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I. AGENCY ORGANIZATION AND STRUCTURE

The Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
(BHDDH) touches the lives of more than 50,000 Rhode Islanders living with
psychiatric disorders, substance use conditions, vulnerable populations (homeless
or housing insecure), intellectual and/or developmental disabilities, or those who
need care in the state hospitals: Eleanor Slater Hospital and the Rhode Island State
Psychiatric Hospital. The Department works to ensure that all Rhode Islanders can
enjoy the best possible health and well-being, with full access to the benefits of
community living.

BHDDH has four major operational units:

o Behavioral Healthcare (encompassing psychiatric disorders, substance use
conditions, vulnerable populations)

e Developmental Disabilities

o Hospitals: Eleanor Slater Hospital and the Rhode Island State Psychiatric
Hospital

e Interdepartmental Services oversees units including but not limited to
Quality Management (Quality Improvement, Quality Assurance, and
Licensing).

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. This integrated healthcare landscape will allow all
Rhode Islanders to thrive. The Department works to be the leader in the
development of policy and research-based standards. These industry-leading
services, in collaboration with our clients, families, and community partners allows
BHDDH to exceed care delivery expectations, while being a consummate advocate
for the populations we serve.

BHDDH remains true to our core values 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.
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II. PLAN ADMINISTRATION
A. POLICY ON SEXUAL HARASSMENT

S STATE OF RHODE ISL4ND AND PROVIDENCE PLANTATIONS
ﬁ-_ DEPARTMENT OF ADMINISTRATION
s Enterprise Policy

Human Resources 2018

S 1H Policy Kyle Adamonis
exual Harassment Policy 401-222-5664
04-02-18 Kyle Adamonis@hr.ri.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 also required to familiarize themselves
with agency-specific sexual harassment policies.

2. Introduction

The State of Rhode Island promotes a workplace that is free of sexual harassment. Sexual
harassment of employees occurring inthe workplace or in other seftings related to their employment
is unlawful and will not be tolerated. Any retaliation against an individual who has complained
about sexual harassment or retaliation against individuals for cooperating with aninvestigation ofa
sexual harassment complaint is similarly unlawful and willnot betolerated. 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 promptly
respond to complaints of sexual harassment. Where it is determined that such inappropriate conduct
has occurred, action shall be taken to prevent further offending conduct and impose timely
corrective action as is necessary, uptoand including disciplinary action where appropriate.

Please note that while this policy sets forth goals of promoting 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

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

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

(2) Submission to or rejection of the conduct or advances or requests by an individual is used as the
basis for employment decisions affecting the individual; or
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(3) The conduct or advances or requests have the purpose or effect of unreasonably interfering with an
individual's work performance or creating an intimidating, hostile, or offensive working environment.
(R.1 Gen. Laws Section 28-51-1 and Title VII, Civil Rights Act of 1964).

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

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

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

+ unwelcome sexual advances, whether they involve physical touching 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;

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

+  inquiries into one's sexual experiences; and

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

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

All employees should take special note that, as stated above, retaliation against an individual who
has complained about sexual harassment, or retaliation against individuals for cooperating with an
investigation of a sexual harassment complaint is unlawful and will not be tolerated by the State of
Rhode Island. Retaliation includes threats, intimidation, reprisals, and/or adverse employment
actions against 1) a person in response to a complaint that employee has made about discrimination
or harassment; 2) 2 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 sexuval nature or
incidents of sexual harassment must immediately report such behavior or incidents to the Division
of Human Resources. The supervisor is required to report the behavior or incident regardless of
whether a complaint is made or the conduct appears to be unwelcome, and even if the person
providing information requests that no action be taken.

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
fisted on the attached Agency Liaison Contact List and posted on the State of Rhode Island Division
of Human Resources website at www.hr.ri. gov.

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
maintain confidentiality to the extent practicable under the circumstances. The investigation will include
a private interview with the person filing the complaint and with witnesses. Human Resources will also
interview the person alleged to have committed sexual harassment.

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

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

7. Additional Remedy

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

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

If ODEO makes a determination that there is probable cause of discrimination, it will try to
conciliate the complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If, after a hearing, the Hearing Officer determines that sexual haragsment occurred,
the ODEO will present its findings and recommend corrective action. (Please note that if a
Page 3of 5
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complainant files a charge with either or both agencies specified in Section 8 below, the ODEO
will defer to the Rhode Island Commission for Human Rights (RICHR) or Equal Employment

Opportunity Commission (EEOC) for investigation and/or resolution of the complaint).

8. State and Federal Remedies

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

these agencies.

The United States Equal Employment Opportunity Commission (EEOC)

WWW.E€0c.gov

John F. Kennedy Federal Building

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

TTY: 1-800-669-6820

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

180 Westminster Street, 3d Floor

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 inappropriate conduct, the state agency will take
action as is appropriate under the circumstances. Such action may range from counseling and

training to disciplinary actions, including termination from employment.
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.

_E“ Department of Administration - Enterprise Policy
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Rhode Island General Laws:

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

11. Signatures

“%k&éb_wm. A®
Division Director Date

M %’Z' 727/ =

Director of Administration Date
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B. STATEMENT OF POLICY ON EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
Statement of Policy on Equal Opportunity and Affirmative Action

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

The Department of Behavioral Healthcare, Developmental Disabilities & Hospitals supports
affirmative action and equal opportunity. The Department of Behavioral Healthcare,
Developmental Disabilities & 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 against such requests based on 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.
Any form of harassment is unlawful, lowers the morale and efficiency of the employees, and will
not be tolerated.

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, but is not limited to, unwanted verbal or physical conduct of a
sexual nature as well as sexual advances or requests for sexual favors.

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

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

The Department is committed to identifying and eliminating past and present effects of

discrimination in employment. To achieve this goal, we will identify those classes of individuals
which are underrepresented in our workforce, set goals and timetables for increasing our
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employment of those underrepresented groups, and implement an Affirmative Action Plan of
outreach, recruitment, training, and other similarly designed programs.

The Human Resources Administrator is responsible for ensuring that the program is coordinated
within the Department of Department of Behavioral Healthcare, Developmental Disabilities &
Hospitals.

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

2

Richard Charest, Director
Department of BHDDH

3/30/23

Date:
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C. APPOINTMENT OF EQUAL OPPORTUNITY ADVISORY COMMITTEE (EOAC)

Mission: To make recommendations 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
its first meeting in August 2019. With the pandemic and staff departures, the
committee was re-constituted and resumed quarterly meetings in May 2021.

The members of the committee are:

Name Tittle Race Gender

Ruth Feder Interdepartmental Project White Female
Manager

Jacqueline Reilly Programing Services Officer | Black/African Female

American

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

Gary Amitrano Human Services Program White Male
Planner

Diogenes Capellan | Interdepartmental Project Hispanic or Latino Male
Manager

Demetria Nettles Supervising Clinical Black/African Female
Laboratory Scientist American

Debra Martinelli Nurse Manager White Female

Susan Costa Administrator Fiscal White Female

Mary Dupuis Administrator Fiscal White Female

Corinna Roy Associate Director White Female

Marlene Cortez Administrator, Financial Hispanic or Latino Female

Matias Management

Diane Costa Physician Extender White Female

Mackenzie Daly Chief Health Program White Female
Evaluator

Corissa Steward Principal Health Facility White Female
Surveyor
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Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
Equal Opportunity Advisory Committee (EOAC) Meeting Notes
Wednesday, August 315, 2022
2pm-3pm

MINUTES

Meeting Date and Time: Wednesday, August 31%, 2022, at 2:00 pm

Location of Meeting: Teams

Co-Chairs: Sergio Lopez-Ruiz and Ruth Feder

Members Present: Ruth Feder, Jacqueline Reilly (Equity Council Liaison), Sergio Lopez-Ruiz,
Diogenes Capellan, Corissa Steward, Diane Costa, Marlene CortezMatias

Members Absent: Mackenzie Daly, Tracey Cunningham-Martins, Robin Dolan, Demetria
Flowers, Kim Reynolds, Susan Costa, Stanley Urey, Corinna Roy, Mary Dupuis, Dimetra
Nettles, Debbie Martinelli, Gary Amitrano. '

Ex-Officio Member Present: Diogenes Capellan, Diversity Liaison
Call to Order: Co-chair, Ruth Feder, called the meeting to order at 2:03 pm
Welcome: Sergio Lopez-Ruiz welcomed all attendees.

Recording of Meeting: The meeting was recorded. No members objected to the recording of the

meeting---all approved.

Approval of the Minutes of May 25, 2022, Meeting:

Motion: By Sergio Lopez-Ruiz to approve the minutes.
Second.: Jacqueline Reilly ‘

In favor: All present

Opposed: None

Abstain: N/A
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Spoke about organizing a cultural event at BHDDH. The committee discussed various options.
Touched on Interview panels and speaking to the union president Stanley about their process.
Spoke about initiatives from ODEO.

Next EOAC meeting: Next meeting will take place via Teams on September 28M at 2:00 pm
Spoke about

Adjournment: The meeting was adjourned at 3:01 pm.

Minutes submitted by: Sergio Lopez-Ruiz

Page 15 of 136



fdwww%%‘

&

QHDD% STATE OF RHODE ISLAND
At Disp v

Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
Equal Opportunity Advisory Committee (EOAC) Meeting Notes
Wednesday, October 26, 2022
2pm-3pm

MINUTES

Meeting Date and Time: Wednesday, October 26, 2022, at 2:00 pm

Location of Meeting: Teams

Co-Chairs: Sergio Lopez-Ruiz and Ruth Feder

Members Present: Ruth Feder, Jacqueline Reilly (Equity Council Liaison), Sergio Lopez-Ruiz,
Diogenes Capellan, Corissa Steward, Diane Costa, Kilah Walters-Clinton (OHHS), Bearee
Henglatsamy (DOA), Mary Dupuis.

Members Absent: Mackenzie Daly, Tracey Cunningham-Martins, Robin Dolan, Demetria
Flowers, Kim Reynolds, Susan Costa, Stanley Urey, Corinna Roy, Mary Dupuis, Dimetra
Nettles, Debbie Martinelli, Gary Amitrano, Marlene CortezMatias

Ex-Officio Member Present: Diogenes Capellan, Diversity Liaison

Call to Order: Co-chair, Ruth Feder, called the meeting to order at 2:03 pm
Welcome: Sergio Lopez-Ruiz welcomed all attendees.

Recording of Meeting: The meeting was recorded. No members objected to the recording of the
meeting---all approved.

Approval of the Minutes of August 31%, 2022, Meeting:

Motion: By Sergio Lopez-Ruiz to approve the minutes.
Second: Jacqueline Reilly

In favor: All present

Opposed: None

Abstain: N/A
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Bearee Henglatsamy from DOA presented different statistics regarding employee minority counts.
Spoke about DEDI’s goals for the future and ways to improve inclusion and equal opportunity.

Next EOAC meeting: Next meeting will take place via Teams on November 30" at 2:00 pm

Adjournment: The meeting was adjourned at 3:01 pm.

Minutes submitted by: Sergio Lopez-Ruiz
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Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
Equal Opportunity Advisory Committee (EOAC) Meeting Notes
Wednesday January 25%, 2023
2pm-3pm

STATE OF RHODE ISLAND

MINUTES
Meeting Date and Time: Wednesday, January 25™ 2023, at 2:00 pm

Location of Meeting: Teams

Co-Chairs: Sergio Lopez-Ruiz and Ruth Feder

Members Present: Ruth Feder, Jacqueline Reilly (Equity Council Liaison), Sergio Lopez-Ruiz,
Mary Dupuis, Marlene CortezMatias, Diane Costa, Tomas Avila (DEDI)

Members Absent: Gary Amitrano, Mackenzie Daly, Debbie Martinelli, Demetria Flowers,
Stanley Urey, Susan StAmand, Susan Costa, Corinna Roy, Corissa Steward, Dimetra Nettles,
Robin Dolan, Kim Reynolds

Ex-Officio Member Present: Diogenes Capellan, Diversity Liaison

Call to Order: Co-chair, Ruth Feder, called the meeting to order at 2:02 pm
Welcome: Sergio Lopez-Ruiz welcomed the members to a new EOAC meeting.

