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I. AGENCY ORGANIZATION AND STRUCTURE

The Rhode Island Department of Children, Youth and Families, an agency within the Executive
Office of Health and Human Services, is the unified state agency with combined responsibility
for child welfare, children’s behavioral health and juvenile corrections. The Department is
statutorily designated (Rhode Island General Laws (RIGL) §42-72-5) as “the principal agency of
the state to mobilize the human, physical, and financial resources available to plan, develop, and
evaluate a comprehensive and integrated statewide program of services designed to ensure the
opportunity for children to reach their full potential. Such services shall include prevention, early
intervention, outreach, placement, care and treatment and aftercare programs.”

The Department’s mission is to “Partner with families and communities to raise safe and healthy
children and youth in a caring environment,” and its vision is “Healthy Children and Youth,
Strong Families, Diverse Caring Communities.” To this end, DCYF has defined the following
goals:

e Provide the right service, at the right time, at the right cost to our children and families;

¢ Ensure competence, accountability, and professionalism at all levels of the agency;

e Improve employee engagement to raise morale and productivity;

e Utilize data to inform decision-making;

e Reduce the number of children and youth being placed in congregate care settings;

e Increase the number of children and youth placed in kinship care with sibling placement
priority;

e Increase the number of children and youth placed in family-based settings;

e Reduce placement disruptions;

e Reduce the length of stay of youth in congregate care; and,

e Safely increase the number of youth returning home.

Through partnerships and contracts with multiple service providers, and to help meet its
established goals, DCYF provides services to and for Rhode Island children and families, to
include (but not limited to):

e Assessment and Stabilization

e Disruptive Behavior Management

e TFamily Care Community Partnerships (FCCPs)
e Family Stabilization Programs

e Foster Care and Kinship Care Support

e Group Care

e Independent Living Programs

e Mental Health Treatment Services

e Parent Training and Skill Building Programs
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e Residential Treatment

e Semi-Independent-Living Programs
e Specialized Foster Care

e Specialty Populations and Services

e Supervised Visitation Services

e Wayward and Disobedient Programs
* Youth Diversionary Programs

The Department of Children, Youth and Families is organized as a Department under the
Executive Office of Health & Human Services.

DCYE Director

. L : Juvenile . : ¢
3 i i ‘CSRH Licensin 2 of
: Famlly SEWICES' Justlce/?robation Depl}ty . E Ch!ef Staff
ivision of Petfurmance
fmprovement

Child Protective
Services

Lega¥

Budget/Finance

Policy/Leg

Contracts

Figure 1: Organization of the Department of Children, Youth and Families

Child Protective Services

The Child Protective Services (CPS) Division is charged with protecting Rhode Island children
from maltreatment. Through the State Central Registry (1-800-RICHILD), CPS receives and
screens all reports of alleged child maltreatment in accordance with RIGL §40-11-7 to assess and ;
determine an appropriate response by DCYF or our community partners. The division also
refers families for community-based treatment and preventive services as needed in situations
where there is no identified present danger or safety threat.

Family Services Division

The Family Services Division consists of 4 regional offices throughout the state: Providence;
East Bay; Northern and Northwestern Rhode Island; and Kent and Washington Counties, the
Screening and Response Unit, the Administrative Review Unit and the Voluntary Extension of
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Care Unit. A Chief of Practice Standards oversees each regional office and an administrator
oversees the other auxiliary units. There are several paths that a family may be referred to

the Family Service Division (FSU) of the Department; through a Child Protective Services (CPS)
investigation where a determination is made that services are needed to address abuse, neglect, or
dependency within the family. Through the Screening and Response Unit and the Family
Support Line within the unit where families do not have a legal status with the Department and 1s
requesting assistance. Many of the families receiving case management from FSU are involved
with the RI Family Court on a related abuse or neglect petition as the result of a indicated CPS
investigation. The Division also works with families of youth who are involved with the RI
Family Court on juvenile justice matters.

Resource Families

Kinship caregivers, traditional and therapeutic foster families, and pre-adoptive families are
collectively known as “resource families.” Resource families are critical partners to DCYF because
they provide care for RI children and youth who cannot safely live with their parents, and they can
play a supportive role in reunification. The Division of Resource Families is responsible for the
statewide recruitment, development/training, licensing, matching/placement, support, and
additional permanency supports for all resource families.

Community Services and Behavioral Health

Community Services & Behavioral Health (CSBH) is responsible for developing a continuum of
care for children's behavioral health services that supports children to live in family settings. CSBH
encourages services to prevent hospitalization and reviews services to ensure proper matching of
services to needs and to improve the quality of and access to services. CSBH oversees all
children’s behavior health service delivery for the state, not just services for children involved with
the child welfare system.

Division of Youth Development

The Division of Youth Development consists of the Rhode Island Training School and the Office
of Juvenile Probation. The Division of Juvenile Corrections promotes the rehabilitation of youth
through a continuum of flexible, innovative, and effective programs for male and female youth.
The Division of Juvenile Corrections strives to promote positive outcomes for youth and to

reduce recidivism for youth within the juvenile and criminal justice systems.

The Rhode Island Training School

The Rhode Island Training School (RITS) is a secure correctional program for male and female
youth who are detained and /or sentenced to the facility by order of the Rhode Island Family
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Court. The RITS provides for the rehabilitation of youth through a comprehensive continuum of
services provided in partnership with families, the community and the Department. Supervision,
security, education, behavioral health, health and transition services are provided to all youth
incarcerated at the RITS in an individualized, culturally and gender sensitive manner.

All youth incarcerated at the RITS receive educational services in accordance with their
academic level and/or specific individual education plan. The RITS educational program is
approved as an alternative educational program and adheres to Rhode Island Department of
Education regulations. Goals and objectives consistent with this mission are developed annually

to measure effectiveness of programming for residents.

The Office of Juvenile Probation

The office of Juvenile Probation provides supervision in the community for youth who have been
adjudicated wayward or delinquént by the Rhode Island Family Court and are sentenced to a
term of probation, or who are sentenced to the Rhode Island Training School (RITS), but can
serve their sentence in a residential treatment program (temporary community placement).
Adherence to court ordered conditions of probation is monitored. Probation Officers assist in
coordinating needed services. They provide ongoing support to youth and families with the goal
of maintaining youth safely in the community and reducing recidivism.

While the primary goals of Juvenile Correctional Services are to reduce the instances of youth
who re-offend and maintain community safety, the office of Juvenile Probation seeks to promote
positive youth outcomes such as educational attainment, meaningful employment, and stable

housing.

Management and Budget

The Office of Management and Budget provides timely, accurate analysis and reporting in
support of efficient management of financial resources and to ensure proper accountability for
the use of these resources. The office aims to maximize federal and third-party reimbursement to
reduce state general revenue costs. Key functions include budget development and monitoring,
financial management & accountability, and federal reimbursement functions. The core finance
team is responsible for processing vendor, foster parent, adoption, and guardianship payrolls, and
accounts payable/receivable. This team performs reconciliation and on-going maintenance of
federal claiming. This team is also responsible for the annual budget submission. Federal
Benefits Unit staff complete Medicaid and Title IV-E eligibility determinations. All oversight of
existing grant opportunities as well as pursuit of new opportunities is housed within Federal
Grants Unit.
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Operations Support

The DCYF Operations Division is organizationally separated into the Technology Operations
Section, the Capital Asset Management Section, and the Services and Support Section. The
Technology Section is responsibility for the operation and maintenance of DCYF’s Statewide
Automated Child Welfare Information System (SACWIS), the Rhode Island Child Information
System (RICHIST). This section also provides the Department with network system service and
support, and hardware, software and telecommunications licensing support. The Capital Asset
Management Section maintains approximately 450,000 square feet of leases and state-owned
properties. The Services and Support Section manages the daily operations of the Department to
include supply management and Department internal and external mail distribution.

Human Resources and Management Support

This Division coordinates the department’s human resources and personnel systems, including
monitoring, and administering established standards and procedures and identifying
opportunities for improvement. The Division develops human resources goals, objectives, and
systems, and executes oversight of all contracted and temporary personnel. This unit executed
oversight of the Department’s Record Center as well as Front Desk operations.

Division of Performance Improvement, Research and Data Analytics (DPI)

The Division of Performance Improvement, Research and Data Analytics (DPI) is comprised of
four sub-units: data analytics and evaluation, change management, case review system, and the
workforce development unit. Collectively, DPI’s units engage in System-wide strategic planning
and continuous quality improvement through: ongoing monitoring and surveillance system on
numerous practice and impact outcomes on child, family and system levels; advanced statistical
analysis to evaluate program impacts and for predictive analytics; research design and program
evaluation; program design, planning and implementation; root cause analysis and advanced
statistical analysis and qualitative analysis to identify issues; development of logic models and
theory of change; selection of interventions based on data analytics and root cause analysis;
implementation of change management principles for system-wide strategic planning based on
data analytics; integration of quantitative data and qualitative data from the case review system; a
feedback loop to the Talent and Workforce Development unit for staff training; and feedback loops
to DCYF managers, staff, and system-wide stakeholders for practice change, policy changes and
change management.

Workforce Development

The mission of the Workforce Development Division is to support and empower employees to
reach their fullest potential in furtherance of DCYF goals. This Division represents DCYF’s
primary training source for child welfare and child welfare support employees. The Workforce
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Development Unit also provides leadership development training and operational integration and
sustainment, and advises senior leadership on the selection, implementation and sustainment of
organizational support programs which ensure career broadening and advancement opportunities.

?Legalf[wc(ll

The DCYF Office of Legal Counsel represents the interest of DCYF in legal proceedings filed in
Federal and State courts. The DCYF staff attorneys have the primary responsibility to advise and
consult on child protective and juvenile justice matters. The DCYF attorneys prepares civil child
protective/child welfare petitions and files them with the Family Court. These petitions include
but are not limited to litigation relating to child abuse and neglect and termination of parental
rights.

**THIS SECTION INTENTIONALLY LEFT BLANK**
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II. PLAN ADMINISTRATION
A. POLICY ON SEXUAL HARASSMENT

ETATE OF RHODE ISLAKND AND PROVIDENCE PLANTATIONS
DEPARTMENT OF ADMINISTRATION
Enterprise Policy '

Human Respurces 2618

Kxle Ad j
Sexusl Harassment Policy ‘;Lﬂl-ﬂ?gﬁ
04-02-18 Exle Adsmomsiihe n soyv
1. Scope

This policy applies to all State Executive Branch agencies and employees whether permanent, non-

permanent, temporary, seasonal, full orpart-time Employees are alse required to familtaize themselves
with agency-specific sexnal harsssment policies.

2. Introdnction

MSmmﬂkammesam@mmmﬁwﬁmﬂhﬂrm Sexual
‘harassment of employees cooutring in the workplace orin other settings related fotheir employment
is nolawful and will not be tolerated. Any retaliation against an individual who hes complained
abont sexual harassment or retslistion against individuals for cooperating with an investigation ofa
sexnal harassment complaint is similarly nalawfil and will not betolerated. To achieve aworkplace
free from sexual harazsment, there are procedures by which inappropriste conduct will be dealt.

The State of Rhode Island takes allepations of sexval harassment sericusly, and will promptly
mMMcmimﬁufmhmmltmmmdmme comduct
has occurred, action shall be taken to prevent fusther offending comdnet and impose timely

comective action asisnecessary, uptoand including disciplinary sction where appropriate.
Please note that while this policy sets forth goals of promoting a workplace that 15 free of sexual
‘harassment, the policy 15 not desipned or imtended to limit the anthority to immediately impose

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

3, Definifion of Sexual Harassment

In Rhode Island, “sexual harassment™ means any unwelcome sexual advances or requests for sexual
favors or any other verbal or physicat conduct of a sexual nature when®

{1} Subumission to that conduct or those sdvances or requests is made gither explicitly or implicitly a
term or condition of #n mdividual's employment; or

{2) Submission te or rejection of the conduct or advances or requests by an individual is nsed as the
basis for employment decisionz affecting the individual; or
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73) 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 28-31-1 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 1s 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 orinsulting comments;

* Inquiries into one's sexual experiences; and

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

The complainant does nothave to be the person at whom the unwelcome sexuval 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 emiployee has made about discrimination
or harassment; 2) a person who assists in filing a complaint about discrimination or harassment;
and/or 3) a person who has testified about discrimination or harassment.
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4. Supervisor's Responsibilities

Supervisors who observe, witness. or are informed of inappropriate behavior of a sexual nature or
incidents of sexual harassment must immediately report such behavior or incidents to the Division
of Human Resources. The supervisor is required to report the behavior or incident regardless of
whether a complaint 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 1n writing ororally.

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

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 exient 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 11> the complainant.

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

7. Additional Remedy

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

If ODEO makes a determination that there is probable cause of discrimination. it will try to
conciliate the complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If, after a hearing, the Hearing Officer determines that sexual harassment occurred,
the ODEO will present its findings and recommend corrective action. (Please note that if a
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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 10 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 Comumission (EEOC)
WWW.€e0c.gov
John F. Kennedy Federal Building
75 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.ri.gov
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

Ifit1s determined that an employee has engaged ininappropriate 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.
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Rhode Island General Laws:

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

11. Signamres

RS
Di‘éision Director

Director of Administration

A

Duie

/3 /15

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

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

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

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

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

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

and acquisition of special equipment.

The Americans with Disabilities Act/504 Coordinator for the Department is Attorney Patricia
Hessler, Administrative and Legal Support Services Administrator.
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The Department is committed to identifying and eliminating past and present effects of
discrimination in employment. To achieve this, we will identify those classes of individuals
which are underrepresented in our workforce, set goals and timetables for increasing

our employment of those underrepresented groups, and implement an Affirmative Action Plan
of outreach, recruitment, training, and other similarly designed programs.

The Human Resources Administrator is responsible for ensuring that the program is coordinated
within the Department of Children, Youth and Families.

As the Director of the Department of Children, Youth and Families, I assume the responsibility
for en? that this equal opportunity policy will be carried out within the Department.

/‘%@ |

Kevin Au%gf in, Interim Director, DCYF
Date: J-2%-282)
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C. APPOINTMENT OF EQUAL OPPORTUNITY ADVISORY COMMITTEE (EOAC)

DCYF established an EOAC in 2018 in accordance with Appendix L: Equal Opportunity
Advisory Committee Guidelines.

The duties of the DCYF Equal Opportunity Advisory Committee are as follows:

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

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

Review monthly progress reports

Issue a progress report to agency head quarterly

SESNOU-IS

Q

The responsibility of the Equal Opportunity Advisory Committee is to monitor any issues or
concerns as it relates to the Affirmative Action Plan of the Department of Children, Youth and
Families to promote equal opportunity for all DCYF staff as well as ensuring equity in benefits
and incentives.

The DCYF Equal Opportunity Advisory Committee has been identified and our first meeting
was held on November 27, 2019. The committee meets twice a year.

Schedule of Meetings July 1, 2019 through June 30, 2020
November 27, 2019
January 27, 2020

Schedule of Meetings July 1, 2020 through June 30, 2021
October 19, 2020
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The members of the DCYF Equal Opportunity Advisory Committee (EOAC) are as follows:

Project Manager

NAME TITLE RACE GENDER

Patricia Hessler Administrative and White Female
Legal Support
Services
Administrator

Kevin McKenna Assistant Director, White Male
Division of
Workforce
Development

Sarah St. Jacques Interdepartmental White Female
Project Manager

Colleen Walters Interdepartmental White Female
Project Manager

Jennifer Lee Probation & Parole White Female
Supervisor

Zenaida Martinez Casework Supervisor | Hispanic Female
II

Brandi Didino Casework Supervisor | White Female
I

Winsome Stone Interdepartmental Black Female
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Equal Opportunity Advisory Committee Minutes
November 20, 2019
1:00pm

Attendance: Colleen Walters, Winsome Stone, Kevin McKenna, Jennifer Lee, Sarah St.
Jacques, Lori Murphy

L Call to Order: Meeting called to order at 1:03pm

IL. Introductions: Colleen explained to everyone that their participation on this committee was
recommended by either the director or their administrator. An introduction of all members in
attendance was conducted.

