General and other appropriate public

and private agencies.

4
2. The abﬂu& consultations shall be to determine the
availability of needed serviges such as housing
availabillty and community responsiveness; to evalu=-
ate econopic conditions, and to deteemine the proxim-
ity of organizatiens and instltutions which provide

EUpPDOr L. f

3. All transktianal services shall be provided with 2
view to maximize thelr acepgsibllity snd cultural
appropriateness. The characteristics and conQerne
of thz refugee communities should be taken into
acoount ipn the shzping of speellic gervice delivery
procedures and mechaniams and the determination of
their ¢u1%ural and 1inguistic senaitivity.
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Brocative Ordey ss—gn
patye Threc |
ppril 15, 1984

4. 'Those staté agencies as previously stated that conduct
programs and activities directly or indirectly relat-
ing to thd scevice peeds of the refugee population
shall immediately undertske an affirmative planning
DEOCEES with regard to refugees. This planning
process shall be complated hy October 1, 198&, ahd
shall incipde the following elements:

A meeha hsseszmenk: Determining the cwrrent and
potential fequirements refugess have for the
agencies' services;

B. Current Use: Measuring and documenting the
CxiEnt Lo which refugees now use the services;

. Agenay Service Plan for Refugeées: Formulat-
ing| a plan, [aciuding a timckable for imple-
mentation, that ensures that delivery of the
agencies! services to refugesd ReetE the needs
sdentified in the needs assesament and are in
compliance with Title Vf of the United States
Civiil Righte Act of 1964,

i L

| .
£. FRhode Island Office of Refugec Regektlegent and
Rhede 1sland kgual Opportunity Ofbice hEslstance -

The Rhode [Island Office of Refugee Repettlement and
the Rhode |Teland Office of Equal Opportunity shall
provide technical aseistanse to the agencies through-
out the plannping process and shall monitor the
agencloes® érﬂgress in the implementation of their
plans, Technical assistance when necessary will be
reguested frnm the Yederal Dfflces for Civil Rights
Cmmpliancet

§. ftate Agencies Preparing Agency Service Plans -

The following sktat: agenciles shall nngage in the
planning process: the Department of Human Services,
The pDepartment of ¥ealth, the Department of Employ-
ment Secuﬂity, The pepartment of Mental Health,
Retardation and Hosphitals, the Department for Child-
ren and Thieir Families, the Department of Bducgation,

i
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Executive Order 8‘53—1(1
pagqe Pour ;
april 15, 1986 i

the Depar&ment nf Feonomic Development, and the
pepartment of Transportation.

7. Transitional Education Program -

!
RIORE sha%l meet regularly with the Department of
Bducation) to coardlpate the provision of the tran-
sitional program for refugee children, bilingual
sducation| programs, adult education pervices, and
other eaugatinnal programs of special concern to the
rofugee communitles.

8. Consultation with Attorney General -

RIORR shaél work with the Office of the Attorney
ceneral, specifically the Civil Rights Division and
the Division of Consumer Protaction, in its effort
to ensite|that necessary state protection and gervices
are awsllable to the refugee population.

Thie Executive Order shall take-effect on the date hereof.

Gl 0008

Fdward D. DiPrete
GOVeInor
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State of Bhode Island and Providence Plantations
i EXECUTIVE CHAMEER, FRONDAICE
i

v
i

HO. B5-16
JUEY 23, 1965

SECTHOM 504 OODRDIFATOR

!
WHEREAS, Title V of the Rehabilitation Aet of 1973 sets forth the
civil rights of hmﬁin]:sa;m perechs; and

WHEREAS, harﬂim@padgersmahawarightwemectanﬂgainamsto
various buildirgs .miiprnpaties which axlst for the betterment of all
peracns; ami i

WHERERS, under Sm:ti;on 504 of Title ¥ of the Rehabilitation dct of

1973 the State has been mandated to create policies, practices and

proqrars regarding acressibility of Stabe-buhldings and properties to
i capped pefsons; 2 :

WHERERS, Euch a desifmation would allew for the expedient conplisnce
with the mandate of Section 504 thereby serving the needs of
handicapped perschd i:!a the best possible Wetner;