Recording of Minutes: Sergio Lopez-Ruiz reminded everyone of recording the meeting to assist

with writing minutes. No members objected to recording each meeting---all approved.

Topics Discussed: Tomas Avila spoke about the Affirmative Action Plan and gave updates

regarding the upcoming deadline.

The newsletter was shared with members that were present at the meeting. The newsletter will be
done every other month starting in March 2023.

Next EOAC meeting: Next meeting will take place via Teams on February 22" 2023, at 2 pm.

Adjournment: The meeting was adjourned at 2:30 pm by Sergio Lopez-Ruiz.
Minutes submitted by: Sergio Lopez-Ruiz
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Department of Behavioral Healthcare, Developmental Disabilities & Hospitals
Equal Opportunity Advisory Committee (EOAC) Meeting Notes
Wednesday February 22, 2023
2pm-3pm

MINUTES

Meeting Date and Time: Wednesday, February 22m 2023, at 2:00 pm

Location of Meeting: Teams

Co-Chairs: Sergio Lopez-Ruiz and Ruth Feder

Members Present: Ruth Feder, Jacqueline Reilly (Equity Council Liaison), Sergio Lopez-Ruiz,
Mary Dupuis, Dimetra Nettles

Members Absent: Gary Amitrano, Mackenzie Daly, Debbie Martinelli, Susan StAmand, Susan
Costa, Corinna Roy, Corissa Steward, Dimetra Nettles, Robin Dolan, Kim Reynolds, Diane
Costa, Marlene CortezMatias.

Ex-Officio Member Present: Diogenes Capellan, Diversity Liaison

Call to Order: Co-chair, Ruth Feder, called the meeting to order at 2:02 pm

Welcome: Sergio Lopez-Ruiz welcomed the members to a new EOAC meeting.

Recording of Minutes: No recording of the meeting was done.

Topics Discussed:

o The committee spoke about the hiring practices of the agency.

e Members shared their experiences with the hiring process.

e The need to create the DAG and the difficulties to get support and buy-in from the Agency.

e Diogenes Capellan spoke about the upcoming Affirmative Action Plan (AAP) deadline and
asked for support from different members to help complete the AAP.

Next EOAC meeting: Next meeting will take place via Teams on March 29, 2023, at 2 pm.
Adjournment: The meeting was adjourned at 3 pm by Sergio Lopez-Ruiz.

Minutes submitted by: Sergio Lopez-Ruiz
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D. 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.

Division/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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E. 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
liaison 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 Division of Equity, Diversity & Inclusion
(DEDI) at the RI Department of Administration 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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F. 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 or verbally. It 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 the
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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G. 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 Division of Equity, Diversity & Inclusion (DEDI) at the RI
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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H. POLICY STATEMENTS

Key policy statements associated with this Affirmative Action Plan are provided next.

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.ri.gov, and access
the Complaint Form at www.hr.ri.gov.

/\?/ ' 3 /2 /23

Richard Charest, Director Date
Department of BHDDH

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 Department of Behavioral Healthcare, Developmental Disabilities and 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 discriminated against, they may contact the Office of Personnel
Administration/State Equal Opportunity Office, One Capitol Hill, Providence, Rhode Island 02908-
5865. The telephone number is 401-222-3090 or eeo.compliance@doa.ri.gov.

(t/ 3)39)2z3

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 Federal Executive Orders 11246
11375, and 11625. 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.

W ‘ 3/3 /)23

Richard Charest, Director ' Date:
Department of BHDDH
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POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES AND 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 and veterans in accordance with the Americans with Disabilities Act
of 1990, RI General Law 28-5.1, Executive Order 92-2 and the Vietnam Era Veterans
Readjustment 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 qualified veterans to
participate fully in all employment opportunities. This policy applies to all decisions about
recruitment, hiring, compensation, benefits, transfers, promotions, layoffs, and other conditions
of employment.

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

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

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

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. 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.

({’7/‘ 3/39/23

Richard Charest, Director Date:
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.

/&7/ \ 3/ 33 /23

Richard Charest‘,' Director Date:
Department of BHDDH
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

In our efforts to comply with federal and state law, regulations and executive orders on
discrimination based on sexual orientation, gender identity and/or expression, the department will
comply with the following procedures and practices:

L.

Candidates will be recruited for all jobs regardless of sexual orientation, gender identity,
and/or expression.

Advertisements will not express a preference for applicants of any gender, binary or non-
binary, when placed for recruitment of personnel.

Written personnel policies indicate that there will be no discrimination on the basis of sexual
orientation, gender identity, and/or expression.

No distinction based on sexual orientation, gender identity and/or expression, will be
made in employment opportunities, wages, hours of work employee benefits, or any
other condition of employment.

. Appropriate safe and equal access to physical facilities will be provided that respect gender

identity and expression, whether binary or non-binary. Lack of facilities will not be used to
reject applicants based on their sexual orientation, gender identity, and/or expression,

The law forbids, and it is the policy of this department that no one will be discriminated
against based on sexual orientation, gender identity and/or expression in any aspect of
employment including, but not limited to, hiring, firing, layoffs, financial compensation, job
assignments, promotions, fringe benefits, vacation scheduling, flextime, compensatory time,
telework privilege, and any other term or condition of employment, including:

a. Pregnancy leaves of absence are granted on an individual basis, pursuant to 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 Family Medical Leave Act (FMLA) provisions.

b. Seniority lists or lines of progression shall not be based on sexual orientation, gender
identity, and/or expression, nor shall sexual orientation, gender identity, and/or expression
be considered in any way in the decision-making process.

c. Salaries and wage schedules shall not be based on sexual orientation, gender identity,
and/or expression.

d. As openings occur, the department will affirmatively recruit individuals of under-
represented classes and will attempt to fill those positions to minimize under-
representation within the agency.

. Under-represented employees, as indicated by data provided by the Division of

Equity, Diversity, and Inclusion (DEDI), will have equal opportunity to participate in
training programs sponsored by the department. Special efforts will be made to
include under-represented individuals in management training programs.
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7. 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, verbal and non-verbal actions or threats, and/or other verbal or
physical conduct of a sexual nature, will not be tolerated. Violations of this policy will be
handled in accordance with the department’s disciplinary procedures, the state’s Sexual
Harassment Policy, the state’s Violence in the Workplace Policy and all federally mandated

guidelines.

Af 3/ 30/e>

Richard Charést, Director Date:
Department of BHDDH
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RETALIATION OR COERCION STATEMENT

An employee or agent of State Government who shall discriminate against an individual through
the use of retaliation, coercion, intimidation, threats or other such action because such individual
has filed a complaint, testified or participated in any way in any investigation proceeding or
hearing regarding discrimination in employment or public service or because such individual has
opposed any act made unlawful under the Americans with Disabilities Act (ADA) 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.

/V‘ 3/ 30)23

Richard Charest, Director Date:
Department of BHDDH
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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 or verbally. It 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 the
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.

‘/\N‘/’ 3/ 30/23

Richard Charest, Director Date:
Department of BHDDH
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IV. IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS

A. 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 current 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 DEDI. As of 6/30/22, the Department employed
1035. See below for details

All minorities for the department comprise 34% (or 354 FTEs as of 6/30/22) of the overall
departmental workforce which is above minority goals of 31.4% for the agency.

Females for the department comprise 70% (or 722 FTEs as of 6/30/22) of the overall
departmental workforce which is significantly higher than the female minority goal of 51.0% for
the agency.

Officials/Managers/Administrators: 101 total, 2 American Indian or Alaskan Native females, 1
Asian female, 4 Black females, 1 Hispanic/Latino female, 67 White females, 1 black male, 25
white males.

Professionals: 331 total, 2 American Indian or Alaskan Native females, 15 Asian females, 38
Black females, 15 Hispanic/Latino females, 4 Two or more race females, 195 White females, 3
Asian males, 11 black males, 3 Hispanic/Latino males, 45 white males.

Faculty: There are no BHDDH staff classified as faculty.
Technicians: 11 total, 2 Black females, 6 White females, 3 White males.
Protective Services: There are no BHDDH staff classified as protective services.

Paraprofessionals: 430 total, 1 American Indian or Alaskan Native female, 13 Asian females,
107 Black females, 23 Hispanic/Latino females, 2 Two or more race females, 153 White
females, 1 American Indian or Alaskan Native male, 65 Black males, 3 Two or more race males,
51 White males.
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Administrative Support: 26 total, 1 Hispanic/Latino female, 21 White females, 1
Hispanic/Latino male, 3 White males.

SKill Craft: 3 Total, 1 White female, 2 White males

Service Maintenance: 133 total, 1 American Indian or Alaskan Native female, 5 Black females,
4 Hispanic/Latino women, 38 White females, 1 Asian male, 4 Hispanic/Latino males, 1 Two or
more race male, 71 White males

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 official, administrator and professional categories will be pursued
as evidenced through the NEOGOV application process to enhance diversity balance in
leadership positions.
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B. EMPLOYMENT RECRUITMENT AND SELECTION PROCESS:

The 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 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
Administration (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 BHDDH Diversity Liaison
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 Services (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 of Staff

Chief Legal Counsel - EOHHS/BHDDH

Interdepartmental Project Manager — Diversity Liaison

Chief Executive Officer, Eleanor Slater Hospital (ESH)

Chief Operating Officer, Eleanor Slater Hospital (ESH)

Chief Executive Officer, The Rhode Island State Psychiatric Hospital (RISPH)

Associate Directors of Divisions including but not limited to, Developmental Disabilities,
Behavioral Healthcare, and Interdepartmental Services.

Department of Administration:
Division of Equity, Diversity and Inclusion (DEDI) — offers guidance and technical assistance
Human Resources Business Partners and 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
oceur regularly and covered topics include 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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C. EXIT INTERVIEWS

All employees have the option of an Exit Interview with the DEDI/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.

D. FLEX-TIME

The Department is governed by Rhode Island General Law Ch. 36-3.1 and collective bargaining
agreements. In addition, the department complies with the Department of Administration,
Division of Human Resources, HR Flexible Work Arrangements Policy 3-10-19.

E. POSTING OF POSITIONS

The Division of Human Resources is responsible for posting all positions for the agency on the
state NEOGOV-Apply RI website (https://www.governmentjobs.com/careers/thodeisland). 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 (EOAC) 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.

F. TRANSFER AND PROMOTION PRACTICES

The Department of Behavioral Healthcare, Developmental Disabilities and Hospitals” transfers
and promotion practices are governed by union contracts including, but not limited to, NAGE,
UNAP, Physicians Association, AFSCME Council 94, HUT/AFT, and RIASSE LOCAL 580.
For non-union employee transfers and promotions in the Department, positions are posted on
NeoGOV, candidates apply, and the interview process is conducted.
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G. 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 send its policies on Service Delivery and Contracts to
appropriate users and vendors. All job vacancy notices are posted in a timely fashion in NeoGov
for candidates to apply via Apply RI. The Division of Human Resources maintains all
employment applications in accordance with their policy. The Department will continue to
monitor these procedures to be sure that our commitment to Affirmative Action is understood
and complied with.

H. TERMINATIONS

Terminations normally include retirement, voluntary resignation, involuntary resignation (job
abandonment) and dismissals. Employees who are involuntary terminated are afforded due
process. 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 Resources, 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 Division of Equity, Diversity, and Inclusion (DEDI).

I. 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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V. 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 J anice.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.

M 3/'30/2)

Richard Chafest, Director Date
Department of BHDDH
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A. 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 Division of Equity, Diversity, and Inclusion (DEDI), State Equal Opportunity
Office at 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.