III. Role of Advisory Committee: The duties and responsibilities of the DCYF Equal
Opportunity Advisory Committee are as follows:

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

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

Review monthly progress reports

* Issue a progress report to agency head quarterly

The mission of EOAC is to provide two-way communication and suggestions on different
aspects of the Equal Opportunity Program to the director and Equal Opportunity Coordinator.
The difference between the Diversity Advisory Committee is that while they are proactive in
recruiting a diverse population to better reflect the clients we serve. The EOAC’s responsibility
is to ensure that the policy is followed and there is no discrimination regarding individuals we
hire as well as all promotional or workforce development opportunities. Meetings will be held
quarterly.
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Colleen Walters is the Equal Opportunity Chair of this Committee and Pat Hessler is the Equal
Opportunity Coordinator. The Committee nominated Lori Murphy as the Equal Opportunity
Secretary.

Colleen will draft an EOAC Charter for review and edits at our next meeting.

IV: Review of Civil Rights Policy: The EEO Advisory Committee is tasked with reviewing
the “Civil Rights: Federal Laws and Regulations Regarding Nondiscrimination,” policy and
provide feedback and recommendations to Colleen Walters by Sunday, January 12, 2020. We
will discuss at our next meeting.

Sarah St. Jacques also suggested that we identify a better tittle for this policy which will also be
discussed at next meeting.

Winsome Stone asked what the procedure was for filing a grievance of discrimination? Colieen
explained that there is a complaint form and in the Civil Rights Department Operating Procedure
under “Grievance Procedures” explains that protocol.

V. Action Items: The Committee nominated Lori Murphy as the Equal Opportunity Secretary
Next Meeting: January 21, 2020 at 9:30am in the 2™ floor conference room

Meeting adjourned: 1:23pm
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Equal Opportunity Advisory Committee Minutes
January 27, 2020
9:30AM

Attendance: Colleen Walters, Winsome Stone, Brandi Didino, Ashley Zambrano, Jennifer Lee,
Sarah St. Jacques, Patricia Hessler, Lori Murphy

I. Call to Order: Meeting called to order at 9:30AM

II. Introductions: An introduction of all members in attendance was conducted.

III. Review of the Current Civil Rights Policy:

The EOAC’s responsibility is to ensure that the policy is followed and there is no discrimination
regarding individuals we hire as well as all promotional or workforce development opportunities.
Colleen stated that the Department of Administration is currently working on revising a
complaint/discrimination process. Once DOA has completed, we can all review their process
and that will help us to finalize our civil rights policy. The committee reviewed the current
policy and some of the possible changes are as follows:

Removing the term “political belief”
Changing the word “handicap” to “disability”
Adding “chief legal counsel” if anyone has questions regarding this policy
Changing “sexual orientation” to “sex or gender.” Sarah stated that this policy is in our
policy manual, but it is not on our website.
When filing a discrimination complaint, an individual has several options. We may want
to change to having an individual file a complaint internally with the Department first.
Taking out the pronouns “he/she” to make more inclusive
Clarifying the roles of Title VI Coordinator and the Section 504 Coordinator — possibly
having this be the same person.
Under Grievance Procedure 5f, may want to remove “utilization of this grievance
procedure is not a prerequisite to the pursuit of other remedies™.
Should we list amendments to this policy as well as some of the language that has been
updated.
Adding “Right to Appeal process”
Adding “If you have a disability, here is who you can reach out to.”
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e Adding protection regarding parent’s socio-economic status added from child support
enforcement — IV-E claiming.

IV. Action Items:

e Colleen to check with DOA HR and Licensing on what language they use to notify client
of their civil rights (ie dissemination of civil rights).

e Brandi DiDino to check with FSU staff to determine what (if any) language is sent out to
clients.

e Jennifer Lee to check with probation staff

e Sarah St. Jacques will check on using the proper language regarding sexual orientation,
sex, gender, etc.

e Pat Hessler to review requirements for Title VI Coordinator and 504 Coordinator to
ensure that we are complying.

The Committee will meet in 6 months to review outcome.

Meeting adjourned at 10:20AM.
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D. DIVISION HEADS, SUPERVISORS, HUMAN RESOURCES LIAISON

This section of the plan codifies the responsibilities of DCYF employees.

1.

The Director is responsible for ensuring that the Equal Opportunity Policy and Program
is implemented within the Department of Children, Youth and Families.

Division Heads have the responsibility to read and be familiar with this Affirmative
Action Plan. They will ensure that employees are aware of the existence of this plan, and
how it can be obtained. Division Heads 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). Division Heads will take
positive actions to ensure that all qualified individuals are encouraged to apply for
employment, promotion, and training. When serving on interview panels, Division Heads
will ensure that positive steps are taken to ensure fairness and equality in all hiring
decisions. Division Heads are responsible for maintaining a work environment that is free
from discrimination and / or harassment.

Supervisors have the responsibility to 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 to ensure that 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 to ensure fairness and
equality in all hiring decisions. Supervisory personnel are responsible for maintaining a
work environment that is free from discrimination and / or harassment. Supervisors are
responsible to 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 designation of DCYF’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 ones as new 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 DCYF Diversity Liaison is Kevin P. McKenna, Assistant Director, Division of Workforce
Development. The DCYF Diversity Liaison and serves as the liaison between DCYF senior
leadership and the Diversity Advisory Committee (DAC). The Diversity Liaison also serves as
the liaison between DCYF and the state Diversity Council. The DCYF Diversity Liaison serves
and an Ex-officio member of the DAC.

F. AMERICANS WITH DISABILITIES ACT/504 COORDINAT ORE[WC(zj

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

Complaints should be addressed to: Patricia Hessler, Administrative and Legal
Support Services Administrator who has been designated to coordinate ADA/504
Compliance efforts.

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

A complaint should be filed as soon as possible after the complainant becomes
aware of the alleged violation.

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

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

The ADA/504 Coordinator will maintain the files and records relating to the
complaints filed.
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G. DISSEMINATION OF PLAN AND POLICY

This Affirmative Action Plan for the Department of Children, Youth and Families will be
disseminated both internally and externally.

Internal Dissemination

1) The Department posts the equal employment opportunity poster on all appropriate
bulletin boards. ‘

2) All policies relative to non-discrimination are posted on our DCYF website.

3) A copy of the Affirmative Action Plan is sent to approximately 600 personnel and is
available upon request.

4) The Affirmative Action Plan is posted on our website

External Dissemination

1) The Plan will be submitted to the Office of Diversity, Equity and Opportunity (ODEQ)
State Equal Opportunity Office in the Department of Administration. This plan is also
informed by review and feedback from the DCYF Diversity Advisory Committee and
Equal Opportunity Committee.

2) The policy is state, in abbreviated form, on all State of Rhode Island Application for
employment (CS-14) forms.

3) The Department incorporates the equal opportunity clause in all contracts.

Executive, Associate, Assistant and Regional Directors are expected to become familiar with the
contents of this plan. Through coordination with the DCYF 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 DAC, the EOAC and Department Leaders upon
request.

H. POLICY STATEMENTSwc(s)

Key policy statements associated with this Affirmative Action Plan are provided below:

RETALIATION OR COERCION

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

POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department of Children, Youth and Families fully endorses and cooperates with the State
Equal Opportunity Office’s grievance procedure which provides for prompt and fair resolution of
complaints alleging discrimination in any area of employment based on race, color, sex,

religion, age, national origin, sexual orientation, gender identity or expression or disability.

You may contact the State Equal Opportunity Office for further information at 222-3090.

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 Children, Youth and Families shall render services to all persons
without discrimination based on race, color, religion, sex, age, national origin, sexual orientation,
gender identity or expression, or disability. Each Division is further responsible for making sure
that discrimination does not exist in any programs and activities it assists. This includes grants,
contracts, and all areas where the State dollar is spent. If any person feels that he/she has been
discriminated against, he/she may contact the Office of Personnel Administration/State Equal
Opportunity Office, One Capitol Hill, Providence, Rhode Island 02908-5865. The telephone
number is 222-3090.

A N eeesa R
K«vin Aucoifi’/ Interim Director, DCYF
Date: ]-)5"»,}0/‘/
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POLICY ON CONTRACTS

In accordance with Rhode Island General Law 28-5.1, the Department of Children, Youth and
Families shall require that all contractors and suppliers of goods and services sign contracts
containing an Equal Opportunity Clause. The clause shall state that the parties agree to adhere to
the provisions of all applicable laws, rules, and regulations, both State and Federal, including,
but not limited to Rhode Island General Law 28-5.1, Title VII of the Civil Rights Act of 1964,
Rehabilitation Act of 1973 and Executive Orders 11246 and 11375. Every effort will be made to
solicit bids from Minority Business Enterprises and Women’s Business Enterprises. This policy
1s and will continue to be posted in conspicuous areas.

I%n'Aucm Interim Director, DCYF

Date: 3*)3»-9'—"17[

Page 27| 127




DCYF Affirmative Action Plan

POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES
AND VETERANS

The Department of Department of Children, Youth and Families 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 Assistance for the Vietnam Era Veterans Readjustment Act of
1974.

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

Accordingly, all employment decisions shall be consistent with the principles of equal
employment opportunity. The Department will communicate to all employees and applicants its
obligation to take affirmative action to employ qualified individuals with disabilities, and
covered veterans, in such a way as to ensure understanding and acceptance.

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

Patricia Hessler, Administrative and Legal Support Services Administrator is designated as the
504 Coordinator for the Department of Children, Youth and Families. 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.

N -~

y€vin Auco\i.;{, Interim Director, DCYF

Date: 3“2 9 -~ Jol/
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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.

m Aucoyrnterimj)irector, DCYF

Date: J-28-202/
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

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

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

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

3. Written personnel policies indicate that there will be no discrimination based on sex.

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

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

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

7. Pregnancy leaves of absence for female employees are granted on an individual basis,
depending on an individual’s physical condition, under the Department’s leave of absence
policy. Parental leave is afforded to all employees for child raising in

accordance with Personnel Rule 5.0661 (d) and State and Federal FMLA provisions.

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

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

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

11. Women will have equal opportunity to participate in training programs sponsored by the

department to the extent that they are under-represented. Special efforts will be made to
include women in any management training programs that are offered.
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12. The Department recognizes its obligation to provide a work atmosphere free of harassment
and intimidation. Any forms of sexual harassment, such as unwelcome sexual advances,
requests for sexual favors, and/or other verbal or physical conduct of a sexual nature, will not
be tolerated. Violations of this policy will be handled appropriately as part of the

department’s disciplinary procedures and its posted policy letter in support of the federal
guidelines on sexual harassment.

-

-

P/ ,
Kyﬁn AucoinMnterim Director, DCYF

Date: J - 23 - JC"/’I/

*#*THIS SECTION INTENTIONALLY LEFT BLANK **
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In accordance with DCYF Policy 100.0140, Civil Rights and Federal Laws and Regulations
Regarding Nondiscrimination, DCYF employees and applicants for positions may file
complaints alleging discrimination based on race, color, religion, age, sex, national origin,
disability, veteran status, sexual orientation, or gender identity or expression:

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

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

The Agency Director (respondent) will be notified of the alleged charge;

4. Upon the completion of the investigation the State Equal Opportunity Office will
decide as to probable cause based on the summary of facts;

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

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

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

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

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

W

DCYF Policy 200.0075, Sexual Harassment, is designed to ensure that employees work in an
atmosphere free from distasteful behavior, undermining the integrity of the workplace. This
policy prohibits repeated, unwarranted conduct or communication of a sexual nature that
adversely affects a person’s employment or working environment. The policy acknowledges that
offenses may be committed by a person of either gender, and / or committed against a person of
the same or opposite gender. This policy establishes the procedures by which persons believing
themselves to be victims of sexual harassment may seek redress. Policy 200.0075 references the
Equal Opportunity Commission policy and advises employees to contact the DCYF Equal
Opportunity Officer or the DCYF Office of Human Resources to seek advice, counsel, or
conciliation regarding sexual harassment situations.
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III. PROGRAM STATISTICS

A. APPLICANT DATA

S o vOUTH S PR R
Applicants
[ Classification Tille J Posiion Number || EEO %b union ., | Non-mion, | List_|NoLixt|{While Mete| Mnority | Female | Disablent { Veterans | He Transfe Pay Grade _|
34 ok Category 37, a4 2 o o a8 i =, = 4 5 =] Withl > b Y
Tolals LA o 0. SO0 R-= e N Lt b-CTAE BRoe AP e I 8 g
EEG Calegory ! T RacelEihnic Code 2nder Code
A~ Officile/ManagersiAdministraiors E - Paraprofessionals T dian (Not Hspank o Latino) F - Female
iB - Profeseion: ke inistrative Support 2o Amcorkano M- Male
C - Techmick G - Shiled Crat 3. Native (Nol Hisparic or Laino)
{CF - Faculty H - Service Maintenance 47" Hapans or Latino) Disabied Gods
D - Profective Services LSa HESPANR OTLAtNG) | e s s D~ Disabled
6+ cliic lander (Not Hispanic or Latino)
. 7- s (Not Hispanic or Latino} Veleran Code
. V- Veteran

**THIS SECTION INTENTIONALLY LEFT BLANK**
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B. APPLICANT FLOW DATA

APPLICANT FLOW DATA

AGENCY: DEPARTMENT OF CHILDREN, YOUTH & FAMILIES DATE: 7/1/19-6/30/20
MALE FEMALE
» E = g - g o8l w 5: N g . % 05| w ~
E3 1%, (221255 2 | € B,z | |22 |22E50 2 | 2 Edg|zS| 3 | B
PE |85 |25 Gs2| =z | & [FEB|op | |58 |55 1Es2 = | & |FE89n1 0 | &
<|zsgl2 B2 5 | 2 [#Ez89 |5 |2 B2 | 5 | £ |4E%/28|°
é?: gé < :OQr—m ;E §< < 'ZO-@ e
< =z < =z
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OFFICIALS/ADMINISTRATORS| . 170 9| [ 0| 0 45| 0| 2 14 10 1 4 72 0| 7l 2 4
PROFESSIONALS 2238 | 119 61 4 15 375 0 41 227 294 14 21 950 0| 117 56 74
PROTECTIVE SERVICES 146 19 7 3 1 22 0 7| 27 21 1 1 27 0 10 2 7
PARA-PROFESSIONALS 435 36 12 0 6 77 0 5| 34 66| 5 1 167 0 26 6 10
ADMINISTRATIVE SUPPORT 118 4 2 [ 2| 14| 0| 1 6] 31 2 2| 47 0| 5 1
SERVICE/MAINTENANCE 17 2 1 0 0 6 1] 0 1 0 1 1 3 [s] 0 2
TOTAL 3122 |- 189 89 7 24 539 0 56 309 422 24 30 1266 0 167 T 98 -
HIRES
OFFICIALS/ADMINISTRATORS 2 1 1
PROFESSIONALS 36 2 1 3 10 7 1 11 1
TECHNICIANS 0
PROTECTIVE SERVICES 6 1 2 3
PARA-PROFESSIONALS 0
ADMINISTRATIVE SUPPORT 0
SKILLED CRAFT 0
SERVICE/MAINTENANCE 0
TOTAL 44 . 2 3 0 0 5 0 -0 13 7 o} 1 12 0 1 0 -0
PROMOTIONS
OFFICIALS/ADMINISTRATORS| - 0
PROFESSIONALS 40 1 11 4 4 20
TECHNICIANS 4]
PROTECTIVE SERVICES 0
PARA-PROFESSIONALS 5 1 3 1
ADMINISTRATIVE SUPPORT 1 1
SKILLED CRAFT 0
SERVICE/MAINTENANCE 0.
TOTAL 46 1 1 0 0 14 0] "] 4 5 0 0 21 0 0 -0 0
TERMINATIONS
OFFIQIALS/ADMINISTRATORS| - *.. 11 1
PROFESSIONALS 6 1 1 4
TECHNICIANS 0
PROTECTIVE SERVICES 0
PARA-PROFESSIONALS c
ADMINISTRATIVE SUPPORT 2 2
SKILLED CRAFT ]
SERVICE/MAINTENANCE 0
TOTAL 9 0 1 0. 0 1 0 0 0 0 0 0 7 0 0 0 0

* Not Hispanic or Latino

** Include disabled in appropriate job categories.
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C. STATISTICAL SUMMARY

DEPARTMENT OF CHILDREN, YOUTH & FAMILIES

AGENCY
CURRENT LAST YEAR'S WORKFORCE
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0 0 0 0 0 0 0 0 -1 1 0 0
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-1 2 1 ] 0 ] 2 -1 -1 4 0 0
=3 -1 1 =2 -1 A 0 1 0 (] 0 (]
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<14 11 = e [ P IR A4 0 g

....................... Percent
inority Applicants 71.04%
inority Hiring 71.271%

Female Ap

plicants

Female Hiring

““Terminalion Percent

11.11% Minority
77.78%: White Female
11.11% White Male

" Page 35| 127




DCYF Affirmative Action Plan

Total Current Workforce Percent &~ e L N e Goals Met
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E. STATISTICAL SUMMARY

EEQ JOB Category: Officials Managers & Administrators DATE: 7172019 - 6/30/2020
Male Female
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IV. IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS

This section of the Affirmative Action Plan examines DCYF personnel practices and
underrepresentation statistics. Deficiencies discovered through this analysis are identified and
accompanied by associated corrective actions.