HOW, THEREFORE, Ly virtus of the authority vested in we &8 Governcr of
the Stabe of Rhole Isiland and Providance Plantations, it is ordered as
follows:

1. The Director of Administration is hereby designated the
gtate's 504 Coordinator and shall delegate operational
neptrol to the State Bullding Code Commissioner as his

designee. i

3, The duties|of the Cooxrdinator shall be to coordinate all
state agencies in the implementation of all federal rules
and requlaticns affecting the State in teyue of compliancs
with the mandates of Section 504 of Title ¥V of the

Rehahilitation Act of 1973.
i, e Cborﬂin%baﬂs datdes shall include:

& Authm:iity to order departients to prepare and ool ebe
transition plans in acoordonoe with 504 regulationa.
[
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Executive Order No. 85-16
July 23, 1985 |
|
|
b wdinating the formulation and review of transition

plans, with advisory panels who may represent
hm-.dicfappad organi zations.

| ,

c. Granring final approval of trangition plans and
d&partmertt use of program accessibility.

d. Managsj.trg the comstruction, design or alterationa of
buildinge and s:tes necessary to bring all programs
irken cg::m-hmme

€. Authcvlrizatinn to coordinate and wediate mattors
coneerning 504 conpliance.
|

E. Msiat?.ug publie and private sectors through the use of
proper agencies on technical, employment and
arcihit‘lgct_uml matters conoermiing 504 compliance.

g- E,st:ahiiahment of a unnéfﬁiﬁgf' copplaint procedure
necessary to resulve all complaints to agencies
f ining wo 504, ’

1
h. The State 504 Coordinator or the State Building Code
Cormissioner as his designee is herely authorized to
,tjnit.igate complainte against those agencies,
advinistrators, sgents or anployees of any depariment
or division within state goverrment who willfully fail
L 7a] -:m;xly with the requirecents.

1. ‘he 5[;04 Cooxdinator and the State Brilding Code
Commigésloner ag his designee shall consult with the
Chairjien of the Govornor's Commigsion on the
H:md_tctapped with respect to implementation of the above
ma} ard resporsibilities.

Ihis Executive Order shall take affect on the date hereof. This
Becutive Order rescinds Executive Crder Mo, B0-16 dated September 29,
1980, |

|
E Respectfully yours

| :

| Bwerd D. DiPrete

GOVERNOR
|
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PUBLIC LAW 97-118
AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION

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

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

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

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

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

(iii) a description and examples of sexual harassment;

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

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

(vi) the identity of the appropriate state and federal employment, as amended,

discrimination enforcement agencies, and directions as to how to contact such
agencies as amended.
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(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.
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GUIDELINES FOR PREVENTING SEXUAL HARASSMENT

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 Division of Human
Resources will look at the record as a whole and at the totality of the circumstances, such as the
nature of the sexual advances and at the legality of a particular action. A determination of what
constitutes sexual harassment will be made from the facts, on a case-by- case basis.

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

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

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

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

DIVISION OF HUMAN RESOURCES
(401) 574-8381
HRInvesigations@hr.ri.gov
Revised (2021)

Page 146 of 168



GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

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

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

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

An employer is under a two-pronged duty to maintain a working atmosphere free of national
origin bias. First, the employer itself must refrain from ridicule or harassment on the basis of
national origin. Second, an employer should not tolerate such behavior by its employees. Ethnic
slurs or jokes based on national origin are unlawful. An employer is also under obligation to
maintain a work environment free of religious bias. Permitting a supervisor to espouse his or her
beliefs to employees while at work may amount to religious discrimination.