B. 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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C. REPORT ON LAST YEAR’S ACTIVITIES

According to the Applicant Flow Data Summary (Hires), during the fiscal year 2022 (7/1/21-
6/30/22), 29 employees were hired in the Officials/Administrator job category. However, none
of these employees were of American Indian or Alaskan Native (*NHL), Native Hawaiian or
Pacific Islander (*NHL), Asian (*NHL), Black or African American (*NHL), Hispanic or Latino
or Two/More Races (*NHL). While there was one (1) Veteran out of the 29 employees hired, it
was listed as unknown race/ethnicity.

In addition, 107 employees were hired in the Professionals job category. This job category
reflected more diversity in terms of new hires as 5 were Black or African American (*NHL)
males, 2 Hispanic or Latino males, 18 Black or African American (*NHL) females, 4 Hispanic
or Latino females, 4 Asian (*NHL) Females, 4 Two or More Races (*NHL) females, 2 Disabled,
and 2 Veterans. Out of 107 employees hired, 37 of them (or 35%) were of protected classes.

The Department’s Equal Opportunity Advisory Committee (EOAC) had guest speakers from the
Division of Human Resources (Human Resources Business Partners) for the members of the
committee to ask questions regarding how union rules interact with Equal Opportunity goals.
Additionally, the EOAC had guest speakers from the Division of Equity, Diversity & Inclusion
(DEDI) to provide information to the committee on initiatives and/or data. Several members of
the EOAC assisted with the review and updates of policies including but not limited to, the
Compliance with Sex Discrimination Guidelines to reflect gender neutral language and the
drafting of bylaws for the committee.

D. 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. Additionally, the Department will partner with DEDI for support particularly
with the outreach of community organizations to get to diverse populations for recruitment
purposes with the goal of providing equal employment opportunities to minority communities.
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VL. DETERMINING UNDERREPRESENTATION & GOAL

SETTING

During fiscal year 2022 (7/1/21-6/30/22), 281 employees were hired at BHDDH.

o BHDDH Hires by Job Categories:

Officials/Administrator: 29 (8 white males, 20 white females, and 1 unknown
Race/Ethnicity Veteran).

Professionals: 107 (5 Black or African American males, 12 white males, 2 Hispanic
or Latino Males, 18 Black or African American females, 4 Hispanic or Latino female,
4 Asian females and 58 white females, 4 Two or more race category).

Technicians: 1 (Black or African American female)

Para-professional: 100 (19 Black or Aftican American males, 2 Hispanic or Latino
males, 1 Asian male, 5 white males, 1 Two or more races, 28 Black or African
American females, 3 Hispanic or Latino females, 2 Asian Females, 38 White females
and 1 within the Two or more race category).

Administrative Support: 6 (1 White Male, 1 Black or African American female, 1
Hispanic or Latino female and 3 White Females)

Skilled Craft: 1 (White Female)

Service/Maintenance: 37 (1 Black or African American male, 3 Hispanic or Latino
males, 19 White males, and 1 Two or more race male, 1 Hispanic or Latino female,
11 White females, 1 unknown Race/Ethnicity.

o BHDDH Hires by Race/ethnic/gender group:

O OO0 0O 0O OO0 0O 0 0 O

Black or African American males*: 25
Hispanic or Latino males: 7

Asian Male*: 1

White males*: 45

Two or more race males*: 2

Black or African American females*: 48
Hispanic or Latino females: 9

Asian females*: 6

White females*: 131

Two or More race females*: 5
Unknown/Not Reported races: 2

* (NHL) Not Hispanic or Latino
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For this fiscal year 2023 (7/1/22-6/30/23) 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 applicants in underrepresented categories particularly in
Officials/Administrator and Professional jobs by at least 1%.

Goal #2 Strengthen minority recruiting activities

BHDDH will continue to partner with DOA/HR to post vacancies through Apply RI, social
media and/or professional networking platforms. Additionally, BHDDH will partner with DEDI
for protected class outreach assistance to diversify recruitment efforts.

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

BHDDH will send the Affirmative Action Plan to all staff once approved by the DEDI. 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 mandate training
sessions to current/new staff on diversity, discrimination, and harassment in the workplace
facilitated by the Division of Human Resources, Office of Learning and Development.
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VII. APPENDIX
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A. 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: Chauffeurs, Laundry and Dry-Cleaning Operatives,
Truck Drivers, Bus Drivers, Garage Laborer, Custodial Employees, Gardeners and
Groundskeepers, Refuse Collectors and Construction Laborers, Park Ranger Maintenance, Farm
Workers (except Managers), Craft Apprentices/ Trainees/Helpers and kindred workers.
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B. 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 Aftrica.

NATIVE HAWAITAN 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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C. LAWS GOVERNING EQUAL OPPORTUNITY

TITLE 28
Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

Include new legislation

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

§ 28-5.1-3 Affirmative action.

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

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

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

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

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

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

(c) Of the candidates considered for appointment by the governor and the general assembly, the

governor and the general assembly shall give due consideration to recommendations made by

representatives of Rhode Island's minority community-based organizations. The human

resources outreach and diversity office shall act as the liaison with state government and shall
forward the recommendations to appointing authorities.

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

() 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.
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§ 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. '

(¢) 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.

(¢) 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 members of that committee shall include the director of the
Rhode Island commission for human rights, the associate director of the office of diversity,
equity and opportunity, the equal opportunity administrator, the personnel administrator, one
member of the house of representatives appointed by the speaker, and one member of the senate
appointed by the president of the senate.

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

§ 28-5.1-7 State services and facilities.

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

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

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

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

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

(¢) 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.
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(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 secking 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.

§ 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
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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.
(a) As used in this section:

1) "Licensin: authorit " means an agency, examinin; board, or other office with the authori
to impose and evaluate licensing requirements on an; rofession.

(2) "License" means and includes the whole or part of any agency permit, certificate, approval,
or similar form of permission required by law, but it does not include a motor vehicle operator's
license as required in chapter 10 of title 31.

(b) 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 that 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 that 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 that may have a disparate effect on any protected class within the
population. The state equal opportunity office shall monitor the equal employment opportunity
activities and affirmative action plans of all such organizations.
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(¢) The state agencies, licensing boards, and commissions covered by this section shall include,
but not be limited to, those departments enumerated in § 42-6-1 and the state agencies, licensing
boards, and commissions under the jurisdiction of those departments.

(d) No person shall be disqualified to practice, pursue, or engage in any occupation, trade,
vocation, profession, or business for which an occupational license, permit, certificate, or
registration is required to be issued by the state or any of its agencies or any state licensing board
or commission, solely or in part, because of a prior conviction of a crime or crimes unless the
underlying crime or crimes substantially relate to the occupation to which the license applies.
Any other state law to the contrary will be superseded by this provision.

(e) No occupational license, permit, certificate, or registration issued by the state or any of its
agencies or any state licensing board or commission shall be suspended or revoked, solely or in
part, because of a prior conviction of a crime or crimes unless the underlying crime or crimes
substantially relate to the occupation to which the license applies. Any other state law to the
contrary will be superseded by this provision. .

(f) In determining if a conviction substantially relates to the occupation for which the license is
sought, the licensing authority shall consider:

(1) The state's legitimate interest in equal access to employment for individuals who have had
past contact with the criminal justice system; '

(2) The state's legitimate interest in protecting the property and the safety and welfare of specific
individuals or the general public; and

(3) The relationship of the crime or crimes to the ability, capacity, and fitness required to
perform the duties and discharge the responsibilities of the position of employment or
occupation.

(g) A person who has been convicted of a crime or crimes that substantially relate to the
occupation for which a license is sought shall not be disqualified from the occupation if the
person can show competent evidence of sufficient rehabilitation and present fitness to perform
the duties of the occupation for which the license is sought. The licensing authority shall
consider the time elapsed since the conviction when determining sufficient rehabilitation, as well
as any evidence presented by the applicant regarding:

(1) Completion of a period of at least two (2) years after release from imprisonment, or at least
two (2) years after the sentencing date for a probation sentence not accompanied by
incarceration, without subsequent conviction or pending criminal charge;

(2) The nature, seriousness, and relevance of the crime or crimes for which convicted;
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(3) All circumstances relative to the crime or crimes, including mitigating circumstances
surrounding the commission of the crime or crimes;

(4) The age of the person at the time the crime or crimes were committed;

(5) Claims that the criminal record information is in error or inadmissible under subsection (h) of
this section; and

(6) All other competent evidence of rehabilitation and present fitness presented, including, but
not limited to, letters of reference by persons who have been in contact with the applicant since
the applicant's release from any state or federal correctional institution.

(h) The following criminal records may not be used in connection with any application for a
license, permit, certificate, or registration:

(1) Juvenile adjudications;
(2) Records of arrest not followed by a valid conviction;
(3) Convictions that have been, pursuant to law, annulled or expunged,;

(4) Misdemeanor convictions for which no jail sentence can be imposed;

(5) A conviction that is not related to the occupation for which a license is being sought, as
determined by subsection (f) of this section.

(i) If a licensing authority intends to deny, suspend, or revoke an occupational license, permit, or
certificate solely or in part because of the individual's prior conviction of a crime, the licensing
authority shall notify the individual in writing of the following prior to the final decision:

(1) The specific conviction(s) that form the basis for the potential denial, suspension, or
revocation and the rationale for deeming the conviction substantially related to the occupation;

(2) A copy of the conviction history report, if any, on which the licensing authority relies;

(3) A statement that the applicant may provide evidence of mitigation or rehabilitation, as
described in subsection (g) of this section; and
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(4) Instructions on how to respond to the potential denial, suspension, or revocation.

(j) After receiving the notice of potential denial, suspension, or revocation, the individual shall
have thirty (30) business days to respond.

(k) If a licensing authority denies, suspends, or revokes an occupational license, permit, or
certificate solely or in part because of the applicant's substantially related conviction, the
licensing authority shall issue a final written decision that addresses each of the factors
enumerated in subsection (f) of this section and that also includes, but is not limited to, the
following:

(1) The final decision, including the substantialiy related conviction(s) that form the basis for
denial, suspension, or revocation and the rationale for occupation relatedness;

(2) The process for appealing the decision in accordance with chapter 35 of title 42 enumerated
in subsection (g) of this section; and

(3) The earliest date the person may reapply for an occupational license, permit, or certificate,
which shall not be longer than two (2) years from the date of the final decision.

() Each state agency or licensing body shall issue a report to be made publicly available on the
agency or licensing body website one year after the passage of this section and by January 31 of
cach year thereafter, indicating the following:

(1) The number of initial applicants for every occupational license, permit, or certificate under
their jurisdiction within the preceding calendar year, including the number of applicants granted
licenses, the number of applicants denied licenses for any reason, and, to the extent available, the
demographic breakdown of the applicants, including race, ethnicity, and gender, and city or town
of residence; and

(2) The number of applicants denied solely, or in part, because of a criminal conviction.

(m) Unless specifically exempted by reference to this section or otherwise contrary to federal
law, any existing or future state law or regulation relating to the granting, denying, suspending,
or revoking of a license by a state agency shall be subject to the conditions and procedures
established by this section.

(n) If any provision of this section or its application to any individual or circumstances is held
invalid, the invalidity does not affect other provisions or applications of this section that can be
given effect without the invalid provision or application, and to this end the provisions of this
section are severable.
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§ 28-5.1-15 State financial assistance.

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

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

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

§ 28-5.1-17 Utilization analysis.

(a)(1) The personnel administrator, in consultation with the equal employment opportunity
administrator, and the human resources outreach and diversity administrator within the
department of administration, shall annually 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 clectronically 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
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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
IWDs they hire. Having this data will assist contractors in measuring the effectiveness of their
outreach and recruitment efforts. The data must be maintained for three years to be used to spot
trends.