A. SELF-EVALUATION OF AFFIRMATIVE ACTION PROGRAM
PERFORMANCEwca)

Racial and ethnic minorities make up a disproportionate share of DCYF’s client population, as
illustrated in the table below:
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Race and Ethnicity

& Children/Youth in DCYF Care # Children Under 18 years, Rhode Island

Data Source: US Census Bureau 2018, Adoption and Foster Care Reporting System FFY2018
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It is also important to note that while these statistics relate only to race and ethnicity, DCYF’s
service population includes Lesbian, Gay, Bisexual, and Transgender (LGBT) youth. LGBT
youth frequently experience rejection by their families, bullying and harassment, factors which
increase the risk of involvement of these youth in family court.

DCYF operates with the vision that our client population is best served by a workforce that
reflects the diversity of those we serve. Having a diverse staff allows for greater understanding
and better communications between our agency and the families we serve.

In addition to the Equal Opportunity Advisory Committee, (EOAC) the agency chartered the
state’s first executive branch Diversity Advisory Committee (DAC) in 2015. The DAC is a
council of volunteers from across DCYF that aims to help promote diversity and inclusion. The
DAC believe that the makeup of our staff should reflect the diverse makeup of the children
DCYF serves. The DAC also strive to ensure equitable outcomes for our families.

The committee has recently helped to:

e Recommend new policies and procedures for hiring, promotion and the agency’s
affirmative action plan

e Create educational and social opportunities to encourage empathy and culturally
competent thinking

o Take part in critical planning, including prevention efforts and equitable outcomes in out-
of-home placement of children and youth

Between July 2019 and June 2020, DYCF experienced the following achievements:

Civil Service Exams

»  Met with a panel of DCYF with Tom Mannock to ensure that candidates strictly meet the minimum
qualifications of a job spec before being allowed to take exam

=  Was able to eliminate over 300 candidates who did not meet qualifications for Social Caseworker
Il classification which resulted in better qualified candidates on the civil service list as well as
improving in our retention rates.

Cultural Diversity

1) Including an active member of the Diversity Advisory Committee on interview panels
2) Partnership with ODEO for assistance in recruiting of positions
3) Creation of a Race Equity Team

Communication with staff

= Director’s weekly newsletter
= Open Forums with Director
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Retention Rates

»  Exit Interviews — conducting Exit Surveys for all staff leaving the department to assist with
improving retention rates

Hiring Initiative

= A subsection of what will now become a more encompassing Workforce Development initiative
»  Addressing the overall development of;

o}

Job Needs Assessment (current job classifications do not match the work that many
current positions perform...sort of a case of putting square peg worker titles into round
hole job duties) ' :
Proper Job Descriptions

= Admin in divisions taking responsibility to clearly define the roles and duties of

each current position

Recruitment plan that meets

* Hiring needs

» Diversity outreach

= Correct competency group

= Allows for internal advancement
Proper Testing or interviewing
New onboarding initiative (improve the way we bring on new staff (i.e. welcome letter,
computer access, supplies, etc.)
Creation of a training curricula that meets the:

= Core Competencies of the position

» The education & experience level of the new hire

Creation of an internal advance track

Based on some of the steps above as you need to clearly understand the roles, duties and
responsibilities of positions in order to:

e (reate a series of core skill training for that position

e Create the opportunity for staff who are looking at advancing to take part in those skill building
training prior to moving into an advanced position

e Teaching, and or Apprenticeship

e Development of an “Internship to Employment” program with RIC School of Social Worker that
will broaden the pool of potential of future employees

Creation of a Race Equity Team (RET)

Beginning in mid-2020, following public instances of racial injustice and civil protest both at the
local and national level, the DCYF Race Equity Team (RET) is a group comprised of both
internal and external participants which came to fruition from a clear need to address issues of
racial inequity more proactively at the Department. The DCYF Diversity Advisory Committee
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(DAC) reviewed several models and recommended the Annie E. Casey Foundation’s Race
Equity and Inclusion Action Guide to direct the team’s activities. The guide models a 7-step
approach to systematically address racial inequity within an organization and includes tools and
resources developed by race equity and child welfare experts. The RET agreed with this
recommendation of adopting the Annie E. Casey model as the framework for its work. To date,
most of this work has been focused on the first three steps of the model: Establish a Shared
Understanding of Race Equity and Inclusion Principles, Engage Affected Populations and
Stakeholders, and Gather and Analyze Disaggregated Data.

Per the Annie E Casey model, activities in the first step, establish a Shared Understanding of

Race Equity, should focus on “naming, framing, and explaining” the problems within the system.

Immediately after its inception, the Race Equity Team started hosting staff “Listening &
Learning” sessions, which were later renamed “Listening, Learning, & Leading” sessions, where
all staff are invited to virtually get together. These sessions have the overarching focus of
increasing staff awareness and getting staff more comfortable talking about race and race-related
issues and have included a variety of topics and formats as well as both internal and external
facilitators. To date, around 25 60-minute sessions have been held with 25 to 85 staff in
attendance and weekly sessions will continue in 2021. In partnership with the DAC and with
consultation from Casey Family Services, the RET formed a workgroup to develop a new
department mission statement more accurately representing the Department’s commitment to
racial equity. The drafted mission statement will go through stakeholder feedback before being
introduced as part of a public engagement plan, which will also include updates to the DCYF
website and Performance Improvement Plan. In partnership with the Rhode Island State Council
of Churches, the RET has offered selected staff the opportunity to take the training Merciful
Conversations on Race (MCOR). This learning experience is intended to lead challenging
conversations, generally about awareness of racial issues but most specifically about white
privilege. There have been two rounds of this 5-week course with 12 to 15 staff in each round
comprised of RET and DAC membership, members of the DCYF Senior Team, and some
additional DCYF divisional leadership. The RET is developing a plan to offer this training to
more staff, ideally hosting 10 sessions per year for the next three years. Also part of this first
step is further establishing race equity principles within the hiring and retention process. Via
several strategies already in either development or practice, including improving the interview
process during hiring and increasing staff options to give feedback to administration throughout
employment, racial equity will be more engrained as a priority in staffing the Department.

The second step in the model, Engage Affected Populations and Stakeholders, has less
involvement from the Race Equity Team as a lot of this work is being completed as part of the
Department’s Performance Improvement Plan (PIP). The RET is developing a design to meet
with BIPOC youth in institutional and foster care settings as well as youth receiving services at
home. The RET is also in the process of identifying an external consultant and additional
funding to increase engagement with external stakeholders.

Regarding the third step in the model, Gather and Analyze Disaggregated Data, DCYF already
has a robust system of data collection to capture inputs and outcomes by race and ethnicity.
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Planned Race Equity Team activities in this step will blend with those of other steps as data is
already an important component of practice and policy at DCYF and communication with staff
and stakeholders will be part of this piece as well. Additional RET activities being planned will
explore what critical data is not being captured, identify opportunities and priorities for
improvement, and develop an interactive race equity dashboard.

Finally, the Race Equity Team recognizes it is not the only entity at the Department with an
interest in improving racial disparities. There is a focus on amplifying projects being
implemented and developed throughout the Department. As a specific example, a Listening
Learning & Leading session is being planned to educate staff about the great work being
accomplished through juvenile hearing boards and how they will positively impact youth in
Rhode Island. The RET is flexibly structured to meet the changing needs of the Department;
more and more specific activities can and likely will be added as the team evolves to meet these
changing needs. '

In the last EEO Affirmative Action Plan our goal was to hire 3 minorities in the Managers
category and 10 minorities in the Professionals category. Of the 36 new hires in the professional
category 21 of them were minorities which was actually double our goal. Unfortunately, we
were not able to reach out goal of 3 minorities in the Manager’s category. The Department only
hired 2 staff in this category and 1 was Hispanic and the other was white.

DCYF continues to work to improve staff diversity, but limitations exist with respect to
collective bargaining and state hiring constraints. DCYTF has a highly unionized workforce many
hiring decisions are made before workers can compete for positions at DCYF. Caseworker and
Child Support Technician positions typically must be filled as promotions or lateral transfers
from other agencies or from the RI Training School (RITS). Child Protective Investigators
typically hire from within the union before accessing the state’s Open/Competitive List. The
agency has much more control in hiring entry level positions at the RITS using targeted
recruiting strategies when we have partnered with ODEO. Likewise, the agency has more
options with the recruitment and hiring of classified and non-classified positions.

B. EMPLOYMENT RECRUITMENT AND SELECTION PROCESS

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

2. The Department of Children, Youth and Families has continued its efforts to ensure

activities are directly related to the goals of enhancing diversity in the recruitment and
hiring process.
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3. The Diversity Advisory Committee (DAC) will review quarterly the applicant flow of all
job categories. A report will be prepared for submission to the Department Director for
review.

4. The DAC shall evaluate these reports to determine new policies and directions for this
aspect of the Plan.

5. All DCYF’s interviewing officials who are involved in the evaluation and hiring of
applicants must be carefully trained to assure the elimination of bias. They must have
read and have available the Affirmative Action Plan.

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

7. To continue to ensure that recruitment literature does not discriminate in any fashion
against any individual based on race, age, color, sex, sexual orientation, gender identity
or expression, national origin, religion, individuals with disabilities, or veteran status. All
recruitment advertisements placed in newspaper, periodicals, and professional journals
shall include the words: “Department of Children, Youth and Families is an Equal
Employment Opportunity Employer; reasonable accommodations for Disabilities will be
made if requested in advance. Telephone [401] 462-5335, RI Relay # 711.”

C. EXIT INTERVIEWS

In accordance with Rhode Island General Law 28-5.1, an exit interview program has been
established in order to assure that terminating/transferring employees are not leaving because of
discriminatory circumstances. Employees who have left the Department are provided an Exit
Interview Survey required to document the job action. Our Chief of Staff will provide a personal
exit interview upon request. Our goal this year is to continue to emphasize the importance of
completing the Exit Interview Form and to determine trends to assist in improving staff
retention.

D. FLEX-TIME

1. Flex time is governed by collective bargaining agreements, which ensures that is
applied in a fair, equitable, and unbiased manner.

E. POSTING OF POSITIONS
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1. DCYF is committed to a selection process that is fair and equal to all applicants and
potential applicants. DCYF does not engage in pre-selection or word of mouth
selection. DCYF fully complies with all civil service and union contract posting
provisions.

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

3. All DCYF positions which are not covered by a union contract shall be announced by a
notice of position vacancy posted for a minimum of ten (10) calendar days. All
vacancy notices will be posted on the Apply.RI.gov website.

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

5. The shorter the period, the smaller number of applicants. Therefore, diversity cannot
always be achieved and we have stopped this practice.

6. To enhance actual opportunity for employment in the DCYF, state job postings are
available to the general public via the Apply.RI.gov website.

Efforts will continue with diversity committee members to find ways to identify recruitment
sources that can significantly impact the representation of minorities in applicant pools.

F. TRANSFER AND PROMOTION PRACTICES

For the Affirmative Action Plan to be successful, managers must actively encourage their
employees and demonstrate that advancement is possible for all. Some opportunities for
promotion and transfer are limited due to the restrictions imposed by collective bargaining
agreements. For those areas not covered by collective bargaining agreements, an overt effort
shall be made to offset under-representation in the pertinent areas.

G. TECHNICAL COMPLIANCE

Appropriate policies are in place and all vacancy notices are posted as prescribed by civil service,
union, and equal employment requirements. A member of the EOAC will periodically inspect the
bulletin boards for any missing policy statements. The EOAC member will notify the
Department’s Employee Relations Office who is responsible for the Bulletin Boards.
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H. TERMINATIONS

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

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

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

4. No problems were identified in this area for the past year. Terminations will be evaluated
by the EOAC for continued compliance with all laws and policies.

1. TRAINING PROGRAMS

All new hires to the Department must attend the Civil Rights and Sexual Harassment Orientation
which is presented by the State Equal Opportunity Office. Notice is sent to the employee and the
division when the classes are to be held. Supervisors are responsible for ensuring employee
attendance.

Upward mobility is a systematic management effort that focuses on developing career
opportunities for lower level employees who are in positions which do not allow them to realize
their full work potential. One aspect of upward mobility is providing training that will enable
employees to acquire the needed skills and knowledge for advancement. Management should
encourage employees wishing to improve their education and long-term careers. Whenever
possible, units should pay for job related training courses. These principles are recorded in
Rhode Island’s general statutes as well as brochures published by the State and are available to
the public.

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

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

#**THIS SECTION INTENTIONALLY LEFT BLANK**
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V. AFFIRMATIVE ACTION PLAN FOR INDIVIDUALS WITH DISABILITIES,
DISABLED VETERANS, AND COVERED VETERANS

A. POLICIES AND PROCEDURES

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

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

3. Work Environment: As per the Department’s guidelines for Unbiased Work
Environment, the Department strives to maintain a working environment free of
discriminatory insults, intimidation, and other forms of harassment.

4. Reasonable Accommodation: The Department makes reasonable accommodations to
the employee or applicant with a disability to ensure equal access to employment. The
accommodations include, but are not limited to, modifying the job site, job restructuring,
acquisition, or modifications of special equipment.

DCYF is committed to fully meeting the requirements of the Americans with Disabilities Act of
1990, R.I. General Law 28-5.1, Executive Order 92-2 and Protected Veterans Readjustment Act
of 1974, to take Affirmative Action to employ and advance individuals with disabilities and
veterans. :

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

Completed forms shall be retained for a period of two (2) years following the date of termination
of employment by an individual.

During this year, several specific ADA claims were addressed, and the Department continues to
review and remove any barriers consistent with the ADA requirements and the needs of both
employees and the public. Significant progress continues to be made in removing physical
barriers including installation of lavatories, ramps, and increased individuals with disabilities
parking capacity.
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V1. DETERMINING UNDERREPRESENTATION AND GOAL SETTING

Although we have significantly increased our minority hiring from previous years an analysis of
the data reveals that minorities, Asians and Hispanics as well as disabled and veterans are still
underrepresented in our current workforce. The Department is committed to increasing
representation among these groups while understanding this is a long-term, multi-year process.
The Department will continue to seek minority civil service lists and specific in the Asian and

Hispanic population.