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

(2005)
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EMPLOYEE SELF-IDENTIFICATION OF DISABILITY FORM AND REQUEST
FOR REASONABLE ACCOMMODATION

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

JOB TITLE: DATE:

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

[ ] AIDS

[ ] Alcoholism

[ ] Blindness or Visual Impairment

[ ] Cancer

[] Cerebral Palsy

[ ] Deafness or Hearing Impairment

[] Diabetes

[ ] Drug Addiction

L] Epilepsy

[ ] Heart Disease

[ ] Mental Retardation

[ ] Mental or Emotional Illness

[ ] Multiple Sclerosis

[ ] Muscular Dystrophy

[ ] Orthopedic

[ ] Perceptual Disabilities such as: Dyslexia, Minimal

Brain Dysfunction, Development Aphasia or Speech
Impairment

[] Other

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

Additional Comments:

Signature: Date:

RIEEO 5/09A
REVISED 7/02/2002 RTI SEOO (401) 222-3090
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DISCRIMINATION COMPLAINT PROCEDURE

Handling employee complaints internally is a highly sensitive, multi-faceted process that may
involve many people. The purpose of this procedure is to make sure complaints (harassment,
discrimination, workplace violence, or retaliation) are investigated in a timely manner and any
appropriate cotrective action is taken to ensure inappropriate and/or illegal actions and behaviors
cease immediately.

The Division of Human Resources Site Operations / Business Partner Team investigates HR-
related complaints across Executive Agencies. This includes complaints related to
discrimination, harassment, sexual harassment, workplace violence and retaliation.

When the HR Site Operations / Business Partner Team receives a complaint, it will promptly and
thoroughly investigate the allegations. The HR Site Operations / Business Partner Team will also
maintain regular contact with employees involved in the complaint throughout the process.

How to Report a Complaint

A person may report a complaint orally or in writing to the Division of Human Resources, Site
Operations / Business Partner Team or continue to report through any existing channels,
including the employee’s supervisor or manager, Executive Director of Human Resources,
Human Resources Chief of Staff, and the Office of Diversity, Equity and Opportunity (ODEO).
The reported complaint will be brought to the Division of Human Resources Site Operations /
Business Partner Team who will investigate all complaints.

Employees can report a complaint directly to Human Resources in any of the following ways:

e Complete a Complaint Form - Fillable .pdf available at www.hr.ri.gov
e Phone 1-401-574-8381
¢ Email: HRInvestigations@hr.ri.gov

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

State of Rhode Island
Division of [Tuman Resources

AUMINISTRAFIUN COMPLAINT REQUEST

Site Operations/Business Partncr Center of Expertise

Document: HRF 0l
Datc of Issuc:  02/16/21
Rcvision No:

. Kele A Sy
HR Excc Dir: Adamonis et

Completc this form to file a complaint of Discrimination, Scxual Harassment, Domestic Violence/Sexual
Assault/Stalking, Workplacc Violence or Retaliation. This form may be used for a complaint by an Exccutive

Branch cmploycc.

Once you have submitted the complaint form, you will be contacted by an investigator from the Division of Human
Resources Site Opcerations/Business Pariner Center of Expertisc (COE). If you do not wish to completc the
Complaint Form, or nced assistance in doing so, plcase contact your agency's Human Resources Business Partner
or Diversity Officer who can fill out the form on your behalf. Alternatively, you can call the Sitc

Operations/Busincss Partner COE at 401-574-8381 to make a report by phonc.

Section 1 = Complainant Information
Arc you an employcc of the State of Rhode Island? * Dch No

Complainant Contact Info

First Namc Last Name
Title Agency
Work Location Work Phonc

Manager/Supervisor

Home Address Home Phonc

Email Address

How do you prefer to be contacted? DEmail DPhonc

Section 2 — Person Completing Form
Samc as Scction |

Arc you an employce of the State of Rhode Island? * DYGSDNO

First Namc Last Name

Phonc Email

Section 3 — Complaint Filed Against Information

First Namc Last Name
Title Ageney
Work Location

# - Required Field
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Document: HRF 01
State of Rhode Island Datc of Issue:  02/16/21
Division of Iluman Resources Revision No:
P Site Opemtlomg,liim?:;le?g:zl?"g;fer of Expertise HR Ex ?c Dif:,

Section 4 = Complaint Information

Complaint is being made on the basis of* (Multiplc options can be selected).