Invitation to Self-Identify: The new regulations require that contractors invite applicants to

self-identify as IWDs at both the pre-offer and post-offer phases of the application process, using

language prescribed by OFCCP. The new regulations also require that contractors invite their

employees to self-identify as IWDs every five years, using the prescribed language. This
‘language is posted in the Self-Identification Form, below.
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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. 20230, (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
Include examples of programs

RACE, COLOR, NATIONAL ORIGIN, SEX:

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

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

INDIVIDUALS WITH DISABILITIES:

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

Section 504 forbids organizations and employers from excluding or denying individuals with
disabilities an equal opportunity to receive program benefits and services. It defines the rights of
individuals with disabilities to participate in, and have access to, program benefits and services.
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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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CWIIMAY -9 PH 1: 11
State of Rhode Island and Providence Plantations :
State House, Room 224 }}f
Providence, Rhode Island 02903
401-222-2080 SECRETASDY OF STATF

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 (79) to twenty-four percent (24%) people of color. In addition, in just the
last decade, Rhode Island’s Latino population grew forty-four percent (44%), adding
almost 40,000 residents. The Asian-American and African-American populations also grew
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
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.1. 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, ], LINCOLN D. CHAFEE, by virtue of the authority vested
in me as Governor of the State of Rhode Island and Providence Plantations, do hereby
order as follows: :

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

2. Every State agency, in partnership with the Office of Equal Opportunity,
shall track and maintain hiring data as part of the agency’s performance
management functions. Each agency shall provide the Office of Equal
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,

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

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

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

This Order shall take effect immediately.

So Ordered:

o

Lincoln D. Chafee D’
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State of Rhode Island and Providence Plantations

Btste Houss
Prosidence, Rhode Tsland 02903-1196
404.22 22080
Donald L. Carcieri
Governar
" EXECUTIVE ORDER
05-02

Janvary 17, 2008

PROMOTION OF A DIVERSE STATE

WHEREAS, Rhode Island State Government is committed to fostering 2
competirive and diverse workforce compesed of highly skilled and capable.
émployees through the recruitment, traini ng, retention, and promotion of qualXfied
men and women from diverse racial, ethnic, linguistic, socioeconomic, and
educational backgrounds as well 5 indiviciuals with disabilicies; and

WHEREAS, it is in the best interests of business and government 1o create
an apen, inclusive and equitable human resources paradigm that capitalizes on
workforee excellence and the swength of individual differences; and

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

WHEREAS, diversity requires leadership commitmerit and accountabilicy,
alomg with the assessment and development of policies and practices to assure “ghat
the State’s operating system is based on principles of equity and inclusion; and

WHEREAS, the stare's commitment 1o equal opportunity, diversity, ancl
conduct that fosters respect in the workplace is unwavering,

NOW, THEREFORE, I, DONALD L. CARCIERI, by the authorisy vested in

me as Governor of the State of Rbode Island and Providence Plamtations, do h ereby
order us follows: : .
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Executive Order 05-02

January 17,2005
Page 2
1, ‘There shall be established within the Deparoment of Administration 3

3¢

Human Resources Outeeach and Diversity Office. This Office shall
report directly to the Director of the Department of Administtation or
designee vn 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
reasonable opporunities for public service.

The Human Resources Ourreach and Diversity Office responsibilivies
shall include:

«  Developing guidelines ro effectuate its mission;

Researching and developing best practices for the promorion of
diversity throughout Stae government; :

» " Providing guidance and rechnical support to state entities;

»  Developing a scrategic and focused recruitment and wacking
initiative for indivi duals interested in state employment including
{ostering relationships with community-based organizations o
strenzehen and sup pore recruitment and outreach activities;

+  Initiating uaining seminars including a diversity awareness program

ro share the bepefits of diversity and to epcourage a culurally
sensitve workferce environment;

+  Submirting an ann val benchmark report to the Director of the
Department of Ad ministration or designee.

To assist the Office in carrying out its responsibilivies there shall be
established a Diversity Advisory Council, selected and appointed by the
Governot, and comprised of fifteen {15) members, consisting of four (4)
members of the public and one (1) member from each of the following
governemental entities:

Office of the Governor
Human Resources Outreach and Diversiry Office
De patment of Labor & Training
Office of Peesonnel Adminiseeation Human Resources
Office of Labar Relations
Office of Equal Opportunity
Gevernor's Commission on Women
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Bxecutive Order 05-02
Jaruaey 17, 2005
Page 3

Governor's Commission on Disabilitics
Office of Higher Education
Rhede Island Commission on the Deaf and Hard of Hearing
Division of Legal Services within the Department of Adminisiration

“The Director of Administearion or designee shall chair the Eﬁum | The
Councll shall meet quarterly.

This Executive Order supersedes and rescinds Excmm*e Oxder No. (0-4,
snid is effective immediately upon the dare hereof,

%o C}r.der&d:

Denald L, Careier

Dated: Japuary 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

x 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
Jaws 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

41 Cherry Dale Court

Cranston, RI 02920

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

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

Donald L. Carcieri
Dated: January 17, 2005
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Siate of fthode (sland
and Providence Plantationa

Egucs Sundlun, Gavemaor

EXECUTIVE ORDER

No, 94-22

Decamber 23, 1994

WHEREAS, it ls the policy of the State of Rhode Island and of this
. gdministration that Minority PBusiness Enterprises and Women Business Enterprises,
(herein defined 25 “MBEs") shall have the fullest possible oppormuaity to participate n
State funded and State directed public construction programs and projects and in State
purchases of goods and services; and .

WHEREAS, the General Assembly in 1986 enacted Title 37, Chapter 14,1,
(herein defined as the MBE statute) and therein authorizéd the Director of the
Department of Administration to establish rales and regulations for giving MBEs a
preference in contract and subcontract awards; and

WHEREAS, on June 23, 1994, I signed Executive Order 94-9, reorganizing
and enhancing the powers and duties of the MBE Program, and there is now aneedto
restruchure and clarify the responsibilities of the MBE program; and

WHEREAS, as Goversor, I intend o affirm and carry out the State’s policy of
encouraging full compliance with the MBE statute throughout State government;

NOW, THEREFORE, |, BRUCE SUNDLUN, by virts of e suthorlty vested
in me a8 Governor of the State of Rhode Island and Providence Plantations, do hereby
order as follows: : ‘

This Exacutive Order shall apply to any and all State purchasing, incliding but
fiot limited (o construction projects or coniracts, professional services, and purchase of
goods and services funded in whole or in part by State funds, or funds which the State
expends or administers as the reciplent of a federal grant, of in which the State is 2
signatory to the contract.
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Executive Order Mo, 94-22
December 23, 1954
Page 2

(A) The Director of the Department of Administration shall assume overall
sesponsibility for the MBE Compliance Program. The Director of Administration shall
create the posidon of Adminisirator - MBE Compliznce and shall delegate day to day
operational responsibility to that official, The Administrator - MBE Compliance shall
serve g6 the primary opetational officer of the MBE Program and ghall be supported by
staff a5 determined by the Director, Departnent of Administration, The Administrator
- MBE Compliance shall assume responsibility as the Executive Direcior of the MBE
Commission and provide staff support for the Commission, The Administrator - MBE
Compliance shall, with the support of the MBE Program staff, advise and assist the

Governor, the Director of Administration, the Purchasing Agent, and other enfities and

effective and Innovative strategies for promoting !@Epmmcrpanm in the State's
procurement, ¢construction, professional, consulting, and legal service contracts in
order to comply wi;b R.1. General Laws Section 37-14.1-7. :

(8) The MBE Program shall:

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

2. Monitor the progress of each d

end, agency, and quasi-state

authority or corporation in the attainment of MBE pul_ifé}&hjmﬂvgs, participation
goals, and requirements. .

3. Conduct such sctivities as visils to job sites, public hearings and
examination of records end practices of various departments a3 may be necessary 10

ensure compliance with the requirements of this Executive Order.

4. Amange for technical asskstance, support and resource identification
t0 assist (he various department, agency and quasi-state authority of corporation
purchasing entities in ataining the objectives of this Executive Order.

5. Identify and seek assistance from various community based
organizstions, local, state and federal agencles active in the field of MBE development
as well as offices in other stae and federal jurisdictions.

= . —
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Executive Order No, 94-22
December 23, 1994

Page 3

6. Act as a coordinating body to bring MBEs into active participation in
the purchasing procedures of the various depastments of the State.

7. Develop a statewide reporting system for all MBE activities under
R.I General Laws Section 37-14.1.

8. Conduct research and analysis to strengthen the State's MBE
Program.

9, Develop for the Director of the Department of Administration
recommended rules and regulations to insure compliance and sanctions for non-
compliance by departments, agencies and quasi-state authorities or corporations,

10, Submit an Anmual Report to the Goveror, by Novemiber 30th of
each year (for the prior fiscal year) secommending procedures, ctivities, etc. to.
improve the program, ; T

(C) ‘The MBE Program shall certify MBES:

The responsibility for MBE certification has been assumed by the Dcpmmem of -

|, Pursuant to R.J. General Laws Section 37-14.1 (velating to MBE) °
and Section 42-35-1 {relating to Administraiive Procedures), the Department of
Admiristration shall adopt, ransfer and/or modify rules and regulations for the
certification of MBES. ’ ~

3. Develop a database of certified MBEs to be maintained s a public

record,

3, Notify the purchasing agent of the State and quasi-state authorities or
corporations of any determination of non-compliance with the requirements of this
Executive Order ot a removal of the cenification of an MBE,

Ty pY LT e
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Executive Order No, 9412
December 23, 1554
Page 4

(A) There is hereby established 2 Minority Business Enterprise Commission
(serein defined as the “MBE Commission”) to advise and assist the MBE Propram, the
Director, Deparime of Administration and the Administrator - MBE Compliance in
meeting and carrying out the MBE compliance rules and regulations promulgated by
the Department of Administration.

(B The following officials and individual persons are hereby appointed as
mebers of the MBE Commission, to serve at the pleasure of the Governor.

A cabinet level official to be appointed by the Governor

Director of the Departe

of Administration {or designee), Chair
Representative Joseph Newsome
_Executive Director, Commission for Human Rights

 Cusby Harison, 11

" Licht & Semenoff
President (or designes)

Black Contraclors Association of Rhode Island

Executive Director (or designes)
Rhode Island Commission on Women

President (or designes)
Hispani¢ Coniractors Association

{C) The following officials shall serve as pon voting advisors io the MBE
Commission: .

Dimc ctor of Policy .
Goveror's Office — AT T
' LTS | - N .vr,; e

OV
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Executive Order No. 54-12

December 23, 1994

Page 5

Assoclate Director and Purchasing Agent A
Department of Administration « Division of Purchasi

Associate Director - Department of Administration
Division of Human Resources

State Controller ‘ :
Department of Adminstration - Office of Accounts and Control

Chief Civil Rights Oificer
Depariment of Transportation

{D} The following official shall serve as the Executive Director of the MBE
Commission: :

Administrator - MBE Compliance
Department of Adminisiration - Division of Human Resources

The MBE Commission shall meet no féss than six times per year and upon the
call of the Chairperson or four (4) Commission members (o consider whatever business
the Chairperson or Commission members may deem appropriate.. Four (4) members
shall constitste a quorum of the Commission. ‘

(A) Each governmental department, agency and quasi-state suthority or
corporation mpowered to expend or administer State funds shall develop and submit as
part of its anmual budget, an MBE plan to meet the goal of awarding 10% of the dollar

valpe of all procirements and construction projects t certified MBEs.