Current Under/Over

Workforce Goal achieved
Minority 28.46% 32.70% J
Female 69.36% 51.30% A
Disabled 0.00% 7.00% J
Veterans 4.04% 5:90% N
Black or African American (*Not Hispanic or
Latino) 15.86% 8.50% 0
Hispanic or Latino 9.49% 16.30% | 3
American Indian or Alaska Native (*Not
Hispanic or Latino) 2.33% 1.10% T
Asian {*Not Hispanic or Latino) 0.00% 3.70% 4
Native Hawaiian or Other Pacific islander (*Not
Hispanic or Latino) 0.00% 0.20% N
Two or Move Races (*Not Hispanic or Latino 0.78% 2.90% | NE

VII. APPENDIX

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, ABC Board,
License, Dairy, Livestock, Transportation], Assessors, Tax Appraisers and Investigators, Coroners,
Farm Managers, and kindred workers.

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

Technicians:

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

Protective Service Workers:

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

Paraprofessionals: :

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

Administrative Support:

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

Skilled Craft Workers:

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

Occupations in which workers perform duties which result in or contribute to the comfort,
convenience, hygiene of safety of the 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 IDENTIFICATION

Ractial / Ethnic Designations

Minority Group

An employee may be included in the group by which he or she appears to belong, identifies with or
1s regarded in the community as belonging. However, no person should be counted in more than
one racial/ethnic group.

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

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

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

ASIAN (Not Hispanic or Latino): A person having origins in any of the original peoples of the Far
East, Southeast Asia, or the Indian Subcontinent, including, for example, Cambodia, China, India,

Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam.

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

NATIVE 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 one
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

PRIVATE EMPLOYMENT, STATE AND LOCAL GOVERNMENTS, EDUCATIONAL
INSTITUTIONS

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 vears 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, enmployment 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 emplovees of most private employers. state and local governments and
educational institutions. Labor organizations cannot cause employers to violate the law. Many
emplovers not covered by Title VIL 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 emplovees of most private employers, state and local governments, educational
institutions, emplovment agencies and labor organizations.
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EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

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 m 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.

COVYERED VETERANS AND DISABLED VETERANS:

38 V.S.C 4212 of the Vietam Era Veterans Readjnsunent Assistance Act of 1974, as amended.
prohibits job discrimination and requires affirmative action to employ and advance in
emplovment qualified covered vererans,

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:

T2
Rd

Veterans who. while serving on active duty with the Armed Forees. participated in a United
States mulitary 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 vielated 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 Admunistration. U.S. Department of Labor.

200 Constitution Avenue, N.W.. Washington. D.C. 20210, (202) 523-9368. or an
OFCCP regional or distriet office, listed in most directories under U.S.
Government. Department of Labor.
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PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX:

In addition to the protection of Title VII of the Civil Rights Act of 1964. Title VI of the Civil
Rights Act prohibits discrimination on the basis of race. color. or national origin in prograims or
activities receiving Federal financial assistance. Emplovment discrimination is covered by Title
V1 if the primary objective of the financial assistance is provision of employment. or where
employment discrimination caunses 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 discrimminated against in a program of any instifution that recerves
Federal assistance. vou 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 disabilitv, 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 oreanizations and emplovers from excluding or denying individuals with

disabilities an equal opportunity 1o receive program benefits and services. It defines the rights of
individuals with disabilities to participate in. and have access to. program benefits and services.
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TITLE 28 - Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy. — (a) 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 1s 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 or
renewed after July 6, 1994 shall be subject to the provisions of this chapter.

SECTION 28-5.1-2

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

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

SECTION 28-5.1-3

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

Page 571|127




DCYF Affirmative Action Plan

(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, 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 affect 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.

(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
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applicants in those job categories where a manifest imbalance exists, excluding those job
categories in the legislative branch of state government.

SECTION 28-5.1-3.1

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

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

SECTION 28-5.1-3.2

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

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

(c) The equal employment opportunity office shall have the power, after a hearing, to issue an
order requiring a respondent to a complaint to cease and desist from any unlawful discriminatory
practice and/or to take any affirmative action, including, but not limited to, hiring, reinstatement,
transfer, or upgrading employees, with or without back pay, or dismissal, that may be necessary
to secure compliance with any applicable affirmative action plan or with state or federal law.
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(d) A final order of the equal employment opportunity office constitutes an "order" within the
meaning of § 42-35-1(j); is enforceable as an order; is to be rendered in accordance with § 42-
35-12; and is subject to judicial review in accordance with § 42-35-15.

SECTION 28-5.1-4

§ 28-5.1-4 Employment policies for state employees. — (2) 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.

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

SECTION 28-5.1-5

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

(2) The office of personnel administration shall:

(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

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

(3) The division of budget shall indicate in the annual personnel supplement progres's made
toward the achievement of equal employment goals.
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(4) The division of purchases shall cooperate in administering the state contract compliance
programs.

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

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

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

SECTION 28-5.1-6

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

SECTION 28-5.1-7

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

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

SECTION 28-5.1-8
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§ 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 ensure that all programs are free from either conscious or inadvertent bias, and shall
make quarterly reports to the state equal opportunity office with regard to the number of persons
being served and to the extent to which the goals of the chapter are being met by the programs.

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

SECTION 28-5.1-9

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

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

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

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

SECTION 28-5.1-10

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

SECTION 28-5.1-11

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

SECTION 28-5.1-12

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

SECTION 28-5.1-13

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

SECTION 28-5.1-14

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

SECTION 28-5.1-15

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

SECTION 28-5.1-16

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

SECTION 28-5.1-17

§ 28-5.1-17 Utilization analysis. — (a) The personnel administrator, in consultation with the
equal employment opportunity administrator, and the human resources outreach and diversity
administrator within the department of administration, shall annually conduct a utilization

analysis of positions within state government based upon the annual review conducted pursuant
to §§ 28-5.1-3 and 28-5.1-4.

(2) To the extent the analysis determines that minorities as currently defined in federal
employment law as Blacks, Hispanics, American Indians (including Alaskan natives), Asians
(including Pacific Islanders), are being underrepresented and/or underutilized, the personnel
administrator shall, through the 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
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human rights which may, in its discretion, investigate whether a violation of chapter 28-5 has
occurred. The results shall be a public record and shall be made available electronically on the
secretary of state's website.

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

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

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

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."

Page 65127




DCYF Affirmative Action Plan

STATE EXECUTIVE ORDERS

EXECUTIVE ORDER 17-02
Promotion of Diversity, Equity and Opportunity

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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EXECUTTVE ORDER el
702

January 5, xoa7

WHEREAS, Bhode Iland is. committed to equal opportunity and equity in all aspesis of
state government employment, procurement, prograrns, and activities; and

WHEREAS, diversity and inclusion are core values that are essential to a creative,
Imnovatrye, and productive workplace, as well as & thriving business climate in Rhods Isiand; an

WHEREAS, the State of Rhode kland is strengthened by the diversity in our population,
and we are at our best when we value and respect the contributions of all members of our society;
and

'WHEREAS, building a framework for open dialopue and commursication between our
state povernment and its people is an important step toward community engagerment: and

'WHEREAS, this administration is committed to establishing a dose and eollaborative ‘ .
working refationship with a diverse group of cormmurity partrers who share in our interest to B
promote equity and faimess in state povernment.

NOW, THEREFCRE, I, GINA M. RAIMONDO, by virtue of the authority vested in me as
Governor of the State of Ehode Island and Providence Plantations, do hereby order as follows:

A_ There s hereby established an Advisory Council (“Council™ that shall exist for the
purpose of advising the Office of Diversity, Equity and Opportunity (“ODEQ") within
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Sta‘te> of Rhode Island and Providence Plantations }}f

State Fouse, Room 224
Providence, Rhode 1sland 02903

401.222.2080 ATGRFTLFY BT STATE
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 Istand 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 betrer place to live; and

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

WHEREAS, it is a priority of the Chafee Administration to reflect these changing
demographics throngh substaptial minority employment in State government and
increased opportunities for minority business enterprises to participate in State
procurement and cONSITUCHiON 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 Rbode Island; and :

WHEREAS, over the past 30 years, Rhode Island's population has increased from
seven percent {7%) to twenty-four percent (24%) people of color. In additon, in just the
Jast decade, Rhode Island’s Latino population grew forty-four percent (449%), adding
almost 46,000 residents. The Asian-American and African-American populations also grew
by twenrty-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 proyectcd to
be forty-one percent (41%) people of color; and

WHEREAS, R.I. Gen. Laws § 37-14.1-1 ef 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 ro achieve
equal opporruniry in all units of State government, and established a State Equal
Opporwmnity Office within the Department of Administration.

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

1. The Director (Director) of the Department of Administration (Department),
shall review all divisions and offices within the Department charged with
facilirating equal opportunity employment and MBEs, including, but not
limited to, the Division of Human Resources, the State Equal Opportuniry
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 o 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 addidon, these recommendations shalt 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 deparrments 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 contracis.

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
Qpportunity, which shall coordinate with the Office of Managemen: and
Budger’s Office of Performance Management and the Office of Outreach
and Diversity, with a plan for improving minority hiring no later than
Oty 1 2113

CGREr 1, AU LS.
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Executive Order 13-05
May 9, 2013
Page 3 ’ . :

3. The Division of Purchases MBE Compliance Office shall identify State |
contracts and sub-contracts that could increase the number of minority- f
owned businesses participating in State work where strategic efforts can be
underraken, Each agency shall provide a list of contracts and sub-contracts
that should be reviewed for MBE recruiting potential as part of the pian
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.

4. 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 inro 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 1o new employees.

This Order shall take effect immediarely.

So QOrdered:

Lincoln D. Chafee 5
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State of Rhode Island and Providence Plantations

Seate: Flouse
Providence, Rhode Taland D2903-1196
40122 22000
Donald L. Carcieri
Govermoi
EXECUTIVE ORDER
052

Janary 17, 2005

PROMOTION OF 4 DIVERSE STA TE GOVERNMENT WORKFORCE

WHEREAS, Rhode kland State Government is committed 1o fosvering a
carypetirive and divesse warkforce composed of highly skilled and capahia
empaloyees theough che recruiiment, wraint ng, rt:rmnan, 2t pmmnnun of gualefed

_ niers and women from diverse racial, ethnie, linguistc, sodoeconomic, and
ecucationsl backgrounds as well & indivichuals with disabiliies; and

WHEREAS, s in the best interests of ’mssmesa and government o ofeate
zn apeq, inclusive and cquirable humag resources peradigm thar capitalizes on
workforce excellence and the srength of individeal differences; and

WHEREAS, the Rhode Tsland General Assembly bas determined there e xisss
1 compeling interest in promotiag equal opporroniry; and '

WHEREAS, diversity requires leacdtership coramitment and accoumabiliny,
- glong with the assessment and development of policies and practices 1o assure Thar
the Swmee’s operating sysem is based on principles of equity and inclusion; and

WHEREAS, the stare's comgnitment 1o equal Opparniry, diversity, amcd
- canduct thae fosters rcspéﬁt in the workplace ks unwavmnb

NOW, THEREFORE, I, DONALD L. CARCIERY, by the muibu[ﬁ}f vesced in
me a5 Governor of the State of Rhode Island and Providence Plantatons, do h erebv
onder s to lows: ,
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Execurive Order §5-03
January 17, 2005
Poged

1. There shall be esrablished within the Deparnnent of Administration a
Human Resoutces OQutreeasch and Diversiey Office. This Office shall
report directly to the Direior of the Department of Administtation or
designee ot the suare of diversity in Rbode Islapd Stare goversment and
shall work rowards devel oping & business case for equity with s
emphasis on building 2 diverse workloree to guaranter fzir and
rexsonable opporupities for pubkic service,

i The Human Resrarces Oureeach s Diversiry Office responsibilicies
shall rschude:

s Developing puidelires w effecnsare v mission;

+  Researching and developing best pracrices for che promosion of
diversicy theoughourt Staee goverment;

» " Providing puidance and rechmical support 1o stae entities;

v Developing a scratepic and foemed recruiement and tracking
iitiarive for ipdivi dugls interestad 1wt state employment inclodipg
fostering relationshiips with rommunity-based organizations
strengrhen and sepport recriement and owtreach scivites;

e Initisting reaining seminars incleding a diversicy awereness program
to share the henefits of diversity and to encourage a culurslly
sensitive workforce covirenmens;

v Submicting an ann val benchmark repory v the Direcror of te
Department of Ad mmistration or designiee.

3. Toasslst the Offics in carving oot s sespoosibilinies there shall be
established 3 Diversity Advisory Council, selected aind appointed by the
Governor, and comprised of fifreen {15} members, consisting of fonr {4}
members of the public and ane (1) member from sach of the following
governmental entities: .

Office of the Goveroor
Human Resources Outresch and Diversiny Dffice
De partment of Labor & Training
Office of Personnel Adminieration Humsn Resaurces
Office of Labor Relations
Office of Bgual Opporwunity
Gevermnor's Commission on Wosmen
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Exerutive Order 0502
January 17, 2003
Page 3
Goweznos's Commzsion on Disabilities
{ffier of Higher Educarion
Bhode Island Commission on the Deaf and Hard of Hearing
Division of Legal Services within the Department of Adrninistradon

The Ditector of Administration or designee shall chair the Coundl, The
Cotncl shell meet guarterly, -

This Exceunve Order sopersede: and rescinds Executive Oxder No. 00-4,
and Is affective immedizely upon the dare hereod. '

S Odored:

PN A

Donald L. Carcieri

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

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

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

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

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

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

1. All Directors, their senior staff and all supervisory employees of agencies, departments, state
boards, commissions, public authorities and quasi-public corporations of state government
(“Agencies”) are responsible for ensuring that all aspects of state programs for which they
manage are available without discrimination or sexual harassment.

2. Pursuant to all applicable Federal and State law, all Agencies are to develop, promote,
monitor, implement, and maintain equal employment opportunity policies and practices that:
a) do not discriminate against any employees or applicants for state employment in all
aspects of employment including contract procurement and service delivery;
b) establish guidelines to prevent discrimination and sexual harassment of any employees
or applicants for state employment;
¢) identify and actively promote employment opportunities for qualified individuals that
historically have been underutilized in the state government workforce;
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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:
00 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;
[0 The Age Discrimination in Employment Act of 1967, as amended, that prohibits
employment discrimination against individuals 40 years of age or older;
(1 The Equal Pay Act of 1963 that prohibits discrimination on the basis of gender in
compensation for substantially similar work under similar conditions;
(1 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;
[0 The Civil Rights Act of 1991, as amended, that provides for monetary damages in
case of intentional discrimination;
[0 Section 501 of the Rehabilitation Act of 1973, as amended, that prohibits
employment
discrimination against federal employees with disabilities;
00 Title IX of the Education Act of 1972, as amended, that forbids gender
discrimination ‘
in education programs, including athletics that receive federal dollars;
0 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
0 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 protected veterans and qualified special
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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 1aws prohibiting sexual harassment and all applicable provisions of this Executive
Order.