B)iscrimination {multipic options can be sclected)

—h“RﬂccfEthnicity/Cular EIDiSﬂbility D’\gc enctics JPrcgnzmcy

S

ilitary Status clcran Status Rcligion cX National Origin
7 ry 7 g

DScxual QOricntation DGcndcr Identity l:kicndcr Expression

DScxu:al Harassmient DWorkplacc Violence ctaliation

Summary of Complaint - Pleasc doscribe what happened to you, indicating the date or dates when it occurred,
names of persons involved, and what harm, if any was causcd to you as a result. Please continue on separate
sheet of paper, if necessary.

Datc of First Incident Date of Last or Most Recent Incident
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Document: HRF 01
Date of Issue:  02/16/21

State of Rhode Island
Division of Human Resonrces Revision No:
Site Operations/Business Partner Center of Expertise HR Exec Dir-
COMPLAINT REQUEST o
Section 6 — Attachments
Please provide any supporting documents.
Complainant Signature Date
83
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RETALJATION 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) of 1990 or
Rhode Island Fair Employment Practices Act or any rules and regulations issued pursuant to
either, shall be subject to disciplinary action. Said action may include suspension from
employment or dismissal where the discrimination is found to be willful or repeated.
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EXIT INTERVIEW SIGN-FORM

#

EXIT INTERVIEW SIGN-OFF FORM

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY (ODEQ)
STATE EQUAL OPPORTUNITY OFFICE
One Capitol Hall
Providence, R1 02908-5865
eono.comphance@doari.gov

Rhode Island Department of:

-----------------------------------

b

NAME OF EMPLOYEE (Please print or type)

The Office of Diversity, Equity and Opportunity in collaboration with the Division of Human
Resources has established this exit interview process in order to assess the overall employee
experience while working for the state, to assure that terminating employees are not leaving
because of discriminatory circumstances, and to identify opportunities to improve retention
and engagement.

I hereby acknowledge that I have received the Confidential Exit Survey from the Thvision of
Human Resources and that the completed Confidential Exit Survey must be forwarded to the
State Equal Opportunity Office. I also understand that a copy of this completed sign-off form
(not the Confidential Exit Survey) will be placed in my personnel file.

SIGNATURE OF EMPLOYEE DATE EMPLOYEE SIGNED

e 2k 5k e 2k ok e ke 2 5 90 O 0 1K 2K b Ee 7 ok 26 80K RO K R OloR Ok B

DATE EXIT INTERVIEW WAS SIGNATURE OF HUMAN RESOURCES
GIVEN TO EMPLOYEE REPRESENTATIVE
INSTRUCTIONS: :

The Human Resources Representative must distribute a copy of the Confidential Exit
Survey along with any necessary documents to the terminating employee. The Human
Resources Representative must place a copy of the Exit Interview Sign-Off Form in the
employee’s personnel file and forward a second copy of the Exit Interview Sign-Off Form
to the ODEOQ/State Equal Opportunity Office, via inter-office mail or electronically at

eoo.compliance@doa ri gov. immediately upon completion.
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N

Rhode Island State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY

S —

As a terminating employee, you have the option of an exit interview with the ODEO/State
Equal Opportunity Office to discuss any information related to harassment and/or
discrimination, and you also have the option of an exit interview with a Human Resources
Representative to share any information regarding your work experience. To schedule an in-
person interview please e-mail epo.compliance@doa r1.gov for ODEO/State Equal
Opportunity Office or the Division of Human Resources directly at 401-222-2160 or by e-mail
at doa hrcontact@hr.fi.gov.

All information obtained from this survey will be handled in a confidential manner and, to the
extent possible, will not be divulged to supervisors, co-workers, or anyone inside or outside the
agency. Please note however, if there is a claim of discrimination, sexual harassment, or criminal
behavior, etc., then we are required to take action and information may need to be confidentially
divulged, but will not compromise the departing employee. The information will be used as a tool
for change and improvements and will not be made part of your personnel record and will not be
nsed to respond to reference checks by future employers. We ask that you be as honest and fair as
possible. Thank you for your contribution to the improvement of the State of Rhode sland.