(B) The Director of each department, agency or quasi-state authority or
corporation empowered to expend State funds, shall designate 2 highly placed official
(*MBE Coordinator”) to tave overall responsibility for promoting greater participation

of MBE in his or her department or agency or quash-state authority or corporation.
8y i
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Executive Onder No. 94-22
December 23, 1994
Page 6

(C) If the rules and regulations promulgated by the Department of
Administeation are not being met, the Department, agency or quasi-state authority or
corporation shall submit a report (o the Depariment of Administration’s Administrator -
MBE Compliance stating the reasons for its inability to comply with such nles and
regulations, and idenfy the remedial steps it shall take. Such remedial steps may
include:

1. Targeting some bid invitations 1o MBEs.
2. Promoting joint ventures between MBEs and non-MBEs.

3. Requiring prime contractors, where subconirscting opportunities
exist, to subcontract & minimum amount of work on projects to MBE:.

4. Designating MBEs as suggested vendors, when submitting reqmsxs 1o
the purchasing agent. ; gEAr R AN '

. Dividing barge comracts ino smaller unts to afford apporunites for
MBEs, where legally permissible. - ' a A,

-8 Developing a plan to require prime contractors, whenever possible, '

‘1o purchase supplies, services and equipment from MBEs.

The Stste Purchasing Agent and quasl-state authority or corporation purchasing
agents will provide maximum support W comply with the requirements of the MBE
statute as stabed berein, Such effors will include:

1. Notifying all possible bidders, especially porential MBE suppliess of
purchasing for departments, agencies and quasi-state authorities or corporations, Such
notification might include direct mail, advertising in media reaching the minority '
community, and such other outreach efforts as may be necessary.

2. Seeking out MBEs from the list of certified MBES to be includedin. . - -
prospective bidder lists, and targeting some bid invitations to MBEs. T, "7

PR )
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Executive Order No. 94-22
December 23, 1994
Page 7

3. Providing information to minority suppliers and conducting outreach and
information sessions for existing and potential MBE. '

4. Monitoring the utilization of MBEs in the area of Utilkty Order Purchases.
5 Pravide such information as may be requested by the MBE Commission.

&. Performing any such other activities that generally support objectives of this
Execntive Order and R.1, General Laws Section 17-14.1 el 6.

This Executive Order effectively rescinds, supersedes and replaces Executive
Order No. M-9. , T
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sutstous. 1, BRUCE SUNDLUN, Dby the authority vested in me as Governor of
piovidonce the Btate of Rhode Island and Providence Plantatlons, do hereby
ordar as follows: :

1. Egqual opportunity and Affirmative petion towards its: '
achievement is the firm and unwavering poliey of all units of Rhode
Islana‘State G;vernment+ A

2. Rnede Island Btate Governnent is committed to providing
equal opportunity in every aspect of its programs and will not
discriminate because of race, Sex, national origin, age, teliglen,
sexual orientation, or disability. Because my administzakion
recognizes the need to eliminakte the vestiges of past societal
diserimination, it will take affi:ma&ive action to ensure thakt its
employment opportunities are svallable to avery gualified Rhode
Islander.

3, Within egencies, departments of state government, and those
agencies created by legislative statuta, the follewing sreas will be
administered without regard to race, ecolor, sex, age, religion,
sexual orientatien, or disability: o

Hirings Work Assigqnments
Salary/Wage Leave
. Lay-oifs Training
< Tranefers Recall From Lay-offs
Promotions Appointments
pemotions ' Disciplina

. 4. In addition, my sdministration will not tolerate
discriminstion by any recipient of state government funds. This
includes lending institutioms, developers, contractars,
sub-contractors and entities doing business with the Btate.
Delibarate or persistent viplation of the affirmative action
policies ‘set forth herein may result in the withdrawal of State
support or involvement in a project and/or debarment from further
gtate involvement. Any person or corporation doing business with
the State shall cooperate with the monitoring of this policy.

The Director of Administration shall promulgate such rules and
regulations ag are necessary to effectuate compliance with this
paragraph.
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Rhods Islend State Government, each and every
employee of state government s responsible for agsuring that all

rimination.
gible for the
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pirectors and appoint

for which he/she is responsible for are
Department Directors and their
implementation of this policy
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with such requests for data or other informetion or reports as the
Ezecutive Committee may deem appropeiate for analysis gnd review in
advance of such meating. ‘

16. In addition to the duties of the State EEO Office gat forth
in Title 28, Chapter 5.1 of the Rhode Igland General Laws, the State
EEC Office ghall: «

B} review the Affirmatiye Action plang submitted annually by
each state department or agency and prepare a comparative analysis
of the strangths and weaknesses of tha plans; '

B) nake reconmendations to the departments on proactive policy
ipitistives that may ephance affirmative action plan ohjectives;

C) prepere an Executive Summaty of the departmental plansz for
submission t{: the Governor annually on Hovember 15th; and

p) work beoperatively apd in conjunction with the Dapartmental
aAffirmative Action Officers, Departmantal MBE Coordinators, and
srate OEficials serving on the Governor's Executive Committee for
Affirmative Action, , »

: 11. The State Equal ppportunity Office ghall hé responsible for
assuring conpliance with Rhode Island General Laws Titla 28, Chapter
5.1 and the provisions of this Executive Qrder.

12, The Rhode Island Commission for Human Rights shall be

. zegponsible for assuring complisnce with Rhode Island General Laws
Title 28, Chapter 3, Sections 8 through 40 and the provisions af

this Fxecutive Order.

13. The Rhode Island Governor's Commigsion on the Handicapped
ghall be responsible for assuring complisnce with Rhode Island
Geperal Lawg Title 42, Chapter 51 snd the provisions of this
gxacutive Order.
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14, All units of Rhode Island State Govermment shall comply
with all state and federal laws pertaining to equal opportunity and
affirmative action including: " :

Rhode island Falr gmployment Practices Act,
rhode Islend Handicapped products Procurement Act,
phode Island AIDS piperimination Act,
Fefieral Ezecutive Order 11248, as amended,
pitle VI end Title VII of the givil Rights Act of 1964, a3
am&ndeﬂ, y
nge Discrimination in Enployment act of 1967,
gquel Fay Act of 15563,
rehabilitation Act of 1373, Section 504,
americens with pisabilities Act (ADA} of 10990,
viaetnam Era Veterans act of 1974, ,
pargian Gulf Conflict Supplemental Authorization and Personnel
penefits Act of 1991, :
age Discrimination Act of 1975,
. Education Amendmenis Act of 1972 (Title IX),
civil Rights Act of 1991, ‘ ‘
khode Island Ezecutive Oxder §2.2 (Americans with pissbilities

™

act)
mmdé Is1and Executive Order 91-39 {Sexual Harassment),
Rhode 1slsnd Executive Order g2-4 (Minority Business Enterprise

commission), and . (
Bhode 1sland Executive Order 93-1 (Affirmative Action Policy

gtatenant).

15, Persons with disabilities requesting reasonable
sccommodation should contact thelr own dapartment/agency’s parsonnel
office or ADA Coordinator,

14, Persons having guestions or needing assisteance for minority
or women business enterprises should sontact the Executive Director
of the Minority Business Enterprize Commisgion at 277-6246(v) -
277-3090 (tdd).
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17. Citizens of Rhode 1zland believing that they have begn
diseriminated ageinst in the pursuit of achieving the gquality of
life as aforenentioned ghould contact:

Governor's Commission on the Handicapped
555 valley Street, Building #51
pProvidence, RI 0290B-~BERE

TEL, #277-3731

nh #277-3701

FAX #277-2833

RI Commission for Human Rights R1 State Equal Opportunity Office

10 Abbott Park Place gne Capitol Hill
providence, RI 02303-3768 providence, RI 02908-5865
TEYL, §277-2661 PEL. #277-3090

TDD #277-2664 ThD #277-6144

ERX #277-2616 FAX #277-6378

This Executive Order shall pupercede and rescind Executive Order
Ho. 85-11, and bhecome sifective immediately on the date hereof .,
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erotdence. WHEREAS, the Ruericans with Diszbilities Act (*ADA") wag enacted

Wy the United States Congress on July 26, 1830 to expand the civil
rights of individuals with disabllities in the areas of employment,
transportation, public ﬂc?amnnﬁations and communications; and

WHEREAS, the primary objective of the ADA is to requize
employers and public serv%ce,prqviders to eliminate any and all
narriers, practices or policies that may gisoriminate against or
otherwise deprive individuals with disabilikies of the full use and
enjoyment of public accommodations, public trangportation,
telecommnication gyatemsgana eifip Loynent opportunitieg; and

WHERERE, 11 was antic%patgﬂ that the progess of removing any and

all such barriers would best he effectuated by developing a

somprehengive statewide plan; and R

WHEREAS, in June of 1991, I directed the Gn{érnnr's Comsniszion
on the Handicapped to create a Coordinating Committee on the ADA
that wauld bring representatives Erom 8ll segments of State

government together to participate in joint zalf evaluation and@ ADA

compliance planning; and §

WHEKEAS, the Coordinating Committee, chaired by Nancy
Husted-Jensen has developed ond presented me with # statewide plen
for meeting the mandates ¢f the ADA entitled "RMERICANS WITH
DISABILITIES ACY; BELF EV{tLUATiGE‘i AND COMPLTANCE PLAN FOR THE STATE

OF RHODE I1SLARD;™ {hereinafter "ADA Compliance Plan")

%0W, THEREFORE, I, Bi’:‘.{JGE SUNDLIM, hy virtue af the authority
vested in me an Governor of the State of Rhode Island and Providence
plantations, do hereby &r@@r s followa;

1. The Rhode Island State ADA Complisnce Plan ghall he
jmplemented forthwith so ?haﬁ individuals with dissbilities mey be
fig1ty integrated into all, appects of khode Island Iife in the mosb

expeditions manner pmssib?e.

¢

!
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Page Two
BExecutive Drder 92-2
January 23, 1992

2, <There shall be a Stete ADA Coordinator to assume~nverall,
day-to-day responsibility for implementing the ADA Compliance Plan,

3. The Chairperson of the Governor's Commission on the
#andicepped is hereby designated te serve at the Goverpor's plesgure
as the State ADA Coordinator. The Executive spcretary of the
Governor's Commizsion on the Handicapped is hereby designated to

serve as Deputy Coordinator,
4. The duktles of the ADA Cooréinator shall include:

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

§

limited o Bpgticn EBf4 of the 1973 Rehabilitation

Aot and the fmgricana with Disabilities Act;

B, establishing a technical assistance program to
inform and advise St:te and lpcal government
agencies, human service provideis, providers of
public accommodations, real sstate agente,
brokers, developers, architects, landlords,
biilders, snd other zffected entities and
individuale on their obligations under the ADA;

©, establishing a grisvsnce provedure to promptly
and equitably resolve ecomplaints of noncompliance
with the ADA invelvirg departments, agencies or
divisions of] State gevernment;

D. establishing s procedure for initiating
complaints sgainst ary department, agency or
division uithin State government that willfully
fails to comply with the requirements of the ADA
or the ADA Compliance Flan.

!

E, developing, making periodic revisions to, and
overseeing implementstion of an ADA Transition
plan for the removal of envirommental and
commﬂnicatiap barriers in Stats owned facilitiesy

i

F. presiding at future neetings of the State

Coordinating Committee on the ADA,

|
|
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Page Three
Executive Order 92-2 fj
January 23, 1992 }

5. The Stats Coordinating Committee on the ADA ghall continue
to sxist snd shall continue to ba staffed by the Governor's
Conmission on the Handicapped. The Committes shall advige and
assist the ADA Coordinator in the implementation of the ADA
Compliance Flan. It shall also prepare B status report to the
Governor on or before October 1, 1992, and annually thereafter.