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

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

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

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

12. Pursuant to Rhode Island General Laws Title 28-5.1-3.1 each Agency of State Government is
responsible for assuring compliance with all applicable provisions of this Executive Order.
Individuals believing that they have been discriminated against or sexually harassed in
employment by or through state government should immediately contact:
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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
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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WHEREAS, the General Assembly in 1986 enscted Title 37, Chapter 14.1,
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Exccutive Order No. 94-22
Deceraber 23, 1954
Page 2

{MWW{@MW&M&MMW:@
responsibility for the MBE Compliance Program. The Direcior of Administration shall
cmmmepasiﬁmafmmiﬂmamhm&mpﬁmemﬂmahmdzymdﬂ
operatioal responsibiliry to that official. The Administrator - MBE Compliance shall
serve as the primary operational officer of the MBE Program and shall be supported by
staff as determined by the Director, Department of Adminisration. The Administrstor
—MBECumpIhmealnﬂasmrwponﬁbﬂkyum:Emﬁvekaa{mmﬁ
Commission and provide staff suppoct for the Commission. The Administrator - MBE
Campﬁams&ﬂ.wiﬂﬁcmpwﬁuf!h:'ﬂﬁﬁ&ommﬁ,aﬂv&emﬂmmm
Governor, the Director of Administration, the Purchasing Agent, and other entities aod
individuals directly i2d by the contract and procurement practices of State
government, ‘e Administrator - MBE Compliance shall assist in the development of
effective and impovative strategies for promoting MBE participation in the State’s
procurement, construction, professional, consulting, and legal service contracts in 5
arder to comply with R.1. General Laws Section 37-14.1-7. :

(B) The MBE Program shall:

1. Assist the Director of Adeministration 1o issue rules, regulations and
Wmmmmmwwmmmmomkmmam.

2. Monitor the progress of each department, agency, and quasi-state
authority or corporation in the artainment of MBE policy objectives, participation
goals, and roquirements.

3. Conduct such activities as visits to job sites, public hearings and
examination of records and practices of various departmerts as may be necessary @
ensure complisnce with the requirements of this Executive Order,

4., Arrange for technical assistance, support and resource idemtification
to assist the various department, agency and quasi-state suthority or corporation
ngmmwwmmofm,mm«.

5. Identify and seck sssistance from various community based

organizations, Jocal, stte and federal agencies active in the field of MBE development
as well 2s offices in other state and federal jurisdictions.

——— S st
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Executive Order No. 8422
December 23, 1954
Page 4

(A) mswmmm:mmmsumc@mmm .
{herein defined as the “MBE Commission™) 10 advise and assist the MBE Program, the
bmmnspmmﬁammmmmmm-mﬁmmw
mmg:m:mmmm;MBEnmp&mmksmdmgmmmm;mdm

(B) mmmmww&mem&mea
Mnf'mm&mmmmmhgm&mw;

A cabinet level official o be appointed by the Goverpor

Director of the Wafﬁémiﬁsmtim{mm},m

Presidens (or designee) -
Rlack Contractors Association of Rhode Island

Executive Director (or desigoee)
Rhode Iskind Commission on Womes

President (or designet)
Hispanic Contractors Association

© mmmmwnmummmvm:amma

Commission;

Director of Policy e
Governot's Office T e
. ok H " st e A
SOR R o x
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Executive Order No. 54-22
December 23, 1994
Page 5

Associate Director and Purchasing Ageat
epartment of Admisistration - Divisios of Purchasing

Associate Director - Department of Administration
Division of Human Resources

State Controlier
Department of Adminstration - Office of Accoants and Costrol

Chief Civil Rights Officer
Department of Transpormtion

(D) The following official shall serve 25 the Execuive Director of the MBE
Commssion:

Admintsorator - MBE Complisnce
Department of Administration - Divisios of Haman Resources

The MBE Commission shall mest no Jess than six umes per year and spon ibe
call of the Chsirperson or four {4) Commission members © consider whatever busisess
the Chairperson or Comanission members may deers appropriate. Four (4) members
shall constinnte a quorum of the Commission.

{A) Each governmental department, agency and quasi-stte authocity or
corporation empowered 1o expead or sdminisier State funds shak deveiop and subait as
part of its snoual budget, sn MBE plan to meet the goal of awarding 10% of the dollar
valoe of all procurements and construction projects to certified MBEs,

(B) The Director of each depariment, agency or quasi-state suthority or
corporation empowered to expend State funds, shall designate 8 highly placed official
("MBE Coordinator™) o bave overall responsibility for promoting greater participation
of MBE in his or ber department of agency of quask-state authority or corporation.

et TR N
e,
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Executive Oeder No. 9420
December 23, 1954
Page 6

) Hf the riles and regudations promulgaed by e Departmeat of
&mmmmgw,mmmxwmmmwmw
Wmm;mm@nmmmmsm
MEBE Complisncs sating the reasons for it inabllity © comply with soch rules and
regulstions, and ideatify the rewedial steps it shall ake. Such remedial strps may

ichude:

1. Targeting some ted invitations 10 MBEs.

3. Requirieg prime confractors, where subcontracting oppartanities
mwmmammmmufﬁartmptﬁmmmﬁz

4, Mmmﬁsuaﬂggmﬂ veadors. wi:msubzmﬁgwsmm
éxcpmhasmgagem

5 QMWWWW%&&%Ws&I
MBEs, wheoe legally permissible.

v 6. Developing 1 plan % require prime conwractors, whenever possible,
w0 purchase supplies, services ind equipment from MBEs.

mmmammﬂmwmw@my or corporation purchasieg
ageres will provide marimum support to comply witk the requiremerts of the MBE
stanse 33 steied berem.  Such effons will include:

1. Natifying afl possible bidders, Mmmﬂmﬁmmﬁf
purchasing for depanments, ageacies and quati-staie authorities or Corporations., Soch
notification might inchude direct mail, sdvertsing in media reacking the misority
sommenity, snd such other octreach efforts as may be oececeary.

mwm&mmmwmﬁm&mmmmm e
ymmmmwmmwmmmmm , *«w
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Executive Order No. 94-22
December 23, 1994

Page 7

3. Mvﬁmgmmmmmem conducting cotreach ard
nformation sessions for existing and potential MBE:s.

4. Monitoring the wilization of MBEs ip the ar=a of Utility Ordzer Purchaszs.

& Provide such information as mey be requested by e MBE Commission.

6. Pecforming any such other activites ihat generally suppor objectives of ths
Execuiive Order and R.1, General Laws Section 37-14.1 L seq.

Tuis Executive Ordee effectively rescinds, supersedes and replaces Executive
Order No. 94-9.

PR
N Tt g |
ORIER
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- ZRAMS G HDUGN BN e R
b " wad Providercs Praabem . : D
Pruce Bomdue, Boverser o N ) e
: EXECUTIVE CRUER JAN 8 883,
Ho, 63-1 EECRENGY F BRIE

JIFCARY 18, 1993

Sk Hosre. 1., BRUCE SUNILUN, by the suthority vested in me as Governor of
Povisenss the State of Ehode Islend owd Providence Plantstiony, 42 heredy
crder 36 follows:

1. Dgual ﬁywztwmi;:y and Affirmative Actiocn bowsrds its
sehiergmont iz toe firn and unwavering police of 217 units of Ehede
Yaland State Govermant.

1. phode Izland Stats Govermnenr i commitred to provifing
equal opportunily in every aspeci of its progreme and will oot
dirczininate becouse of race, sex, naticnsl origin, asga, religion,
gexusl orientation, or disability. Beceoss oy seminispration
rapognizes ke aged 1o sliminete Lhe vesciges of past scriotal
discriminstion, it will take tftim-s;ﬁve artion to ansure thar irs
anplagwm epportunities are availeble Lo every qualifled Rhole
islander,

4. Within agencles, departments of state government, snd ihose
agencies crested by legislstive statute, the following araas will ba
sdwminiztered without regard to race. color. $ex, Eqe, rellgiom,
sexual oriestation, o1 disebility:

Hiringy work Assignments
Lalary/Mage Lisave
. Lay-cifs Training
- Transters Recall Froy Ley-ofls
Fromotions Appointments
Damoticng ’ piscipline

4. In edditioe, ny pdmimistration will not tolerate
discriminstion by iny recipient of stite government tupds. Thisx
inrlodes leraing lostitutions, Oevelopers, cuatzsctoxs,
sub-contrectors and eatities doing Dusiness with the Stute,
Deliterake or persisztent vialation of the arfirmstive action
policies set forth hereln mey resuit in the withirswal of Bhete
suppcrt o iavolvoment in a project and/er deharnent frem further

sste invelveasrt. Lny person or cotporatics Aoley business with
the State skall coopeists with the aonitoring of this pelicy.
The Dicector of Administration shall promuigate sech rules and
regulationy as are nacessary to effectusis corplisnce with this
PATHOTARD.
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7 E AR ¢ T,
S

RECEIVED
AN 181893 <

BELRETARY OF §TATE
ACMINETRATVE PECOHDS DV

i

Fage Twe PrvL Y
Exoc-urive Orier 33-1 }
aftizestive Actios Pelicy Statenent

§. 1p sdditien to Ehode Tgland State Govetmmest, each e=ad every
employee ¢! state government 1s respousible for aszuring that 2il
gspects of Stete programs for which ha/ske it responsible for are
svailahle witkout discrimiration, Departsent Directors and their
serior stalf sre sssponsible for the implementation of thix policy
ead they will be eraluated ag to their role in this ioplementetion.

5. ). Departmert Direckers and pppointing avthorities shall
sppoiot & highly placed persom, who shall repori (o the Deporiment
Director and who shall be desigrated #3 the Departnental Affirmstive
Actice Officer. The Departsental Affirmative Action Ofticer shell
s=tend at lssst che EZD tralning sessicn szouslly and the OEficer
shell assist i the development and enforcemsnt of atfirmative
actics plant. Fsch Dapartmental Affirmative hoticm Officer shall
wrk cocperstively with the Personnel Administrater to conduct 3
querterly review of hirirg/prometion activity within thely usit o
evaluate and rapart o hissher Departiment Director om pifirmative
actice progress or lsck jtherecf. Each Departmental Affirmative
Acticn Officer shall sudeit informaticn on the status of their plans
rwice arnually 1o thelr respective Department Directors.

" The Governpr's Ezecutive Committee for Aff{iymative Action is
neraby established end its penbosrship shall bereafter consist of the
following: the TR0 Administrator, the EZxecutive Director of the
semzp Rights Cosmission, the Ezecutive Secretary of the Governmor’s
Comiission on the Bandicapped, the Directar of the Conmixsion os
Romon, the Lrecutiva Director of the Minority Busipess Enterprise
rasmiszion, the Chief of the Marit Sslection and Classificstion

. Unit, ths rduministrater of Purchasing Systens, aafd the Pessormel
™ rdrinistrator whp shall Cheir this Conmittbes.

§. The Cormittee shall advise the Govermox in the formulatien
ind courdiesazion of plona, policies snd prograne ralating to egusi
cpportunity and affirmative action in all state departzents and
agenciss #rd in assuring effective implensctation of such policies,
pians and progrizs by such agencies.

9. Upoa the r1oguest cf the Executive fommittoe, the Departnent
pizecter ¢f cach State ajency and the Departdental AfZirmetive
2otion Officer shall peel wilh the Cosmitice and repest ip person to
such Cotmitt=e on the sgancy’'s sffirmtive action pregram. Jt shall
b= the Ixecutive Cownittee Chair's responsibility to schodule such
mastings, and [t shall be the dety of evary agency head to compir
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» R | KECELVED

| IAN 18 B3
Page Three ) ¥ v :ﬁ*
Pyacptive Order €3-1  GESFETAY OF STAIE
AcCizmstive Action Policy Stabement ADMISTRATIE RECOFES DN

with such reguests for data or other informaticn or reports ag the
Esecutive Comuittes may acer sppropriste for aralysie and review io
advance of suck meeting. '

10, I sdtition ko the duties of the State EEO OfFice sat forth
in Title 28, Chapter 5.1 of the Fhode Tsland Gensral Laws, the Stete
B0 Office snall:

B} review the Affirmatlve MAciicn plons submitted Ennually by
gsch state Jepartment or agency and prepare 2 comparative anelysis
of the strencths and weaknesses of the plans;

- 8] make ceconmendations to the departremts on proactive policy
$pitistives that may enhance affirmative action plan objectlves;

¢) grepire an Executive sumsary of the dapartnental plans for
submissicn tg the Goverpor snousily oo Bovenber 15thr and

py work tooperatively and in condunction with the Dapartmentsl
Affirmotive hotion Officers, nessrtmental MBE Coordinatcrs, ard
ctate Officials serving on the Governor's Executive Comittee for
AfFirnative Actlon, ‘

11. The State Equal opporsunity off ice sbell ba responsible for
assuring conplissce with Ehode Island General Laws Title 2B, Chapter
5.1 and the provisions of this Executive Order.

12. The Rhode Island Commission for Human Rights shall be
responsidle for assuring compliance with Rhode I3 land Ceneral Laws
~3t1s 12, Chapter §, Sections 3 threugh 40 and the provisions of

rhis Executive Order,

13. The Rhode Island Goversor's Commigsion on the Handicapped
ghall be responsible fox assuring compllanse with Rhode Is fand
Conersl Laws Title 42, Chapter 51 and the provisicns of this
Pxecutive Order,
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: | | [ RECEIVED*|"
Page Four JAN 18 1393 o
wrecutive Order §3-] o
A firmstive hotion Felicy Statement IR b

14. ALl units of Rhode Islend Etate Coverrment ghall comply
with all stats awd feders) lzws pertaining to equal oppostuniiy 22
sifirmative action including: ) i

Ruode Islasd Fair Enployment Fractices ket,
ghode Islend Hendizappsd Product: Procurement ict,
rhods lelend ATDE DMiscrininstion Ket,
foderal Fzgcutive Order 11246, a5 amended,
=itle ¥I snd Title VIT of the Civil RIGRETs ACt Of 1954, &3
amented,
ke Piscrimimstizo in Enploment act aof 1967,
foual Pay Act of 1842,
kshabilitation Act of 1872, Bection BOL, ‘
rzericans with Disadilities Aot (ADA) of 19%0,
vietnas Bra Veimrans Act of 1994,
rergiar Culf Conflict Supplemental authotization ead Prrscencesl
. Benefits Act of 1991,
;‘ age Dizcriminstion Aot of 1873,
 gAacation AnEndments Act of 1372 (Title 1X),
Civil Tighks Act of 1361,
:ka;‘iﬁ 1zland Executive Order 92-2 {Ame:icens with Disabilities
ACL) 4
rhode Tsland Expcutive Order $1-39 (Sexusl Haressment),
puode 1slond Bxecutive Order %2-4 (Minority Business Enterprise
Comosissing), &nd _
ehode Islend Zaecutire Order §3-1 {Affirmative Action Plicy
grptoment).

* 15. Persons with disex tities requesting reasonable
accommodetion sbould contact thair own daprrtnent/agency's paisonnel
office or ADA Cootrdinator.

15. Parscns having guestlons or needing sssistsnca for winori
or wompes business eatorprises should contact the Executive Direcio
of ths Mimority Business Enteryprise Commispion st 277-6246(¥)

277-30%0 (£44).

ty
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{ & ) < rernr )
Eage Five _ ,
fxecutive Order 93-1 JAN 19 B3 4
rEfirpezive Action Pollcy Btptensnt , '

SELOETN OF SUIE
7. Citizens of Ehode Ialesd delicving chat they have Deer
d1scrieinsted againsk {y the pursnit of zcnieving 1he guality of
1ife¢ as aterementicmed should conbest:
Sovernsr's Csmyission O the Eandicspped
£55 yalley Street, Building #51
sovidesos, I LOBB-SERE
2PL. #277-3731
o0 KL177-3M1
A Fr7T-1833
£ Comsizgion foT Humen Bights 1 State Egual Opportunity Otfice
19 Abbuit Park Place Ore Cipitol Hild
Providence, RY  0Z303-37£8 providence, R1 $2908.-5845
TEY, BET7-168]) tEL. #277-30%
. onp A3TY-2664 DD ¥277-£144
! PAY #Z77-2616 FAX #277-£378

Tnis Ezecutive Ordex shell superceda and rescind Ezecutive Order
%o. 8%5-1%, and becons sffective irnediately oa the dote heraof.