NAME |- IOBTITLE; -
ADDRESS - || oEPT./AGENCY |
Lo o DIVISION/UNIT |
TELEPHON 2 || DATEHIRED @ -
E-MAIL DATE DEPARTED .-

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

Race/Ethnic Categories

White American Indian or Alaska Native Hispanic
Black Native Hawaiian or Pacific Islandec Two or More Races
Asian —_—
Gender Categories QOther Protected Claszes
Female Disabled
Male Veteran
Age: 40 & over
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© CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

1. What is your malin reason for leaving?

2. What did you like best about your job?

3, What did you dislike about your job?

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

Yes _____ No

Please explain; _

5. Do you feel career opportunities were adequately afforded to you?

Yes _No

Pleaseexplain; _____

6. Did you feel free to go to your supervisor about your joh?

Yes __ _ No

Please explain; _____

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

Please explain;

8. Did you receive fair treatment while employed?
Yes _____ No_

Please explain: __

9. Do you feel you were discriminated against?
Yes No __
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

10. Would you seek employment with the State of Rhode island at a future date?
Yes No

Please explain:

11, Would you recommend employment with the State of Rhode Island to your friends and family?
Yes No

Please explain:

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

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

14. Plesse complete the following statement: | feel my Department would benefit from changes, such
a5..

omments
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—

CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

—
Comments

Submission Instructions

plaase e-mall this form to eog.compliancef®doa.vi,gov with subject line: Exit Interview For (YOUR
AGENCY NAME), This Is a confidential e-mall and all correspondence will be treated with the upmost
core, If you are completing this form online, the form will be sent to our confidential e-mail upon
pressing submit,
You may also mail this form to
ODEO/State Equal Opportunity Office, One Capitol Hill, Providence, R102508
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AFFIRMATIVE ACTION FILE CARD

RIEDG-03/78
RHQDE ISLAND DEPARTMENT OF ADMINISTRATION {Revised July 2015)

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

* Ploase pote that this is a valuntary self-identification card and the information yau provide will pot be used as a basis for employment decisions >
7O BE COMPLETED BY APPLICANT OR EMPLOYEE ONEY
Applicant or I
Employee

I
Address [ J l I ' i, ll I I J

Number Street VCity State ‘ Zipr Code

NOTE: When selecting racizlfethnic category, you must select only one of the boxes numbered 1 through 7. I Fernale 1 | [ Mate 1 I

l 1 — Black or African American {Not Hispanic ar Latina} ] | l 2 — Hispanic or Latino a l I 3 — American Indian or Alaska Native {Not Hispanic ar tatino) g |

| 4~ asian (Not Hispanic or Latino} O l I 5— White {Hot Hispanic or Latino} 5] | [ 6— Native Hawsiian or Other Pacific Isiander {Not Hispanic or Latino} [] I

F—Two or More Races {Not Hispanic or Latino) ] I | Disablea [1 l I veteran [ I I Disabled Veteran L1 ' I Age: 40 & Over L] |

FOR PERSONNEL USE ONLY

Department Division

Appropriation Account No, Pay Grade Position No.,

Incumbent* (Use this selection for current employees who are requesting a change to their demographic designation)
Promotian Transfer, Hirad. List. No List Offered. Not Offerad.

R for Action

Interviewer/HR Staff. Date,

RACIAL/ETHNIC CATEGORIES
1 — Black or African American (Not Hispanic or Latino) — A person having origins in any of the biack racial groups of Africa.

2 — Hispanic or Latino — A person of Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or origin, regardless of
race.

3 — American Indian or Alaska Native (Not Hispanic or Latino) — A person having origins in any of the original peoples of North America and
South America {including Central America), and who maintains tribal affiliation or community attachment.

4 — Asian (Not Hispanic or Latino) — A person having origins in any of the original peoples of the Far East, Southeast Asian, or the Indian

subcontinent including for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and
Vietnam.

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

6 — Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino) — A person having origins in any of the original peoples of Hawaii, Guam,
Samoa, or other Pacific Islands.

7 —Two or More Races {Not Hispanic or Latino) — A person who primarily identifies with two or more of the above race categories.