§. The Governor's Commigeion on the Hendicapped, the State
Building Commission and the Commission for Human Rights shall,
whenever possible and appropriate, cooperate with and sspist the ADA
Coordinator to: |

§ s
A. Agsure compliance with the building aocassibility
and publie socommodations sections af the ADA; and

i N
B, carry out the duties of the ADA Coordinator
enumerated ?h@ve.

rhis Execubive Order shall take effect—omithe date hereof,

/2592 =

nate Governor |
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o 3 o 4 ‘
State of Hhode 1gand and Frovidence Planlalions
ERECUIVE CHAMBLR, PROVIENCE

pFE
ilipte il § 50, 96-10

A?RIL lﬁg 1985

EEFUGEE FOLICY

WHERERS, the State of Rhode izland has been a home and &
haven for igmigrants and refugees since the beginning of its
recarded history; and

WHEREAS, for more than three centuries people driven from
thelr homelands by varicus forms of persecation have come to
ghode 1sland and found the epportunity and the means to estab-
lish a new life here; and

WHERBAS, the Etrniéed giatez Refugee Aek of 1%80, Pub. L.
He, 98=212, authorizes the grant of asvium to refugees who
are defined as any person outside his or her country of
netionality "who iz unable of pnwilling to return to, and is
apahle or unwillihg to avail himself  or herself of the
protection of that country hecause of persecotion or a well-
founded fear of pereecuticn on adgount’ of race, religiaon,
natlionality, mgmba%ship in & particovlar socisl growp, of
political opinion®; and

WHEREAS, Rhode Island zccepts and welcomes the opporbunity
tn kake part in our natlonal refugee raspktlement program &nd
to carry out our state's exenplary historiczl role in assisting
people fleeing dangers and undue hardships; and

WHEREAS, the refuges gxperlence 18 a major wpheaval in
the lives of these individuals, and Iin order for thes Lo
adiust successfully to a new counkry and culture, o pariod of
transition 15 negegsary to learn & new language and cultore;
and ‘

WHEREAS, Rhode igland recognizes that refugees have
great poténtlal tocontribute bo the state and its eomppunities,
ind that 1t is in the interest of all that their antential be
nurtured and encouraged; and :
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i im 1 .
precutive Order B&-110

Page TWO
aApril 15, 1986

i

WHEREAS, the Bhode Tsiand Office of Refugie Resebtloment
was created for the purpose of implementing the requirements

of the Refugeg ACL
the state bo bacome

WHEREAS, the

of 1980 (P,L,96-212) to assint refugees in
splf-sufficient as rapidly as possible; and

tovernor's Advigoery Counsil on Refugee

Resettlement, created by Executlive grder BH-24, was cstablizshed
for the purpose nof forging a linkage between the refugee
comsunity and the larger Rhode Izland socieby; and

WO THEREFORE, 1, Edward D, Di?r%t&) by wvirtne of the

authority vested i
Teland and Provide
the following:

. me as Governor of the State of Rhnde
hom Plantations, hereby order and direct

i

1. fhe Rhode Island DEffice of Refugee Rezetblement
ghall be authorized to coordinate conzultations among
the following entities and agengies: voluntary agen-
cies ("WOLAGE") and their national offices; loof
officials; state departments; namely, the Department
of Employment Sesurity, the .‘bepartzent of Health,
the Department of fuman gerylres, the Department of
Mental Health, peberdation, and Hospitals, the Depérs-
sent for Children and Thelr Families, the Department

of Foonomic Development, the Department of Tranipar-

tation, the Department of Education, the Office of
the Attorney General and other appropriate public
and private agencies,

2. vhe above
availabil]
availabil

consultations shall he to determine the
ty of needed services such as housing
ty and commup ity responsiveness; Lo evalia=

ate sconombe conditions, and to determine the proxime-
ity of crganizaticns and institutions whieh provide

EUPROE T

5. ALl transitional services shall be provided with a
view to maximize thelr sccessibility and coltural
appropristencss, The pharacteristics and oconoerne
of the refuges compunities should bhe  faken into

'

scpount in the sheping of specilic gervige delivery

H

procedures and mechsnisns and the determination of

their culbural and linguistie sensltivity.

i

H
i
i
i
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H
pepcntive Order 86-010
rate Three *
spril 15, 1986

4. ‘Thome state agencies as previously steted that conduct
programs and activities directly or indirectly relat-
ing to thé servies peeds of the refugee population
skall immediately undertake an affirmative planning
process with regard to refugees. This planning
process shall be completed by Cotober 1, 13B&, arud
ahall include the following elements:

. Heeds hsseszmeni: Determining the eurrent and
potential requicements refugess have for the.
agencies' services;

. Q{urrent Use: Measuring and documenting the
cxtent fo which refugees now use the servicegg

0. bhgeney Berwvice Plan for Refugees: Formulat=
ing @ plan, including a timebable for imple=
men@atiﬁm, that ensures that delivery of the
agencies' services to refugecs meele the needs
idehtified in the needs assessment and ara in
complisnce with Title ¥ of the United States
Civil Rightz Act of 1344,

|

s S .
&, FRhode Island Dffice of Refugee Resckilement and
Thode 1si&nd kgual opportunity Office hAEsistance -

The Rhode Tsland Office of Refugses Repettlement and
the RhQﬂ&EIaland office of Egual Opportunity shall
provide technical assistance to the agencies through-
out the planning process and  shall monitor the
agepcios' progress in the implementation of thelr
plans, Technical assistance when necessary will be
Led from tha Pederal nffices for Ciwil Rights

£, atake Agenhies Breparing Agency service Plans -
| -

The following ststs agencles shall engage in the

planning process:  the Deparement of Human Services,

The Department of Nealih, the Department of Employ-

ment Security, The Department af Mental Health,

Retzrdation and Hospitals, the Department for Child-

ren and Their Families, the Department of Bducation,
é
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Fxeocutive Order Fsﬁ 'ifl
Page Tour |
aoril 15, 1986
E

the pepartment of Economic Development, and  the
pepartmant of Transportabion.

7. Tfam@igiaﬁal Edusation Program -

RIORR bhdll meet regularly with the Department o f
Bducation to coordlnate the provision of the tran-
sitional program for refugee children, hlllngual
sducation programs, adult educakion pervices, and
other educzbional programs of special concern to the
refugee communities.

B Conzultation with Attorney General -

BIORR =hall work with the Office of the Attorney
ceneral, specifically the Civil E’tlght Division and
the Division of ConSumer Frotection, in its effort
to epsure that necessary state protection and services
are ayvallable to the mfm;f-e population,

This bwwtiw ordar shall take- &EEﬁct an the date hereof.

o 0-0: [

Fdward . Dibrete
GoOve rnor
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State of R}mde Island apd Providence Plantations

' EXECUTTIVE CHAMEER, FROVENPKL
i

Edward D, DiPrete

Goveraot
| | W, 8516
2 JULY 23, 1965

WHEREAS, Title V of the Rehabilitation Bet of 1973 sets forth the
civil rights of ha‘lﬁi%ﬁ}f&ﬁi perecns; and

WHERERS, handicapped g’ersans have @ right to expect and galn access to
varicus boildirgs and properties which exist for the betterment of all
persons; and

WHEREAS, under fection 504 of Title V of the Rehabilitation Aot of

- 1973 the State has been mandated to create policies, practices and
progrars regarding accessibdlity of Stabe-bukldings and properkies to
hendicapped persons; and

AHEREAS, such & d@s«iigmtim would allew for the expadient compliance
with the mandate of Section 504 thereby serving the needs af
hendicapped persns :is%: the best possible Manner;

WOW, THEREFORE, Ly virtus of thy authority vested in m &8 Governor of
the State of Rhode lsglam’: and Providence Plantstions, it is ordered as
folloas: !

1. The Director of Mministration ie herchy deslgmated the
state's 504 Coordinator and shall delegate operational
pontrol to the State Bullding Code Commdssioner as his
designes.

2, The ﬁﬂtiES%ﬂij the Coordinator shall be to coordinate all
Btate agoncies in the inplementation of all federal rules
and requlaticns affecting the State in tepms of comp] Lanos
with the mandates of gSaction 604 of Title WV of the
ﬁﬁ'ﬂh‘i]itatg‘uﬂ Pest of 1973,

£

3, the Cmmi;x%atar“s duties shall includes

Ha E&utlmmty ey grder departments o prepare and complete
transition plans in accordsnos with 504 reguiations.
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i
Executive Order Mo. 85-16
July 23, 1985

b, Cocrdirating the formmlation snd review of transition

plans with advisory panels who may represent
hendicapped orgapizations.

o,  Granting final approval of trapsitvien plans and
dspartient wse of progran accessibd 1ity.

4. Managing the comstructicn, design or alterations of
buildings and sites necessary to bring all programs
ipko complianes. _

e. Authorization te ccordinate and mediate matters
concerning 504 oonpliance.

£. pseleting pablie and private sectors through the use of
proper agencies on technical, employment and
amhit%:tural matters conosrming 504 compliance,

. Iﬁst:abiishment of # confumer complaint procadure
necessary to resulve all complainte to agencies
pertaining to 504, )

i !

h. The State 504 Coordinator or the Btate Building Code

Copmissioner us his designee is herely authorized to

initiate complaints against those agencies,

sfminigtrmbors, sgents or enployess of any depertment
er division within state goversment. who willfully fail
£0 cmiply with the requirements.

4he 5&4 Coordinator and the State Building Code
commissioner s his desiqnee shall consult with the
Chairian of the Goverpor's Commission on the
Handicipped with respect 1o implementation of the above
duties ard resporaibilities.
!

this Executive Order shall take effect on the date hereof.  This
Brecutive Ordey rescinds Executive Order M B0~1f dated Sephemiber 29,

1980. ;
; © Respectlully yours
i

Fward D. DiFrete
COVERNOR

fie
=
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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 “cmployer” 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

A. 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. : ‘

(2003)
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D. GUIDELINES FOR PREVENTING SEXUAL HARASSMENT

State of Rhode Island
Guidelines For Preventing Sexual Harassment

Harazssment an the basis of =% is a wiolation of FIGL 28-5.1 nd Exscutive Onder No. 03-
01, Unwealcome sexaual advances, requests for sexual favors and other verbal or physical conduct of 2
seipaa] pature constinures sevual harassment when (1) submiszion to sach condart &= made
eiflier explicithy or irplicitly a r2rm ar condition of an individual ' enpleyment; (1) subnussion to of
refection of sach condiact by an individual iz used as the basis for employment derisions affectnz
such individual; or, {3) such conduct has the purpos= or effect of unreasanably
interfering with an mdividual’s work performance of creaning an infinddating, bostls or offensive
wicking enyvimmment

I determining whether allezad conduct constinubes sevual harsamerd, the Divdsion of Human
Reseurces will look a1 the record 23 a whels and at the rotality of the circumstances, sach as the nahure
of the sexual advances and at the legality of a particalar action. & determiation of what constitures
serpaz] homassment will be mads from the Sts, ona case-by- case basis,

The appointing mitherity is responsible for the acts of its agants and supervisery enyployess
with respect to ezl hamssment, regardiess of whather of not the specific acts complained of were
authorized or even fochidden by the appoinring authority and regardiess of whather or pat the
appointing autharity knew or should have known of their ccomrence. The Division of Human
Fesoumces will exarine the ciroumstances of the particular employment relationskip and the job
fanctions performed by the individe] in deternening whether or net the individual s serving in either
2 SUPATVISOIY Of APENCY CAPACHY.