1295

DATE

Page 88| 127



DCYF Affirmative Action Plan

£y 57
Supte of Rhooe Istand !
and Providance Maratiors }
faxe dandiin, Govnmat

EXRECUTTUR G¥DER

Sezte H .
e REFERAS, the Symericang wilkh Blie0ilities Aot ("ADA™) was =necied

y the Unlisg States C:m{gmm n Jaly 2&; 1380 to wxpand the civil
Tignms of Ingividuels with dissbilitize ian bthe aronos of omployment,
transporletinn, oublic sccommpdobions ami sompunioakiass; snd

WIEESAE, the poimszy v}sjaﬁti?e of the ADX i?: ke regrice
gnployers snd public sgerviee providsrs te slimipate aay and all
rprriers, priciises sr policies Phat oey discrininate against of
otherwize Seprive individeals with dissbiiities of the Sull use @xd
er’ayrert of public scoompedastions, public bremsportetion,
telemmrmalicetion svstane gad ewplovmert opportunities: and

MHEELAS, it was aniic*pé*gﬁ thit the pmoress of repoving soy ans
&1l suth DBITIETS wouid best be M‘&Aaaren 233 geveluplng &
copprakansive statewide piaal &nd

F
|
[
=
|-

MHEEEAS, o June of I%%1, I dirscted the Qovermer's Commizedon
gp i Handdcesppsd to creenw 8 Courdinetiag Committes on the AR
Lhab wiuidl bxing represertatives from 2ll cognente of Resbe
govarnment tegother o participzta in Joint 281% pvalnation 3nd ADA
complisnce plannire: and

WHERFAR, the Cosrdinsting Conmittes, chaized by Nancy
Yuztad-Jenser has devsloped and prrsented me with 2 giatewids plen
fur reeting the mendator of Lthe ADL entitled *AMERICIES WITY
TISABILITIES ACT; EELY EVALUATION ML CONPLIANCE ELAR FOR YHE BTATE
QF RACDE 181&.1"3*" {herginafter *AD4 Lemplilarce Pilan™}

hﬁ‘d; THEREXRE, I, ERDCE SUGDLTH, by virltae of the sulborizy
e la oae sy Governer ofF ke Bhave of Rbode Iazlend and Providencs
Ylantetioms, &o herely wider o3 [ollowms:

tabte ADA Compliance Plar sh3l] he
hab individuais with Aisahilitdses mey ha
sspects of Bhade Isiland 1ife in tho nnss

1. The Rasde I
implenentad fortheeiil
fully imtecrated in
srpefit i aus manner

o
b A
o

v ¥

’(} P r*?‘ 44

el
n Bl
B
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FrGE Twe
Frocutive Order 2.7
Jamsury 23, 1892

2, tners shell Deos Stele ADB Coordimstor Lo essuze pversii,
dzy-to-gay responsibliicy for inpleménting the ALR Compliancs Flen.

T, The Chalrperzon of the Covermsr's Conmizsion on the
Aeadicappsd iz hereby desigoetsd be serve ol LUbe Covernoz's pleagure
as mme Arate ADA Coprainztor. The Ixscative Secretary of the
Gewersor’s Commisgicn on the Herdicapred i3 keredy desicnsted to
serve ar Deputy Conrdivsber.

2, The Suties of (s AUA Coordiastor shell locludse:

a. morivorimg the Btate's complisnce with all
frnderel pad stpts loave 20d reguistione affecting
dmedividos e witd hemdicsps, lnciudlinoy but ast
Timited to Sectinn 5(4 of bke 1§73 Eehebilitstion
et amd ths American: with Disshilibies Act:

B, estaniiskling 8 techaloal asslstancs pivgrmm Lo
infora ard adviss Brete aad [ncal government
sgenpies, bumar serviee provifiers, praviders of
public scccomodatieonz, real estate sganis,
brokars, developers, erchitecls, landlords,
bnilders, ard ciber zffscrsd ertities and
individuals on their chligations under the AT

. gstanlishilng a grievencs procsdure to prooplly
and asuitably resclve coaplaints of norcoapliance
with the ANX invalwirg Aepariments,. agescies or
divisions =f Btate gevernmonis

D,  establishing a procecure for initiating
cosplaintg against ary department., sgency or
division withir Staste governnent thet willfully
talis to Comply wWiih the requirements ©f the ADR
pr the ADA Comgpiisnce Plen.

u geveloping, making peripdic revisione bo, 08
overseelng Inplementetion of an ADA Tressition
Plan for the rennval of epvironmentel #nd
comaricstion barrisrs in State ownsd faclliliaes;

1%

v,  presidiog at futore neetlags of the Stete
Cocrdinating Copmdtbtee on the ADA.
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Fage Thres
Erocative oder 52-2
Jenysry 73, 19852

5, Thr Stele Cosrdinsting Commitbes on the ADX ghall rartinue
to exist and shell cortinue to be staffed by the Goversor's

&
Commission on the Handiceppad. The Committes shall s0vise ams
#55L80 Lhe AD% Coordineler in the implemenistion of the ADM
Complisnce Pilsn. It shell plec prapare s giatus report to the
Goveroor on of befores Getedsr 1, 1392, snd annpeliy therealter.

§. The Governor's Cormigeion o Ehe Handicepped, the Stzte
Briiding Comnmission 2nd the Commisgion for Humen Rignts sasll,
wheasver possible and spproprizte, soepersbe sith aaf seeist the AT

Coardinstar bod

4.  legurs pomplisece with the »uilding zs*‘:@m%‘:l‘i 1ty
grd putlic ssocmpodations secticrs of the ADA; gnd

B. czisy sut the Suties of the ADR Coordinstor
gnumereted above.

Thiz Exscutive Drder ghall teke sffect~om:the Jate hersof .
- v J !5
Fal 7 -~ y’;ff J{ { .

i,

w y
{ . - , e oy
tase ; Governus ’j

Page 911127



DCYF Affirmative Action Plan

Zoward b DiFrele
£ oparnsy

i

Slade of Hhode und and Provicence Planaions

UL E S W o o

BREL

f phods I:land his been a bone and
jgrastz &nd refugees since the beglianing of i

states kefugss ACt
. q#aﬁt 3‘»
péf%@ﬁ cartmide is

YW

persecution have come To
t¥ and the neans to getab-

of legf, eab, L.
azylus to refugees who
p

fine or her country
narionalis ynsble or unwilling to r“*ﬂfﬁ o, ang is
& or ; to ivall Timpslf or herzell of the
;s;;ut ction m:? chat: country becasese of per gﬁz,,zii;am or & well-

ndcd fusr of pe ﬁ&tutiﬁﬁ of asoount reliygl

ality, mwwxmrf i; in 3 perzicylar 4
ical epinion®; ané

WHEREZS, kaé:' gland 2 ceenty i weloones she oppportunlity

iy Fake ?ix‘ in pEr na

tlanal refuyee e

£t CATTY out DUT BTELE'E gxempl

people fleeing

g ran gnd
in %%;iﬁziﬁq

vhlement
ary hirtorical role

cangers and undue hardships; ané

WHEREAS, the refuges experience 1z o ssjor upbeaval in
she liveg of thege individuals, and 1ﬁ oréer fTor thes to

adiust %ﬁﬂfﬁvnfh;a? to a new rgantxy ang
pE3EYY LT

33’
k-8

transition
and

e

KREFEAS, Rbode
great POt
and that it
purtured and encoursged;

Is5langd
tial btocontributie o the
lg in the intervst

anc

cutture, a pericd of

aarn & revw lancuige asd cultores

recogrizes that refucees Dave
she state and iz oonmunities
af #1. that zheir potenticsl {7
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typoative Order BE-10
Page IwWo
g}-{;"!:‘ i 1 1? f 3 1{‘

WHEREAS, bthe Bhode Isiznd Uffice of Refuge
yar crested for the purpose of inpleneating
nf tae ig%gﬂﬂp_m L ,[MQ{‘“%} 3 fi
the stare oo heconn self

Befuges
!3l¢ﬁ”u
{&fﬂgn

EHERBEAL, the Ooversol '
rezetzlement, crested b‘”%%?&
for the phrpose  of
pommanity and Lee

cf rhe
Brod e

direce

£0%, THEIEFORE, T,
sharity vested din o ome
tand and Providescs
the folloving:

Bl
pe -

apEnt
?Q%g
'i;§ %@&3”

A
?m;.}

the folloving eavities and acencies:
ciog i“@éLk@f 2. hé

;nm
..v
£
e
s

Senyr %@gazﬁzﬁnz of ﬁeawth,
 Feng of dunan Services, the pepartment of
Meatal Hezlth, ¥essrdation and Hospizals, the Depari-

&
nent for Child and Thels Pamilies, toe
of Exepomic

3 Py ent, bhye Tepsrtesst of Trang
tanion, ﬁbe Tﬂgaftﬂﬂﬁ‘ v BAucstion, the Offic
the Attorney Oensrzl and other appropriate gabll
afd private agencieg,

e

7 Tha anove consultstions zhall he o determing thg

WAL ot nesded asrvic guch oz houtlng
=1 ¢ and camninity reeponsivenesg; to syvalus
ate srononic iﬁﬂéitimwﬂ{ and to Aebernine the provim-
: %r§§ﬁ fzariens and inetlitutions «hich provide

5 e
%

L

11 transitionsl sprvices shall e gprovided with
i cey marinite the ot aocessibdlity and culturs
sppropriateness,  The ctaf&mt&zngt ¢r and coundsrns
f the relfuges “ﬁ*gufiz1:¢ should be  taken into
aceount in the @ g of specilic geevice delivery
procedures and mechenisms and th: detsrminatior of
their ewlrural and liagunistic sensitivity.

[
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gxangrnive |
g Thieo

i

Those stabte agencises as pt&’ivﬁal“ ”iﬁi
programs and aciivities 4 1867
ing te the pervice needs of the relugee population
hﬁl iately undertake an affirmevive plansi
: : squrd w0 refugees. v
completed by October
following elaments:

that conduct

b /vtwcﬁ ning the carrent ani
refugars hay frir the

El

£ &awﬁfv Service Plan Forgulat-

For imple-
- AaWETY pf the
Fi% ] &&&ts t%@ needs
& afé lf%

ing o2 plang 11f4udi
mentation, that ensur
agencies' services tore
1d&n*ii&ﬁﬁ 1n t%@ noeds

The Rode Iﬁlamﬁ aifice of Refugse Repottlement and
she Rhode Tsland Office of Egual opportunity shall
provide technical assistence to the agencies through-
out &b planping process and shall monitor the
agensie progress in the |

> {zmplementation of thelr
plans. Technieal sssistence when necsssary will be

reguented from the Pederal 0Offleces for Ciwil Rights
Compliance.

State Agencies Preparing hgency Service Plans -

The following state asgencles shall »ngage in the
planning processs  the Depariment of Buman Berviceg,

The Department of fealth, the Departeent of Baploy-
ment Fecurity, The pRTIment Qf Mantal HBealth,
Retazrdation and Hospit sls, the pepartrent for Child-

ren ard Wﬁﬁzr Yam:lles, the pepartment of Bducation,
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(]
£X¥
ik
it
iy

Fyesatire Order
?&Qa B
@?fii,i%i

Tugg

twwelopmsnt, and  bthe

s

onal Education Progras -

i
=

-
=
b
s
M
o)
Y
i

CRE ihali neet regular.y withy o
tior to coordlsnate the prov
irnel program  for olRiEE

5
sdpeition programs, edult  =duca s
otber rducetional programs of spscisl concern to the

G gl {@wmﬂﬁitlﬁf.

wirzh Attorney Gereral

Attorney

work with the Cffice o the
eneral, Spe if zliy the Civll ste Divizion and
' g«;": i:; z:a kﬁnm@?w \Ls eIlort
' 4 zervices

,,e cessary ftate prots ion ant
the refugse o st

visle Frecutive Drder shall taks
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State of Bhode Island snd Provideace Plantaricns
ERETITRAL CRAMEETE, PRONDERKE

WEREAS, Title V of the Renhali litaticn Act Of 1973 BeLs forth the
civil rights of handicepped peyeons; and

WERERS, Landicappesd permees hows o cidhh o cxpect and sdn amweas o
varioos buildings snd properties vhich exist for the becverment of 21l

WEEREAS, under Sectiom 504 of Title V of the Rehabilitatien Act of
1973 the S-ate has been zandatad to creade policies, prectices and
prograne regeriing scpesaibility of Stabe-bullidings and properties to

neodicapresl persmis; AN

WEEREAS, such a desigmation would allow for the expecient cuopllance
vizh the masdote of Section 504 thersby serving the needs
necdd capped perscns io the beer pogeible manher;

L]

oW, THEREFORE, by virbtue of thes suthocity vooted Inme o6 Sorecere of
+hs State of Rhode Island and Providence Fleptatdons, it is crdered &8
Pt lowss

1, “he Director of Administration is hsreby desigrated the
State's 504 Coordinarcr ard shall delegabe cperational
cortrol to the State Suilding Code Corsdssicner as his

i Ones,

2. The duties of the Cosrdinater shall be to coordingte ell
gtzre pgencies 1n the implementation of all Zedesel sules
and reculaticns affecting the State in temms of complizes
with the mandate:z af Secticn 504 of Title ¥ of the
Fede® A1 bobdcs AL of L973.

3. the Cocrcirator's doties ehall include:

s,  Auttority to oo depertrents to prepare and complete
trarsition plans in scoordance with 514 regulsticrs.
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Eeecotive Qoder Ho. 85"3&
July 23, 1985
B T

B, Coordirating the formulation s review of transition
: plans with advisury ?ﬂﬁels whi meYy represent

handi capped el sations

¢,  Granving finsl aggwoval of plane and

z{W ase of program E:‘L’“OBSBLXE}MLV

. 3%%%3:5 ithe constroction, design or g&l*s‘:mi iune of
poildings and s tes necessary to bring all programe
into conpliance,

fa%

¢. Authorization to coordinate and mediste mattors

concerming 504 complisnce.

£, hsslsting mihlic and privete sectors through the use af
proper agencirs on technical, employment and
archd ”{ﬁﬂdml mottors coooerning 504 compliance.

=] Fstablishoent of & @mn*ssmuar' epmuplaint prooedure
PECESsary to resplve all corplaints to agencies |
pertaining to 50, i

B, ffhe .ut...«.t,:e 504 Coprdinator or the State Building Code
Coumd ssioner as his designoee is hereby authorized to
initiate complaints against those agencies,
administrntors, mpnts or anployees of any da‘;xrt:r&nt
or division within state goverrpent who willfully fad
to coply with the requirements.

i, The 504 Coordizator and the State Building Code
Compdssioner as his dosignee shall consult with the
Chairman of the Governor's Commission on the
%ﬁrﬁwz{:{xﬂ with respect to implementation of the above

. duties and respossibilities.

Thig Bxecutive Order shall take effect on the date hersof, This
Bescutive Grder rescinds Ixecutive Order No $0~16 dated Segtesber 29,
480,

D.OSAS

GUVERKOER
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D. GUIIDELINES FOR PREVENTING SEXUAL HARASSMENT

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. — (&) As used in this chapter the term “sexual harassment™ means any
unwelcome sexual advances or requests for sexual favors or any other verbal or physical conduct
of a sexual nature when submission to such conduct or such advances or requests is made either
explicitly or implicitly a term or condition of an individual’s employment.
(b) As used in this chapter, the term “employer” means any entity employing fifty (50) or more
employees.
§ 28-51-2. Adoption of workplace policy and statement. — (a) All employers and employment
agencies shall promote a workplace free of sexual harassment.
(b) Every employer shall:
(1) adopt a policy against sexual harassment which shall include:
(i) a statement that sexual harassment in the workplace is unlawful;
(ii) a statement that it is unlawful to retaliate against an employee for filing a complaint of
sexual harassment or for cooperating in an investigation of a complaint for sexual
harassment;
(iii) a description and examples of sexual harassment;
(iv)a statement of the range of consequénces for employees who are found to have
committed sexual harassment;
(v) a description of the process for filing internal complaints about sexual harassment and
the work addresses and telephone numbers of the person or persons to whom

complaints should be made; and
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(vi) the identity of the appropriate state and federal employment, as amended,

discrimination enforcement agencies, and directions as to how to contact such

agencies as amended.