DISABLED:

All persons with a physical or mental impairment that substantially limits one or more major life activities. Major life activities include, but are
not limited to, caring for oneself, performing manual tasks, seeing, hearing, eating, sleeping, walking, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating and working. A major life activity also includes the operation of a major
bodily function, including, but not limited to, functions of the immune system, normal cell growth, digestive, bowel, bladder, neurological,
brain, respiratory, circulatory, endocrine, and reproductive functions. A history of such disability, or the belief on the part of others thata
person has such a disability, whether it is so or not, also is recognized as a disability by the regulation.
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EQUAL OPPORTUNITY ADVISORY COMMITTEE (EOAC) STRUCTURE

Equal Opportunit
Advisory
Committee

Diversity Liasions

Council

Sub-committee Executive Order 13-05

Diversity Affinty

Group

The Equal Opportunity Advisory Committee (EOAC) is a committee designed to review the
agency’s policies and procedures for equal opportunity, monitor the ageney’s equal opportunity
goals, and advise the agency Director on ways to improve and enhance their equal opportunity
efforts.

The Diversity Liaisons, working in partnership with ODEO and his/her Human Resources
hiring managers and purchasing staff, will assist with developing, implementing and monitoring
diversity hiring goals and measuring and monitoring department Minority Business Enterprise
(MBE), Women-Owned Business Enterprises (WBE) and Disability Business Enterprises (DBE)
participation as related to department procurements and contracts.

The Diversity Advisory Council (DAC) is now a subcommittee of the EOAC. The DAC is a
committee designed to guide and support the department or agency leadership on developing
organizational changes and proactive strategies that will advance the goals of diversity and
inclusion in the workplace. The EOAC members can have the option to be members of the DAC.
DAC membership is open to all employees and it is encouraged to have members from all
Divisions and all roles as well as management levels.

Diversity Affinity Group (DAG) is a subcommittee of the Diversity Council and their main role
is to assist with recruitment by sharing job opportunities within their network and in a volunteer
basis assist in the hiring process as members on interview panels,
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EQUAL OPPORTUNITY ADVISORY COMMITTEE GUIDELINES*

MISSON:

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

1. ESTABLISHING THE COMMITTEE:

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

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

QmEoOw>

FUNCTIONS (ROLE):

A, Advise - not perform

B.  Develop short-term objectives

C. Identify areas of possible discrimination

D.  Assist the dasignee of the agency head with preparing the affinmative action plan
E.  Monitor the progress of the action goals and programs, if necessary, make
recommendations to improve

Review monthly progress reports

Issue a progress report to agency head quarterly

o

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

5, SECRETARY (DUTIES)
A. Preside over meeting in absence of chaitperson
B.  Record minutes of the meeting
C.  Prepare minutes for distribution,
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6. AGENCY HEAD:
Should make a commitment that all recommendations will be reviewed and acknowledged

7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:

. Newsletter

2. Pay envelopes

3. Employee handbooks

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

Jonetr

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

For additional guidance and/or technical assistance, contact:

Juana L. De Los Santos

Administrator,

State Equal Opportunity Office

Office of Diversity, Equity and Opportunity
Department of Administration

One Capitol Hill

Providence, R102908

TEL # (401) 222-3090

Rhode Island Relay: 711

Email: juana.delossantosi@doari.gov

* Each agency is required to have an Equal Opportunity Advisory Cotmmittee
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DIVERSITY ADVISORY COUNCIL GUIDELINES

MISSON;

To guide and support a state department or agency director on developing ofganizational

changes and strategies that will advance the goals of diversity and inclusion in the

workplace, as well as to assist in the implementation of approved strategies and changes.

1. ESTABLISHING THE COMMITTEE:

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

B.

C.