With respsct to persans other than those mentioned in the previous paragraph, 20 Appoinfing
authority is responsible for acts of sexual harassment in the workplace where that appointing aatbwority
ar its AZencs or supervisory emplayees knew or shondd have known of the conduct. An appointing
autharity may rebut apparent lability for such acts by showing that it tock immediate and appropriate
Camecrive arflon

Prevention iz tha hest toal for the elimination of seual horassment. An appointng suthority
showd take all steps necessary to prevent sexuz] harassment from oocurring such as affmatively
raisimg the subject of sevual harazsment, expressing smong dizapproval, developing appropriate
sanctions, informing the epplovess of their right to mise and how to rmise the sz of hamsament and
develapins methods to sensifize all concemnad

If amy Sinte Emyployes belisves that they have been sexually harassed. they may confact:
DIVISION OF HUMAN RESOTRCES
{400} £74-58281
 BRInvesigationsa hr.ri gov
Fewuzad [2033)

or

e
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E. GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

EAFARIMENT OF
ADMIMIZITIATION

Divisiom of Equity, Diversity and Inclasica
State Equal Dpportunicy Ofice

Ome Capitol Hill

Frovidence, RI 020208-Z500

401-222-3020

CUIDELINES FOR ENSURING UNBIASED WORE ENVIRONMENTS

Fhode Island General Law 28-5.1, Exenative Order No. £5-01 of the State of Rhods Island
and Title VII of the 1964 Civil Rights Act, mandates employers to maintain a working enviranmens
free of discriminatory insults, ininddarion md other foms of harassmen:. Both 2n employee’s
pewehological 2nd economic well being are protected. While an ensployer camnot be beld accountzhle
fiar the prejudices of its warkers clisntels it must take reasonzble measures i coniaol or eliminate the
overt expression of those prejudices i the workplace. Prompt actien by i empleyer fo prevent or
comect discriminatary harssment can 2o a long way in lessening emmployer liahility.

Paﬂmps&em:mmnmofhuasmmwﬁ&wﬁasﬂemﬁjemﬂinmhﬂam
Racial and ethnic epithets, shars or jokes directed at or made in the presence of minority group
en;:loﬁs.mmtmtem&ﬁmmlenfunhwﬁﬂmemdsschiasmthen'u:km i
it the 1se of the dimirafive term: “boys” when referring to minority male employess and “girls”™ when
referring to femals employvess.

Anosher common type of verbal abuse is either spreading rumars of joking about an
enployee's assumed semal praference or orientation. {me’s personal preference doss pot determine
how one performs 2t bis of her joi and therefore. this type of tias does not belong in the workplace

Ananp}nyerisnmdaamv-pfmgedM}’MmﬁnIainawmﬁngamzn@hﬂeﬁeeuEmﬁm
uﬂg’nhéas.ﬁrst,tbemﬂﬂmmﬁﬂﬁmﬁﬁnﬂemhmmﬂmmehﬂsufmﬁmﬂ
qrig'u:LSemmi.anemplﬂ}“ershmﬂdnmmmresmhb&wimbyiﬁEmpln}'eaﬁhni:sbzrsmjukﬁ
based on national origin are unlawil.
Anmplmkﬂsomdaobﬁgaﬁoniuminﬂinammmiaeofre!:ig’x?nﬂshias.
Permitting a supervisor to espouse his or her heliefs to enployees whils at work may amount ta
relizions disoriminatan

Any unwelroms sevnal advances, requasts for sexaal favors and other vertal and physical
canduct of a sevual natare is unlawil sewas] hamssment when the response of reaction to the
advances or requests is permitied to affect the employment decisions. It is also illegal for an enployer
o permit any conduct that is sevnally offensive, intinsdating, hosdle or imterfare; with an indhidmal's
work performance. Sewial advances by co-workers who have no contro over 2 peron’s ewploymens
way be untawal if it has such mn intimidating effect that job status i= affected

(2023)
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F. EMPLOYEE SELF-IDENTIFICATION OF DISABILITY AND REQUEST FOR

REASONABLE ACCOMODATION

Employee Self-Identification of Disability Form and Request
for Reasonable Accommodation

Please Check [] the category that best deacribes your disability. {Upcn requast, verificaticn of disabling
condition pust be obtained from your physician )
Disabling cenditions imclude, but are not limited ta:

[ AmDs

O Alccholizm

O Blindness or Visual Impairment

[1 Cancer

[ Cersbral Palsy

[ Deatness or Heaving Iepairmant

[T] Dizbetes

[0 Drug Addiction

L] Epilepsy

[T Hsart Dissase

[ Mextal Retardaticn

] Mextal or Emetional Tinsss

1 Mulspls Sclarosi

[0 Muscular Dystrephy

[ Drthopedic

[ Perceptual Disakilities sach 2s: Dysluxia, Minimal Brain
Dysfunction, Development Aphasia or Spesch Impaimsnt

O oher

[ ¥es. Irequest a Esasczable Accommadation Neads Asssusmant Bavdew
I:l Mo Feascmbles Accommedation is needad at this fime

Additiona] Compsents:

Signature:

RIFEQ 30RA
REVIE ED'J-{IL‘“”!D"
RY SEoa {401) 222-3090

Page 117 of 136



G. DISCRIMINATION COMPLAINT PROCEDURE

CEFRRTEENT OF

ADMIMISTHATION STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTREATION

Divizion of Equity, Diversity and Inclasion
State Equal Oppeortanity Office

One Capitol Hill

Providence, RI 02005-5880

401-222-3080

DISCRIMINATION COMPLAINT FROCEDUEE

Hmﬂlﬁ:genmhyucmﬂahﬁhmmﬂykaﬁgﬂymﬂﬁmmﬂ&fxﬁmﬂm
involve many people. The purpose of this procedure is to make sure conplaints (hamssment,
discrimination, workplace violence, or retaliation) are investigated in a timely manmer and amy
appropriate cormective action is faken to ensure mappropriate and'or illegal actions and behaviors
cease immediately.

The Division of Human Resources Site Operations / Business Partner Team imvestigates HE-
related conplaints across Executive Agencies. This includes congplaints relafed to disorimiration,
harssment, sevual harassment, werkplace violence and retaliation.

When the HR Site Operations / Business Partner Team receives a complaint, it will promptly
andﬂmmlghly'mﬁsﬁgalethea]l@ﬁum.’IheHRSiteOpmﬁms.fBusinﬁsanvaﬂlalsa
mwnhcmnﬁmﬁmmlmmﬂwﬂmﬂ!tmmmm&em

How to Report a Complaint

A person may report a complaint crally of in writing to the Division of Himn Besouroes, Site
Operations / Business Partner Team or confinue to report through amy existing chammsls, inchiding the
employes's superviser of nanager, Executive Director of Human Resources, Himeon Resourees Chisf
of Staff. and the Office of Diversity, Equity and Oppertunity (DEDT). The reported complaing will be
hrwgbtmﬂwﬂiﬁn?mofﬁzmmmssmﬂpmﬁms!mmmmﬂ
investigate all complaints.

Employees cam report a complaint directly to Human Resonrces in any of the following ways:

Complete a Conplaint Form - Fillable pdf available at werw . gov
Phoma 1-400-574-8381

Exmail: HR Tvestigations @b i gow

mmmmmacmmmmmmcmmmmmmm
ar the U.5. Equal Employment Opportumity Conumiscsion I a chorgs has been fled, mther
sinmmmwsl}rummhmmwiﬂnRhmhkhdeunmissimﬁermRighismtheUﬁ.Equnl
Employment Opporhmity Comumission, the State of Rhode Island may dafer to either comnussion for

investization and any resolution and‘or prosecution of any charge.
B4
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H. -DISCRIMINATION COMPLAINT INFORMATION FORM

DEPARTMENT OF

ADMINISTRATION STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

Division of Equity, Diversity and Inclusion
State Equal Opportunity Office
One Capitol Hill

Providence, RT 02908-5890
401-222-3090
eoo.compliance@doa ri gov

DISCRIMINATION COMPLAINT INFORMATION FORM

1. Complainant Information: 7. Basis of alleged
State your name and address Complaint:

Race
Col

Name _—Sf?zszor

X __ Age: (40 or above)
il National Origin
City State Zip Code —gg;‘;‘;?’
Telephone Number(s)/Email Address ——g::]‘:laelr ?é‘;g:;g?
‘C‘ (;::k: Expﬁon
Hin.xe- Unlawful

2 - t' :

Email: Questions (arrest

record, criminal

conviction, or

other)
___Retaliation

2. Name of Department:

Explain Basis:
3. Name of Immediate Supervisor:

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

Name Title

Name Title

Name Title
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5. Date of alleged violation:

6. Place of alleged violation:

( )

Case Number RIE00-03-87 Revised 2018

DISCRIMINATION COMPLAINT INFORMATION FORM
(Continued)

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

10. Why do you believe these events occurred?

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

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

Complainant Signature Interviewing Officer
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PLEASE CONTACT DEDI/State Equal Opportunity Office at (401) 222-1452 or RI
Relay: 711 for assistance if you have a disability and require a reasonable
accommodation to complete this form.
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I. EXIT INTERVIEW SIGN-FORM

STATE OF RHODE ISLAND

CEFAEIVENT OF

ALMINISTHATION DEPARTMENT OF ADMINISTRATION

Division of Equity, Diversity and Inclusion
Siate Equal Opportunity Office

One Capitol Hill

Providence, RI02003-5880

401-222-3090

200.C i gloa.nFov

EXIT INTERVIEW SIGN-OFF FOEM
Rhode Island Department of

The Division of Equity, Diversity and Inclusion in collsboration with the Division of Human
Fesources has establiched this exit inferview process in order to assess the ovenll employes
experience while working for the state, to assure that terminating employess are not lemving
because of discriminatory circmmstances, and to identify opporhmities to inprove refzntion
imd engagement.

T hereby acknowladge that T understand the above and certfy that T have received the
Confidential Exit Survev from the Division of Human Resources and that the completed
Confidential Exit Survey nmst be farwarded to the State Equal Opportunity Ofice. Talso
understand that a copy of this completed sign-off form (not the Confidential Exit Survey) will
be placed in my personnel fle.

CIGNATURE OF EMPLOYEE DATE EMPLOYEE SIGNED

bbb pdddbdididdbddbibiabindbdidid

DATE EXIT INTERVIEW WAS SIGATURE OF HUMAN RESOURCES
GIVEN TO EMPLOYEE REPRESENTATIVE
INSTRUCTIONS:
The Human Rasources Representative nust distribute a copy of the Cenfidential Exit
Survey along with amy necessary documents to the tenninatng employes. The Haman

Resources Fepresenmtive nwst place a copy of the Exdt Interview Sign-Otff Form in
the employee's personnel fle. (eoo.complainceiidoa 6. gov) inmediately upon
conpletion. .
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Rhode Island State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY
[

/

As a terminating employee, you have the option of an exit interview with the DEDI/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
eoo.compliance@doa.ri.gov for DEDI/State Equal Opportunity Office or the Division of Human
Resources directly at 401-222-2160 or by e-mail at doa.hrcontact@~hr.ri.gov.

All information obtained from this survey will be handled in & confidential manner and, to the
extent possible, will not be divulged to supervisors, co-waorkers, 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
used 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 Island.

NAME JOBTITLE
ADDRESS DEPT./AGENCY
DIVISION/UNIT
TELEPHONE DATE HIRED
E-MAIL DATE DEPARTED |

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

Race/Ethnic Categories

White American Indian or Alasks Native  [_] Hispanic ]
Black Native Hawsziian or Pacific Istander d Two or More Races I:I
Asian

Gender Categories Other Protected Classes

Female Diszblad
Vale Veteran

Age: 40 &over []

1ofd
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—
CONFIDENTIAL EXIT SURVEY INQUIRY
| continued} ———————

1. What is your main reason for leaving?

2. What did you like best about your job?

3. What did you dislike about your job?

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

Yes @ D

Please explain:

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

Yes D No [_—_l

Please explain:

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

Yes':l NOD

Piease explain:

7. Was your supervisor effective in handiing problems or complaints?

Yes[:’ No []

Please explain:

8. Did you receive fair trestment while employed?

Yes I::I No I:I

Please explain:

8. Do you feel you were discriminatad against?
Yes I:I Mo D

Picase explain:

2afd
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M

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 friands and family?

Yes I:I Mo D

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. Please complete the following statement: | feel my Department would benefit from changes, such
as:

Comments

3ofd
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Q

CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)
#

Comments

Submission Instructions

Please e-tnail this form to eoo.compliance@doa.ri.gov with subject line; Exit Interview For (YOUR
AGENCY NAME). This is a confidential e-mail and all correspondence will be treated with the utmost
care. If you are completing this form enline, the form will be sent to our confidential e-mail upon
pressing submit.