76

(2) provide to all employees a written copy of the employer’s policy against sexual

harassment; provided, however, that a new employee shall be provided such a copy at the

time of his or her employment.

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

the methods that such employees should take to ensure immediate and appropriate state
agencies are encouraged to cooperate in making such training available.

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

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

personnel, on or before September 1, 1997.
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State of Rhode Island
Guidelines for Preventing Sexual Harassment
Harassment on the basis of sex is a violation of RIGL 28-5.1 and Executive Order No.
05-01. Unwelcome sexual advances, requests for sexual favors and other verbal or physical
conduct of a sexual nature constitutes sexual harassment when (1) submission to such conduct is
made either explicitly or implicitly a term or condition of an individual ‘s employment; (2)
submission to or rejection of such conduct by an individual is used as the basis for employment
decisions affecting such individual; or, (3) such conduct has the purpose or effect of
unreasonably interfering with an individual’s work performance or creating an intimidating,
hostile or offensive working environment.

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

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

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

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

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

DIVISION OF HUMAN RESOURCES
(401) 574-8381
HRInvestigations@hr.ri.gov
Revised (2021)
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E. GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

DEPARTMENT OF ADMINISTRATION
OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
STATE EQUAL OPPORTUNITY OFFICE _
GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

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

i
|

|

|

1
s
-
[
=
i

i

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

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

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

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

Any unwelcome sexual advances, requests for sexual favors and other verbal and
physical conduct of a sexual nature is unlawful sexual harassment when the response or reaction
to the advances or requests is permitted to affect the employment decisions. It is also illegal for
an employer to permit any conduct that is sexually offensive, intimidating, hostile or interferes
with an individual’s work performance. Sexual advances by co-workers who have no control
over a person’s employment may be unlawful if it has such an intimidating effect that job status
1s affected.

(2005)
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F. EMPLOYEE SELF-IDENTIFICATION OF DISABILITY FORM AND REQUEST
FOR REASONABLE ACCOMODATION

CONFIDENTIAL

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

NAME: AGENCY:

JOB TITLE: DATE:

Please Check IZI the category that best describes your disability. (Upon request, verification of disabling
condition must be obtained from your physician.)

Disabling conditions include, but are not limited to:
[ ] aDs
[] Alcoholism
[ ] Blindness or Visual Impairment
I:I Cancer
[ ] cerebral Palsy
D Deafness or Hearing Impairment
l:|_ Diabetes
[ ] prug Addiction
|:| Epilepsy
I:l Heart Disease
[ ] Mental Retardation
[ ] Mental or Emotional lliness
[ ] Multiple Sclerosis
|:| Muscular Dystrophy
[ ] orthopedic
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[] perceptual Disabilities such as: Dyslexia, Minimal Brain
Dysfunction, Development Aphasia or Speech impairment

D Other

[ 1 Yes, I request a Reasonable Accommodation Needs Assessment Review

[_] No Reasonable Accommodation is needed at this time

Additional Comments:

Signature: : Date:

RIEEO 5/09A

REVISED 7/02/2002

RI SEOO (401) 222-3090
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G. DISCRIMINATION COMPLIANT PROCEDURE

DISCRIMINATION COMPLAINT PROCEDURE

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

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

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

How to Report a Complaint

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

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

e Complete a Complaint Form - Fillable .pdf available at www.hr.ri.gov

e Phone 1-401-574-8381

e Email; HRInvestigations@hr.ri.gov

An individual may also file a complaint with the Rhode Island Commission for Human Rights or
the U.S. Equal Employment Opportunity Commission. If a charge has been filed, either
simultaneously or at a later date with Rhode Island Commission for Human Rights or the U.S.
Equal Employment Opportunity Commission, the State of Rhode Island may defer to either
commission for investigation and any resolution and/or prosecution of any charge.
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Docment; HRF Ol
Riate of Rhode Island Date of Issue: 0271621
Division of Famman Respurces Bevizion Na:
prar e Site Operations/Business Parmer Center of Expertise : .
ADHINISTRATIGHN COMPLAINT REQUEST HE EzecDi _____

Complete this form fo file 2 complaint of Discrimination, Secoxal Harassment Domestic Violence/Semual
Assanit’Stalking. Workplace Violence or Retaliabon Thiz form may be wead for a complaint by an Ewerulive

Omce vou have znbmitted the complaint form. you wall be contarted by an investizgator from the Division of Huoman
Resouroes Site Opesations/Business Paviner Center of Expertise (D0OE} K you do not wish to compieie the
Complaint Form, or peed asststance it deing 5o, please enotact your agency”s Human Besources Business Pariner
or Diverzity Officer who can £I out the form on yow behalf Alematnely, vou can call the Sne
OperationzDusiness Pariner COE at 401-574-8381 to make a report by phone.

* = Required Fishi

Section 1 — Complainant Information
Are you an emplovee of the State of Ehode Idand? * OYes D Mo

Complainant Contact Info
First Hame Last Bame
Tifle Apency
Work Location Work Phone
Mmmager/Supervisor
Home Address Home Phone
Ernail A ddress

How do you prefer to be contacted? ] Emal 3 Phone

Section 2 — Person Completing Form
Same as Section | .
Are vou an emploves of the State of Bhode Island? * [ Yez [3 He
First Name Last Nams

Phone Emal

Section 3 — Complaint Filed Apsinst Information

First Mame Last Hams
Title Arency
Work Location
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URRARTRARRT GF
ADMHISTRATION

State of Rhode Island
Division of Human Resources

CoOMPLAINT REQUEST

Site Operations/Business Partuer Center of Expertise

Docwmnent: HRF 01
Date of Issue:  §2/16/21
Revision N
HR Exec Dir:

Section 4 — Complaint Information

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

CiDiserimnation {multiple options can be selected)

0 Race/Ethnicity/Coler

7 Disability

T Age

T Genetics

[ Pregnancy

7 Miliary Status

Th'Veteran Status

] Religion

1 Sex

] National Onigin

[T Sexual Orientation

T Gender Identity

73 Gender Expression

[ Sexual Harassment

Tl Domestic Violence

1 Retaliation

Summary of Complaint — Please describe what happened to you. indicating the date or dates when it occurred,
names of persons invalved. and whar harm, if any was caused to you as a result; Please use additional pages if

RECESSATY.

Date of Fust Incident

- Date of Last or Most Recent Incident

Section 5 — Witnesses Information

Please Yist below any persons (Co-workers, supervisors, others) who were witness to or can provide information

pertaining to your complaint,

To Whom has this been reported -
31t has not been reported 40 anyone

Incident Reparted to

Fuall Nane

Tt has been reported to the following people

Agency

Phone

Full Name

Agency

Title

Manager/Supervisor

Email

Title

Manager/Supervisor
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Document: HRF &1

State of Rhode Island Date of Issue:  02/16/21 |
Division of Human Resources Revision No: “
e Site Operations/Business Partner Center of Expertise HR Exec Dir:
ADMINISTRATION COMPLAINT REQUEST
Section 6 -~ Attachments
Piease provide any supporting documents,
Complainant Signature Date
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H. CONFIDENTIAL EXIT SURVEY

Rhode Island State Equal Opportunity Office
CONFIDENTIAL EXIT SURVEY

As a terminating employee. you have the option of an exit interview with the ODEO/State
Equal Opportuniry Office to discuss any information related to harassment and/or
discrimination. and vou also have the option of an exit interview with a Human Resources
Representative fo share any information regarding your work experience. To schedule an m-
person interview please e-mail eoo.comphianced@doa.ri gov for ODEQ/State Equal
Opportunity Office or the Division of Human Resources directly at 401-222-2160 or by e-mail
at doa.hrcontacthr 11 gov.

All information obtained from this survey will be handled in a confidenual manner and. to the
extent possible. will not be divulged 1o supervisors. co-workers, or anyone mside or outside the
agency. Plaase 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 nsed as a tool
for changze and unprovements and will not be made part of your persomnel record and will not be
used to respond to reference checks by future employers. We ask that yon be as honest and fair as
possible, Thank vou for your contribution to the improveuient of the State of Rhode Island.

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

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

Race/Ethmc Categories

White American Indian or Alaska Native Hispanic

Biack Native Hawailian or Pacific Islander Two or More Races
Asian

Gender Categories Other Protected Classes

Female Disabled

Male Veteran

Age: 40 & over
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.
CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)
O

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?

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

Yes No

Plaase explain:

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

Yes No

Please explain:

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

Yes No

Please explain:

7. Was your supervisor effective in handling problems or complaints?
Yes No

Please explain:

8. Did you receive fair treatment while employed?
Yes No

Please explain:

9. Do you feel you were discriminated against?
Yes No

Please explain:
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o

CONFIDENTIAL EXIT SURVEY INQUIRY

(contmued)
PRI S S

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

Please explain:

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

Please explain:

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

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

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

Comments
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

Submission lustructions

Please e-mail this form to eso.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 upmost
care. If you are completing this form online, the form will be sent to our confidential e-mail upon

pressing submit.

You may also mail this form to:
ODEO/State Equal Opportunity Office, One Capitol Hill, Providence, Rl 02908
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I. AFFIRMATIVE ACTION FILE CARD

REQU-Z3TE
RHODE ISLAND DEPARTMENT OF ADMINISTRATION Revised by 2219
OFFICE OF DIVERSITY, EQUITY AND CPPORTUNITY/STATE EQUAL OPPORTUNITY OFRICE
AFFIRMATIVE ACTION FILE
* Plaage pote thas this is 2 wol y sefi-idensification vard and vhe informatior you provide will nor be used #s & besis for amployment dedsions ~
OMPLET AFPLICART OR ESAP{OY! Y

Apsicant of l ” T " " " ]
Employes

WumDer Street iy irate Zip Looe
NGTE: When selecting tacialietimis cxtegory, you musst setect OnlY 0fie of the luroes nembered 1 through 7, ! Exeraie ) ] l e 1
[ 1 Biack ar Afvican amerizan o Hispanic ar Lating) i 3 l 2~ Hizggeuniz or tatine 2 ] ‘ 3~ fmeritan indisn or Aska Native {Mor Hispanio o1 Lating} 3 I

l 4 Azian Moy Heganis o lating) i ! I % ~winive {Mot Hispanic or Latina) o

[ F ~ Tweo o kore Rages (Mot Hispanis o7 Latine] 3 ] Disabha l

FOR PERSOMMEL USE OMEY

Dasantment Didasior
i

Disabind vetararn Lt } l fgel A0 & Dyme 3 3

Apgropriation Account Mo, Pay Grade Position Mo,

tncarivent rige this seiection for cutrant empioyees who are reguesting # Caange 1o thelr demopraphic sesignation)

Promotion Fransler Hired, i1, Mg Lt Offered Mot Dfferss_______ Safused

Reagon fur Ao

aprviewer/HR S1aH Date.

RACIADETHNIC CATEGORIES

1 - Black or Arican dapevican (Ner Hispanic or Latine) — A person having origins i apy of (ke black racial grovps of Afriva

2 - Hispanic or Latine ~ A pesson of Mexicas. Puerto Rican. Cuban, Central of Souih American. or other Spanish culiee of ongin. regardiess aof
Tave,

3 .~ American Indian or Alaska Native (Not Hispanic or Latino) — A person having origins in any of the oripiasi peopies of North America and
South Amenca {mchuding Centaal Ametica). and who mamtains fribal alfiliation or *ovnmumx“ﬁmc}nnml

4 — Astan (Not Hispanic or Latine) - A person having onging in any of the eriginal p&aplE5 of the Far East, Sowtheast Astan, or the Indian
subcontinent including Tor example, Crmboria, Chuna, India, Japan. Eorea, Malaysia, Pakistan. the Philippine Islands, Thailand, and
Vietnam,

5 — White (Not Hispanic or Latino) - A person having origins in any of the orizinal peaples of Evrope, North Alfrica, or the Middie Easr.
§ - Native Hawaiian or Qther Pacific Islander (Not Hispanic or Latine) — A person having arigins in any of the original peoples of Bawsil,
Guam. Samoa, or other Pacific Tslands.

7 — Two or More Races (Not Hispanic or Latine) — A person whe primarily identifies with two or maore of the above race categonies.
DISABLED:

All persons with 2 plysical or mental impaimment that substantially limits ene or mose major life activites. Major life activities include, but are
wot Timted 10, carng for oneself. performing mausal fasks, sesing heaning, eaung. 3 !ecpmv walking. standuy, §fing. bending, speaking,
breathing. fearning, readimg concentrating, thinking, commmnicating and working, A major Yife avtivity also inctudes the operation of a txmor
bodily funcion, mcluding, dut aot Lmited fo, funcrions of the imwmune sysien:, nosmal cell prowth, digestive, bowel, bladder. seurelogical, brain,
respiratory, circulaiary, endocrine, and reproductive foactions. A history of such disability. “ar the belief on the part of pigers that 3 person Ias
such x disability. whether it 15 50 or not, also is recognized a5 a disability by the regulation.
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J. COMMITTEE DESCRIPTIONS

} Sub-committee | § Executive Order 13-05

Diversity Affinty |
. Group |

| Sub-committes

Descriptions

The Equai Opportunity Advisory Commitfee (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 eshance their equal opportunity
efforts.

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

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

Diversity Affinity Group (DAG) 1s a subcommittee of the Diversity Council and their main role
is to assist with recruitment by sharing job opportunities within their network and in a volnnteer
basis assist in the hiring process as members on interview panels.
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K. EQUAL OPPORTUNITY ADVISORY COMMITTEE GUIDELINES

EQUAL OPPORTUNITY ADVISORY COMMITTEE"

MISSON:

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

1. ESTABLISHING THE COMMITTEE:

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

B.  Agency head appoints the conunittee from a list of volunreers.

C. Volunteers should mclude staff from:

1, Each division of agency

Various job levels
Diverse group of emplovees: i.e. minorities, women. persons with disabilities.
and veterans

o b

| =)

STR{ CTURE:

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

Minutes

QmMEY oW

(Y]
b

FUNCTIONS (ROLE):

Advise —not perform

Develop short-term objectives

Identify areas of possible discrimination

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

Review monthly progress reports

Issne a progress report to agency head quarterly

Mooy

o

4, CHAIRPERSOXN (DUTIES):
A, Prepare agenda for meeting
B.  Preside over commniittee meetings
C.  Submit anv conumittee recommendations to the agency head

:JI

SECRETARY (DUTIES)

A, Preside over meeting in absence of chairperson
B.  Record minutes of the meeting

C.  Prepare minutes for distribution.
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6. AGENCY HEAD:
Should make a commitment that all recommendations will be reviewed and acknowledged

7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:
1. Newsletter
2. Payenvelopes
3. Emplovee handbooks
4. Copies of the affirmative action plan policy statement of key program elements
5. The State Equal Opportunity Office may issue such guidelines. directives. or instructions

as necessary fo carry out Rhode Island General Laws § 28-5,1.