Agency head appoints the council from a list of volunteers.
Diversity Liaison(s) will serve as ex-officio council member
Y olunteeré should include staff from:

1. Eachdivision of agency

2. Various job levels

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

2. STRUCTURE:

InBC vl el

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

Minutes

3. FUNCTIONS (ROLE):

o0 ® R

Advise - ot perform

Leverage diversity to improve employee and organizational performance
Link diversity strategy with the department’s/agency’s business strategy
Develop metrics to measure progress :

Develop short- and long-term plans for advancing the goals of diversity and
inclusion
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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 commitment to support the work of the council and ensure that all

recommendations will be reviewed and acknowledged.

For additional guidance and/or technical assistance, contact:

§abina Matos, Chief Program Development
Department of Administration

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

Providence, R 02908-5865

TEL # (401) 222-5813

Rhode Island Relay: 711

Email: Sabina Matos@doa.rigov

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

Department of Administration
Division of Human Resources
One Capitol Hill

Providence, R102908

TEL # (401) 574-8381
HRInvestigations@hr.1i.gov

Department of Administration

Office of Diversity, Equity and Opportunity
State Equal Opportunity Office

One Capitol Hill

Providence, R102908

TEL # (401) 222-3090

FAX # (401) 222-2490
Eoo.compliance@doa.ti.gov

RI Commission for Human Rights
180 Westminster St. Ste. 3
Providence, R102903-1918

TEL # (401) 222-2661/ Voice

TDD # (401) 222-2664

FAX # (401) 222-2616

U.S. Equal Employment Opportunity Commission

1801 L Street NW

Washington, D.C. 20507

TEL # (202) 663-4900/ Voice

TDD # (800) 800-3302

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

Department of Justice

Office of the Americans with Disabilities Act
Civil Rights Division

P.0. Box 66118

Washington, D.C. 20035-6118

TEL # (202) 514-0301/ Voice

TDD # (202) 514-0381

#(202) 514-6193 (Electronic Bulletin Board)
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RIEDQ-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION {Revised July 2019}

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

* Please note that this is a voluntary self-identification card and the information you provide will not be used as a basis for employment decisions ™
70 BE COMPLETED BY APPLICANT OR EMPLOYEE ONLY

Applicant or I ) T i o i ) ) ”
Employee . . — o - e I
Address r . I [ J r e - J | J I J
Number Street City State Zip Code
NOTE: When selecting racial/ethnic category, you must select only one of the boxes numbered 1 through 7. l Ferﬁ;le E[ l I MVE|e D ‘ l

l_:!-— Asian {Not Hispanic or Latino) ] I | 5— White {Not Hispanic ar Latina) O l | - Native Hawalian or Other Pacific Islander {Not Hispanic or Latino a |

I 7 —Two or More Races (Nat Hispanic or Latino) a I Fisabléd D‘ | l veteran LJ I I Disabled Veteran L1 ' l Aga: 40 & Over O I
FOR PERSONNEL USE ONLY

Department, Division,

IAppropriation Account No.. Pay Grade Position No.

Incumbent™, (Use this selection for current employees who are requesting a change to their demographic designation)

Promotion Transfer Hired, List. No List, Offered, Not Oifered, Refused.

Reason for Action

Interviewer/HR Staff, Date,

RACIAL/ETHNIC CATEGORIES
1 —Black or African American {Not Hispanic or Latino) — A person having origins in any of the black racial groups of Africa.

2 — Hispanic or Latino — A person of Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or origin, regardless of
race.

3 — American Indian or Alaska Native (Not Hispanic or Latino) — A person having origins in any of the original peoples of North America and
South America {including Central America), and who maintains tribal affiliation or community attachment.

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

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

6 — Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino) — A person having origins in any of the original peoples of Hawaii, Guam,
Samoa, or other Pacific Islands.

7 —Two or More Races (Not Hispanic or Latino} — A person who primarily identifies with two or more of the above race categories.