You may also mail this form to:
DEDI/State Equal Opportunity Office, One Capitol Hill, Providence, R1 02908

4 of4
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J. AFFIRMATIVE ACTION FILE CARD

RIEOG-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION {Revised July 2015)

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

* Please note that this is a voll .y self-identification card and the information you provide will not be used as 2 basis for employment decisions *
TO BE COMPLETED BY APPLICANT OR EMPLOYEE ONLY
Applicant or I J
Employese
Address [ 4| | i 1 [ J ' I | |
Number Street City State Zip Code
NOTE: When selecting racial/ethnic category, you must select only one of the boxes numbered 1 through 7. I Female L1 I | rate O J

| 1 — Black or African American {Not Hispanic or Latino} O ] I 2 — Hispanic or Latino D—_l I 3 — American Indizn or Alaska Native {Not Hispznic or Latino) | l

l 4 — Asian {Not Hispanic or Lztino) 0 l 5 — White {Not Hispanic or Latino} O | I 6 — Native Hawsziian or Other Pzcific Islander (Not Hispanic or Lztino) 0 l

| 7 —Two or More Races (Not Hispanic or Latino) [ | Diszbled Veteran [ | I Age: 40 & Over L1 |

Disabled [J | | veteran [ l

FOR PERSONNEL USE ONLY

Department, Division,

IAppropﬁation Account No. Pay Grade Position No.

Incumoent® (Use this selection for current employees who are requesting @ change to their demographic designation)
Promotion, Transfer, Hirad, List. No List, Offered Not Offerad, Refused

Reaszon for Action

Intarviewer/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 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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K. EQUAL OPPORTUNITY ADVISORY COMMITTEE GUIDELINES*

STATE OF RHODE ISLAND

DEPARTMENT OF ADMINISTRATION

LS FRETRENT OF
ADMIMIZTAATION

Division of Equity, Diversity and Inclusion
State Equal Opportunity Ofice

One Capitol Hill

Providemce, RI 02908-5890

401-222-3090

www dediri gov

EQUAL OFPORTUNITY ADVISORY COMMITTEE®
GUIDELINES 2022-2023

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 govemment.

1 ESTABLISHING THE COMMITTEE:
A Al employess should be informed of opportunities to serye on the commaittes.
B. Apency head appoints the committze from a list of wo: .
C. Vohnteers should include staff from: -
1. Each division of agency
3. Various job levels
3. Diverse group of employees, i.e. minoriies, WIMeD, Parsoms with dizabilities,
and veterans

STRUCTURE:
A Terms of membership
B. Elections of officers
C. How mamy members
D. Altemates

E  Sub-commmitiess

F. Iestings

G iimates

FUNCTIONS (ROLE):
Advise —pot perform -

Develop short-term objectives

Tdentify areas of possible discrimination

Assist the designes of the agency head with preparing the affirmative action plan
Monitor the progress of the action goals and programs, if pecessary, make
recomaEendations fo Improve

Feview monthly progress Teporis

Tssue a progress report to agency head quarterly

pm moowEE

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

SECRETARY (DUTIES)

A Preside over meating in abzence of chairperson
B. Record minutes of the meeting

C. Prepare minutes for distribution.

AGENCY HEAD:
Should make a commitment that all recommendations will be reviewed and acknowladzed

EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY

1. Wewslefier

2. Pay envelopes

3. Employee handbooks

4. Copies of the affimative action plan policy statement of key program glements

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

For additional guidance and/or technical assistance, confact:

Bearee Henglatsany, Programming Services Officer
State Equal Opporfunity Office

Division of Equity, Diversity and Inclusion
Department of Adminisiration

Ore Capitol Hill

Providence, RI 02808

TEL # (401) 222-3080

Rhode Island Relay: 711

Email: beares henglatsamygdo 1i gov

* Faach agency 15 requared to have an Fgual Opporasity Advisery Commwiitoe

o4
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L. DIVERSITY ADVISORY COUNCIL GUIDELINES

STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

DEFERIMENT OF
ADMIMIZTIIATION

Division of Equity, Diversity and Incluzion
State Equal Opportanity Office
One Capitel Hill
Providemce, RT 02905-5890
401-F22-3080
www.dsdiri pov
r %

GUIDELINES 2022-2023

MISSON:

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

assist in the implementation of approved srategies and changes.

1. ESTABLISHING THE COMMITTEE:
A, All employees should be informed of opportunities to serve on the council.

Agency head appoints the council from a list of volunteers.
Diversity Lizison(s) will serve as ex-officio council member

Hon W

Vohanteers should inchede staff from:

1. Each division of agency

2. Various job levels

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

Sub-commuifiess
Meetings
Mimutes

G o0 W

3 FUNCTIONS (ROLE):
A.  Advise —not perfoom
B. Leverage diversity to improve employee and organizational performance
C. Link diversity strategy with the department’s/agency s business stratzgy
0. Develop mefrics to measure progress )

05
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E. Develop short- and lonz-term plans for advancing the goals of diversity and
inclusion.

4 CHAIRPERSON (DUTIES):
A. Prepars agenda for mesting
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 chairperso
B. Record minutes of the mesting
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, confact:

Bearee Henglatsanty, Programming Services Officer
Department of Administration

Division of Equity, Diversity and Inclusion
Human Resources Dutreach and Diversity Office
One Capitol Hill

Providence, RI 020038-3865

TEL # (401} 222-3020

Rhode Iland Relay: 711

Email: beares henplatsamyvinidea 1i gov

of
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M. ENFORCEMENT AGENCIES

* Agencizs ame ot reguined to have a Diverity Advisory Council but ars socouraged to
CaFARIBENT OF do so.

ADMINIETHATION STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

Divizicn of Equity, Diversity snd Inclusion
State Equal Opportapity Office

One Capitel Hill

Providemce, BT 02805-5820

401-222-3080

ENFORCEMENT AGENICES

Department of Administration
Office of Diversity, Equity and Omumm:ry
Stats Equal Oppernmity Office

Oms Capitol Hill
Providence, RI 02908

TEL # (401) 222-3090
FAN # (401) 222-2490

E I Bilaa i

RI Commission for Homan Rights
180 Westminster 5t Ste. 3
Providence, RI 02903-1918

TEL # (401) 222-2661/ Voice

TDD £ (201) 222-2664

FAN # (401) 222-2616

11.5. Equal Employment Opporiunify Commission
1501 L Street NW

Washington, D.C. 20507

TEL # (20%) 6634200/ Vaice

TDD £ (B00) B00-3302

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

Diepariment of Justice
Difice of the Americans with Disabilities Act
Civil Rights Division

PO Box 66118

Washingtor, D.C. 20035-6118

TEL # (202} 514-0301/ Vaice

TOD £ (202) 514-0381

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

o7
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RIEOO-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION {Revised July 2015}

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

* please note that this is s voluntary self-identification card and the infarmation you provide will not be used &s a basis for employment decisions *
TO BE COMPLETED BY APPLICANT OR EMPLOYEE ONLY

e L , 1
Address I I I ,,,, ” , l | : I [ 77 | ' 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.

Female O I I male O I

I 1— Black or African American {Not Hispanic or Latino} O | I 2 — Hizpznic or Latino a | I 3 — American Indizn or Alaska Native {Not Hispznic or Latino) a ]

| 4 — asian (Mot Hispanic or Lztino) DJ 5— White (Not Hispanic or Latino} O | l 6 — Native Hawaiian or Other Pacific Islander {Not Hispanic or Lztino) O |

Diszblad Vetsran [ l I Age: 40 & Over L] |

I 7 — Two or More Races (Not Hispanic or Latino) 0 l | Disabled O I I Veteran L] I

FOR PERSONNEL USE ONLY

IDepartment Division

Appropriation Account Mo, Pay Grade, Position No.

Incumbent* (Use this selection for current employees who are requesting @ change to their demograghic designation)
Promation Transfer, Hired. List, No List, Offered. Not Offarad, 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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VIII. ADDENDUM ‘
DIVERSITY PLAN TO IMPROVE MINORITY HIRING AND WORKPLACE INCLUSION

A. The Department of Behavioral Healthcare, Developmental Disabilities & Hospitals (BHDDH)
is committed to fostering an organizational culture that promotes and values equity, diversity,
fairness, and inclusion. Throughout this document inclusion is identified as the development of a
workplace that embraces all its employees, where all voices are encouraged and heard; that
encourages fairness and mutual respect; and that actively strives for diversity in terms of race,
ethnicity, age, gender, gender identity, sexual orientation, physical and neuro- disabilities,
veterans, and other minorities.

To this end, we remain steadfast in our commitment to promote an environment free from
barriers that may prevent personnel from realizing their potential and rising to the highest levels
of responsibility within the Department. BHDDH continues to strengthen policies and
procedures that promote Diversity, Equity, Inclusion and Equal Opportunity principles. We
believe diversity is the key to innovation, and that inclusion is imperative for cohesive teamwork,
while equity is critical to Workforce readiness.

According to the Job Group Analysis Summary for fiscal year 2022 (7/1/21-6/30/22):

e 9% of Officials, Managers/Administrators positions were held by minorities (combined
male/female) compared to 25% White (NHL*) males and 66% White (NHL*) females
totaling 91%. Compared to fiscal year 2020 (7/1/19-6/30/20), there was a 4% decrease of
positions held by minorities (combined male/female), a 3% increase in White (NHL*) males
and 1% decrease in White (NHL*) female categories.

e 27% of Professional positions were held by minorities (combined male/female) compared to
14% White (NHL*) males and 59% White (NHL*) females totaling 73%. Compared to fiscal
year 2020 (7/1/19-6/30/20), there was a 3% increase of positions held by minorities
(combined male/female), a 2% increase in White (NHL*) males, and a 5% decrease in White
(NHL*) female categories.

e 53% of Paraprofessional positions were held by minorities (combined male/female)
compared to 12% White NHL*) males and 36% White (NHL*) females totaling 48%.
Compared to fiscal year 2020 (7/1/19-6/30/20), there was a 3% increase in the minority and
2% decrease in the White (NHL*) categories.

e BHDDH total minorities representation across all EEO job categories is comprised of
approximately 34% compared to 66% White (NHL*) (combined male/female). Compared to
the fiscal year 2020 (7/1/19-6/30/20), there was a 1% increase in the minority and 2%
decrease in the White (NHL*) categories (combined male/female).
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The current underrepresentation of certain groups in the workforce, especially in upper
management positions, is acknowledged by the Equal Opportunity Advisory Committee
(EOAC) and the Race Equity Committee (REC). BHDDH continues to work on including
and expanding representation of EOAC and/or REC members to serve on the hiring
interview panels.

The Department will continue to work diligently to affirmatively advance diversity in the
workplace. One of the ways to accomplish this is by working with the Division of Equity,
Diversity & Inclusion (DEDI) as a resource to disseminate job openings to potential
applicants who are members of a protected class. BHDDH will also ensure that there are
equal opportunity employment opportunities for all applicants and employees across all the
department’s divisions.

B. The Department of Behavioral Healthcare, Developmental Disabilities & Hospitals (BHDDH)
will embrace and implement a diversity plan to create a workplace culture and climate that
values diversity and 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 that staff who are members of a protected class are
aware of and have access to career advancement opportunities within BHDDH.

c. Provide a process for staff who are members of a protected class to voice
concerns and comments related to diversity and inclusion without fear of
retribution or ostracization.

d. Use data facilitated by DOA/HR and DEDI to ensure BHDDH continues to
improve equity within the Department.

2. Encouraging community 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 protected

classes have access to career advancement opportunities within the BHDDH
system of care.
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C. BHDDH’s plan is to ensure that new and existing employees within the workforce participate
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 DEDI or others to ensure that new and existing employees
within the BHDDH workforce participate in training program(s).

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