For additional enidance and/or technical assistance. contact:

State Equal Oppormnity Office

Office of Diversity. Equity and Opportunity
Department of Administration

One Capitel Hill

Providence, R 02908

TEL # (401) 222-3090

Rbode Island Relay: 711

Email: eoo.compliancefidoa.ri.gov
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L. DIVERSITY ADVISORY COUNCIL GUIDELINES

DIVERSITY ADVISORY COUNCIL®

MISSON:
To guide and support a state department or agency director on developing organizational
changes and strategies that will advance the goals of diversity and inclusion m the
workplace. as well as to assist in the implementation of approved strategies and changes.
1.  ESTABLISHING THE COMMITTEE:
A All emplovees should be informed of opportunities to serve on the council.
B. Agency head appoints the council from a list of volunteers.
C.  Diversity Liaison(s) will serve as ex-officio council member
D. Volumieers should mclude staff from:
Each division of agency
Various job levels

Diverse group of employees: 1.e. senior leadership. minorities. women.
persons with disabilities, and veterans

o VD =

2. STRUCTURE:

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

Minutes

oMM oW

3. FUNCTIONS (ROLE):

Advise ~ not perform

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

Develop short- and long-term plans for advancing the goals of diversity and
mc¢lnsion

monw e
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4. CHAIRPERSON (DUTIES):
A, Prepare agenda for meeting

B.  Preside over comncil meetings
C. Submut any council recommendations to the departient/agency directar

5. SECRETARY (DUTIES)
A, Preside over meeting in absence of chairperson
B. Record minutes of the meeting
C.  Prepare nunutes for distribution
6. AGENCY HEAD:
Should inake a commitment to support the work of fhe council and ensure that all

recommencations will be reviewed and acknowladged,

For additional gnidance and/or technical assistance, contact:

Sabina Matos. Chief Program Development
Department of Administration

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

Providence. RI 02908-3865 i
TEL # (401) 222-5813 =
Rhode Island Relay: 711 i
Ewmail: Sabina Matos@ doa.i.gov
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ENFORCEMENT AGENCIES

Department of Aduninistration
Division of Human Resources
One Capitol Hill

Providence. RI 02908

TEL # (401) 574-8381
HRInvestigations@hr g, gov

Department of Administration

Office of Diversity. Equity and Opportanity
State Equal Opportunity Office

Omne Capito] Hill

Providence. R102908

TEL # (401) 222-3090

FAX #(401)222-2400
Eoo.compliancedidoa.ri. gov

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

TEL # (401) 222-2661/ Voice

TDD # (401) 222-2664

FAX # (401)222-2616

1.8, Equal Emplovment Opportunity Commission
1801 L Street NW

Washington, D.C. 20307

TEL # (202) 663-4900/ Voice

TDD # (800) 800-3302

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

Department of Justice

Office of the Americans with Disabilities Act
Civil Rights Divisien :

P.O. Box 66118

Washington, D.C. 20035-6118

TEL # (202) 514-0301/ Voice

TDD # (202) 514-0381

#(202) 514-6193 (Electronic Bulletin Board)
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RHODE ISLAND DEPARTMENT OF CHILDREN YOUTH AND FAMILIES
DIVERSITY ADVISORY COMMITTEE CHARTER
Issue Date: September 17, 2015 (Revised 09/20/2017)

Vision
Be a model employer and leader within state government by leveraging diversity and fostering

inclusion to deliver the best public service to the state’s children, youth, families, and care
provider community

Mission

Recruit, develop, and retain, a diverse, high-performing workforce that draws Jrom all segments
of society, who understands the unique challenges of service delivery to Rl families and youth, in
a multi-cultural, and culturally competent environment, while valuing fairness, diversity, and
inclusion

SECTION 1: AUTHORITIES

1) Office of Diversity, Equity, and Opportunity (ODEO) Diversity Advisory Council
Guidelines published May 2015
2) Office of the Director, DCYF, charter, published September, 2015
SECTION 2: DEFINITIONS

1) Diversity: Diversity refers to all of the characteristics that make individuals different
from each other. Includes characteristics or factors including but not limited to
personality, work style, religion, race, ethnicity, gender, sexual orientation, having a
disability, socioeconomic level, educational attainment, and general work experience.

2) Inclusion: A work environment where everyone feels valued, included, and
empowered, regardless of differences of any kind.

3) Cultural Competence: “The process by which individuals and systems respond
respectfully and effectively to people of all cultures, languages, classes, races, ethnic
backgrounds, religions, and other diversity factors in a manner that recognizes,
affirms and values the worth of individuals, families, and communities and protects
and reserves the dignity of each. ‘It is a set of congruent behaviors, attitudes, and
policies that come together in a system or agency or among professionals and enable
the system, agency or professionals to work effectively in cross-cultural situations’
(NASW, 2000b, p.61). Operationally defined, cultural competence is the integration
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and transformation of knowledge about individuals and groups of people into specific
standards, policies, practices, and attitudes used in appropriate cultural settings to
increase the quality of services, thereby producing better outcomes (Davis & Donald,
1997). Competence in cross-cultural functioning means learning new patterns of
behavior and effectively applying them in appropriate settings. ..Cultural competence
is never fully realized, or completed, but rather cultural competence is a lifelong
process for (social) workers who will always encounter diverse clients and new
situations in their work. (NASW Standards for Cultural Competence in Social Work
Practice, 2001.)

SECTION 3: PURPOSE

This charter establishes the Department of Children Youth and Families (DCYF) Diversity
Advisory Committee (DAC) for the express purposes of:

1

2)

3)

4)

5)

6)
7

8)

Establishing an agency-wide capacity to promote diversity and inclusion by
embracing the power of the workforce to actively foster an inclusive environment
where all employees have the opportunity to achieve personal and professional
growth while contributing to the overall success of the mission of DCYF;

Providing influence, advice, and leadership to the senior level executive team,
principal human resource managers, hiring officials, and supervisors on the
importance of new and innovative approaches to promote and increase diversity and
inclusion in the workforce through recommended strategies;

Providing a venue for divisions and individual workers to offer input and feedback on
diversity and inclusion initiatives;

Reviewing DCYF policies, procedures, and practices regarding diversity and
inclusion initiatives, and those of other agencies, and recommending diversity and
inclusion improvements;

Reviewing the process by which cultural competence needs are identified, and
ensuring DCYF training practices meet identified needs, moving staff toward cultural
competence;

Initiating and maintaining regular contact with diverse populations of the DCYF
workforce, providers, clients, and other relevant community organizations;
Identifying, utilizing, and communicating critical diversity metrics for both the
agency, and our client and provider populations; and

Identifying and recognizing diversity and inclusion champions in our workforce,
client and provider communities.

SECTION 4: MEMBERSHIP

1Y)

2)

Diversity Liaison - Appointed by DCYF Director. Liaison between senior leadership
and DAC, and DCYF and state Diversity Council. Ex-officio member.

Minority Business Enterprise Representative - Liaison with ODEO, Minority
Business Enterprise office. Ex-officio member.
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3) Council Members - Volunteer members from the workforce, client and provider
communities. Members serve at-large for an indeterminate period of time.

SECTION 5: ORGANIZATION

1) The DAC will elect co-chairpersons to serve a two-year term with the exception of
the first election in which one co-chair shall serve a three-year term so as to provide
for staggered terms moving forward.

a. The most senior co-chair shall run DAC meetings.
b. In the first year, meeting shall be run by the co-chair serving the two-year
term vs the three-year term.

2) The DAC shall elect a Secretary who will serve a two-year term.

a. Secretary will be responsible for taking DAC minutes, distributing DAC
minutes to all members and the Director, and for all other communications.

SECTION 6: SUBCOMMITTEES

1) There will be two sub-committees whose charge will be to explore the areas below:
a. Diversity and Inclusion
i. Internal - What are the department’s outreach strategies, hiring

programs, and on-boarding practices? Is the department’s outreach
strategy successful in cultivating a diverse and inclusive applicant
pool? Are development, award, and promotion practices being equally
distributed and merited throughout the agency? Are programs
accessible to all department members equally? Does the department
provide support capabilities such as formal mentoring and coaching
programs for all members?

ii. External — What are the department’s outreach strategies to recruit a
diverse and inclusive pool of foster care providers, service providers,
and MBE? How does the department effectively reach out to diverse
members of our client community to understand and support their
unique perspectives?

b. Cultural Competence - Education, Awareness, Innovation, and Commitment
1. Internal - Are training curricula inclusive of cultural competency
practices? Are key components of cultural competence communicated
and supported throughout the workforce? Does the agency stay abreast
and incorporate relevant and developing cultural competence practices
in on-going training?

ii. External - Are training curricula inclusive of cultural competency
practices? Are key components of cultural competence communicated
and supported throughout our provider and foster care provider
community? Does the agency stay abreast and incorporate relevant and
developing cultural competence practices in on-going training?
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2) The DAC may establish and dissolve subcommittees and ad-hoc committees as
deemed necessary for the DAC to advance its objectives.

SECTION 7: OPERATING PROCEDURES
1) The DAC will meet monthly, unless authorized to do so more frequently by the
Director based upon current operations.
2) Co-chairs and committee chairs will aim to conclude meetings within 90 minutes.
3) Members who cannot attend meetings will notify the Secretary
a. Members who miss 3 consecutive meetings, or more than 6 in a given
year, will be asked to examine their commitment to the council.
4) A loose interpretation of Roberts Rules of Order will be used to guide meeting
business.
a. Meeting Minutes read and accepted

b. Old Business and Updates
c. New Business

d. Committee Reports

e. Adjournment
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VIIL. DIVERSITY PLAN TO IMPROVE MINORITY HIRING AND WORKPLACE
INCLUSION

Vision: To have a kind, respectful and supportive workplace that enables us to attract and retain
a diverse workforce that represents the children and families we serve.

Purpose: This diversity hiring plan is designed to help us achieve our goals. It provides a
shared direction and commitment for the Department so we can work together to respect and
value our diverse workforce and build a more inclusive workplace.

Assessment:

The Department of Children, Youth and Families (DCYF) has made great strides in recent years
at diversifying our workforce. Our minority hires in 2017/2018 was 25.13% and our minority
hires in 2018/2019 rose to 25.94%. Currently, our workforce composition is 28.46% minority
compared against the state’s Executive Branch statistics of 32.7% minority representation in the
workforce, as a whole. The Department will continue its recruitment efforts to reach this goal.

The Department will continue its recruitment efforts to reach more Hispanic applicants. While
we have increased our Hispanic population by 1% over the past year it is still below the state’s
Executive Branch statistics of 16.3%.

Further analysis, however, suggests that most minority employees are located at operational
levels, most significantly in the “Professionals” category with §few§{wq51 minority members
represented in the “Officials & Administrators” category. While the agency has done a good
job at recruiting and retaining minority employees recently, we can do more to ensure that
minority staff have a clear path to career promotion opportunities.

Goals:

1. Workforce diversity — recruit from a diverse, qualified group of candidates to increase
diversity of thinking and perspective and recruit from minority list to target underrepresented
categories.

2. Workplace inclusion — foster a culture that encourages collaboration, flexibility and fairness to
enable all employees to contribute to their potential and increase retention.

3. Sustainability & Accountability — Identify and breakdown systemic barriers to full inclusion
by embedding diversity and inclusion in policies and practices and equipping leaders with the
ability to manage diversity and be accountable for the results.
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Affirmative Action Plan — Recommendations from DAC and %REﬁ[Wc(sﬁ[wcwﬁ[qu}

Areas for improvement and Strategies

Although overall staff dlversrry is
improving, we are not seeing strong
enough diversity gaihs in-our supervisor,
mid-level management and administrator
positions.

_ Areas of Improvement identified | ‘
% Any mid-level management and administrator
positions will be advertised through sites such as .

training, and portfolio building.

commended Strategies to Add

Linkedin, Indeed, Child Welfare League of
America career center, National Association of
Black Social' Workers career center, National
Association of Puerto Rican and Hispanic Social
Workers job listings, and any other entities that
market within :BIPOC communities.

The Department will create professional
development tracks for staff. This - may include
mentorship programs, job interview skills

Although overall staff diversity is
improving, there is inconsistency across
divisions. In particular, more work needs
to be done to recruit more diverse staff in
Community Services and Behavioral
Health, Child Protective Services,
Resource Families, and all support area
divisions.

Hold a session co-led by HR and the Diversity
- Advisory Committee (DAC) to educate senior

leadership using data about diversity within
their division. Give them suggestions for how
they can partner with HR to ensure they have a
diverse candidate pool when hiring.

If child protective investigator hiring list
becomes exhausted before April 2023, we will
use best practices and learnings from our social
caseworker recruitment to promote a diverse
pool of applicants for the next civil service exam.

The interview process does not
adequately screen prospective staff
around DCYF values, including race equity
and family engagement.

develop a list/pool of staff of color to participate
1 in allinterviews.

Embed throughout the hiring process (job
descriptions, recruitment activities, interview
questions) language that reflects the mission
and values of the Department. This includes
concepts of race eqUIty, cultural and language
competency

Work with the DAC and Race Equity Team to
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Recruitment and Hiring Strategies to Continue:

1. Continue frontline recruitment success in Family Services Unit, Division of Youth
Development and Child Protective Services. The Department will utilize minority
candidate lists for positions whenever possible. HR and operating division leadership will
have active conversations to determine when it is appropriate to use Spanish-language
hiring lists to meet the needs of the children and families served in a given position. After
discussing with DOA, educate senior team about steps/documentation needed to justify
use of language list.

2. Continue to inform staff via all-staff emails whenever job postings are occurring. This
has been an effective strategy for all staff to be aware of opportunities to apply for
promotions, or to alert social and professional networks about opportunities to work at
the Department.

Retention Strategies:

The Department’s new hire training appears to be having a significant effect on the overall
retention of new frontline staff. These practices should continue.

The senior team should be updated every six months on the new hires and retention of staff,
stratified by race and ethnicity.

The Department will, through its stakeholder engagement planning, establish ongoing
opportunities for staff to provide feedback on agency culture. There should be safe spaces to
provide this feedback.

DCYF currently has a low response rate for exit interviews. The Department needs to implement
strategies to improve the response rate. Feedback received in exit interviews should be provide to
the senior team every six months so they understand trends in what is reported as the reasons for
leaving the agency.
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Woarkforce
Diversity

Objective
Recruit from a diverse, qualified
group of candidates '

Obtain accurate accounting of race
and ethnicity of DCYF staff

Actions
1. utilizing the minority list
when possible

2. Informational forums to
target minority groups

3. Expanding recruitment
efforts (ie Social Media,
radio, newspapers)

4.Continued networking with
the ODEO as well as the
DCYF Diversity Liaison
5.Request DOA send out
updated Affirmative Action
File Card to all staff

Accountability
HR Hiring
Manager

HR Hiring
Manageriwc(s)
HR Hiring
Manager

HR Hiring
Manager
Diversity Liaison

HR Hiring
Manager

Measuring Success
increase in the
representation of diverse
employees

Greater percentage of
self identifying

Workplace
Inclusion

Different backgrounds and
perspectives lead to a variety of
ideas, knowledge, and ways of doing
things. Team members from the
same background may take actions
based on a narrow range of
experiences. By ensuring that our
team includes staff from various
social and cultural backgrounds, we
will widen the range of perspectives,
knowledge, and approaches from
which decisions are made for the
most vuinerable youth and families
that we serve.

1)Provide inclusive
leadership training for
managers

2)Continue to provide bias
training and continue the
Race Equity Team listening
and learning forums

Senior
Leadership
Team
Workforce
Development

All staff

All managers participate
in leadership training

All staff are provided an
opportunity to
participate in trainings
and forums

2. Improved Communication
through weekly messages,
open forums, intranet and
direct emails

Senior
Leadership
Team

Decrease in employee
turnover

Sustainability
&
Accountability

1. Review policies and
practices to identify and
remove systemic barriers to
inclusion

M. Ensure that new
employees take
partin an
orientation training
program on topics
such as diversity,
discrimination and
sexual harassment

N. Encourage staff to
participate in state
sponsored

Senior
Leadership
Team

Policy

DAC and EEOC
Committees

HR/Legal and Sr.

programs to

All policies and practices
are reviewed and
updated

Workplace culture that
encourages and
promotes equity for all
employees

Increased promotional
opportunities

Improved retention rates

Team
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increase job
efficiency through
training

2. Review current job
descriptions to ensure that
they align with current
practice models.
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