DISABLED:

All persons with a physical or mental impairment that substantially limits one or more major life activities. Major life activities include, but are
not limited to, caring for oneself, performing manual tasks, seeing, hearing, eating, sleeping, walking, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating and working. A major life activity also includes the operation of a major
bodily function, including, but not limited to, functions of the immune system, normal cell growth, digestive, bowel, bladder, neurological,
brain, respiratory, circulatory, endocrine, and reproductive functions. A history of such disability, or the belief on the part of others that a
person has such a disability, whether it is so or not, also is recognized as a disability by the regulation.
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ADDENDUM
DIVERSITY PLAN TO IMPROVE MINORITY HIRING AND WORKPLACE INCLUSION

A. BHDDH is committed to fostering an organizational culture that promotes equity, diversity,
fairness, and inclusion. Throughout this document inclusion is identified as developing and
implementing a workforce and workplace that has representation of women, minorities,
persons with disabilities, and veterans.

BHDDH cannot meet this mission without the rigorous pursuit of equity. BHDDH envisions
the elimination of inequities within the systems of care it administers and the improvement
outcomes for all groups receiving services in its system of care. BHDDH emphasizes that
this work is supported in no small part by the broad representation in both BHDDH’s staffing
and in the staffing of the organizations who provide BHDDH services.

According to the Job Group Analysis Summary on page 40:

13% of Officials, Managers/Administrators positions were held by minorities (combined
male/female) compared to 22 % White (NHL*) males and 65% White (NHL*) females
totaling 87% (combined male/female). Compared to the prior year, there was a 1% decrease
in the minority and White (NHL*) categories.

24% of Professional positions were held by minorities (combined male/female) compared to
12% White (NHL*) males and 64% White (NHL*) females totaling 76% (combined
male/female). Compared to the prior year, there was no increase in the minority and White
(NHL*) categories (combined male/female).

50% of Paraprofessional positions were held by minorities (combined male/female)
compared to 12% White (NHL*) males and 38% White (NHL*) females totaling 50%
(combined male/female). Compared to the prior year, there was a 2% decrease in the
minority (to 48%) and 2% increase in the White (NHL*) categories (to 52%) (combined
male/female).

BHDDH total minorities representation across all EEO job categories is comprised of
approximately 33% compared to 68% White (NHL*) (combined male/female). Compared to
the prior year, there was a 1% increase in the minority and no increase in the White (N HL*)
categories (combined male/female).

The department will continue to work diligently to reduce underrepresentation and to ensure
there are equal opportunity employment opportunities to all applicants.

B. Behavioral Healthcare, Developmental Disabilities & Hospitals (BHDDH) will embrace and
implement a diversity plan to create a workplace culture and climate that values diversity and
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inclusion, and ensures quality customer/client services to the people of Rhode Island by
focusing on two core areas:

1. Recruiting, hiring, and promoting people within BHDDH who reflect Rhode Island’s
diversity. BHDDH will:

a. Create an inclusive, welcoming environment for all as an employer and as a
service provider, administrator, and regulator—particularly for people who are
members of a protected class.

b. Develop strategies to ensure members of a protected class have access to career
advancement opportunities within BHDDH.

¢. Provide a meaningful process for staff of a protected class to voice concerns and
comments related to diversity and inclusion without fear of retribution or
ostracization.

d. Data: Use data facilitated by DOA/HR and ODEO to ensure BHDDH continues to
improve equity within the department.

2. Encouraging providers to recruit, hire, and promote people who reflect the expansive
diversity of Rhode Island’s communities. BHDDH will:

a. With providers, develop strategies to recruit/hire and ensure members of a
protected class have access to career advancement opportunities within the
BHDDH system of care.

C. BHDDH’s plan is to ensure that new and existing employees within the workforce take part
in an orientation training program on topics such as diversity, discrimination, and sexual
harassment, as well as similar topics related to diversity, equity, and inclusion. BHDDH will:

a. Continue to partner with the Division of Human Resources, Office of Training &
Development for the training and development of staff via the Learning Management
System (LMS) internet-based training modules.

b. Continue to conduct internal trainings periodically covering topics including
diversity, equal opportunity and harassment.

c. Continue to partner with the Office of Diversity, Equity and Opportunity (ODEO) or
others to ensure that new and existing employees within the BHDDH workforce take
part in an orientation training program on topics such as diversity, discrimination, and

sexual harassment, as well as similar topics related to diversity, equity, and inclusion.

d. Learn and share best practices/resources from sister agencies to advance equity goals.
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