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|. 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) 842-72-5) 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 servicesshall 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.

e Ensure competence, accountability, and professionalismat 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 youths 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 Assessmentand Stabilization

e Disruptive Behavior Management

e Family 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
e Youth Diversionary Programs

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

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 8§40-11-7 to assess and
determine an appropriate response by DCYF or our community partners. The division also
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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
Care Unit. A Chief of Practice Standards oversees each regional office, and an Administrator of
Child and Family Services oversees the other auxiliary units and our other auxiliary units and
managed by 2 Regional Directors. 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 ongoing case management services are needed
to address abuse, neglect, or dependency within the family. Through the Screening and Response
Unit where families with no legal status with the Department and the community are

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 an indicated CPS
investigation. The Division also works with families of youth who are involved with the RI
Family Court on juvenile justice matters.

Licensing/Resource Families

Kinship caregivers, traditional and therapeutic foster families, and pre-adoptive families are
collectively known as “resource families.” Resource families are critical partnersto DCYF because
they provide care for Rl 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
careforchildren'sbehavioral health servicesthatsupports 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, notjustservices 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 Justice promotes the rehabilitation of youth
through a continuum of flexible, innovative, and effective programs for male and female youth.
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The Division of Juvenile Justice 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 youth development program for male and
female youth who are detained and /or sentenced to the facility by order of the Rhode Island
Family 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 adheresto 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 delinquent 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
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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.

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 personnel. This division also executes 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
three sub-units: data analytics and evaluation, change management, and case review system.
Collectively, DPI’s units engage in System-wide strategic planning, research, program
implementation, evaluation and continuous quality. Highlights include ongoing monitoringand
surveillance system on numerous practice and impact outcomes on child, family and system
levels; advanced statistical analysis to evaluate program impacts; mixed method and program
evaluation; program design, planning, implementation and qualitative case

reviews. 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 and intervention implementation.
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Workforce Development

The mission of the Workforce Development Division is to support DCYF initiatives 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 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.

Legal

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 prosecute civil
child protective/child welfare cases filed within the Family Court. These petitions include but are
not limited to litigation relating to child abuse and neglect and termination of parental rights.

The Office of Educational and Constituent Support Services is also a part of the Legal Division.
The functions of this division include educational support and consultation for DCYF staff,
constituent affairs support and serving as the Department’s Prison Rape Elimination Act (PREA)
Coordinator and the Department’s American with Disabilities (ADA) and Section 504 of the
Rehabilitation Act of 1973 Coordinator.

**THISSECTION INTENTIONALLY LEFT BLANK**
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[I. PLAN ADMINISTRATION
A. POLICY ON SEXUAL HARASSMENT

.' Mﬁh:. STATE OF RHODE ISL4ND AND PROVIDENCE PLANTATIONS
b i DEPARTMENT OF ADMINISTRATION

Enterprise Policy

Human Resources 2018

. Kyle Adamonis
Sexnal Harassment Policy A01-272-5664
04-02-18 Eyle Adamomsiahrn gov
1. Scope

This policy applies to all State Executive Branch agencies and employess whether permanent. non-
permanent, temporary, seasonal, full or part-ime. Employees are also required to familianze themselves
with agency-specific sexual harassment policies.

1. Introduction

The State of Fhode Island promotes a workplace that is free of sexmal harassment Sexmal
harazsment of employees occurming in the workplace or inother settings related to their employment
1s unlawful and will not be tolerated. Any retaliation against an individual who has complained
about sexmal harassment or retaliation against individuals for cooperating with an investigation ofa
sexual harassment complaint is similarly unlawful and will not betolerated. To achieve aworkplace

The State of Rhode Island takes allegations of sexunal harassment seriously, and will promptly
respond to complaints of sexmal harassment Where it is determined that such inappropriate conduct
has occmmred, action shall be taken to prevent firther offending conduct and impose timely
comrective action asis necessary, uptoand inchnding disciplinary action where appropriate.

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

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

3. Definition of Sexual Harazsment

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

(1) Submission to that conduet or those advances or requests 13 made either explicitly or implicitly a
term or condition of an individual's employment; or

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

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

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

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

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

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

« displaying sexually suggestive objects, pictures, cartoons;

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

+ inquiries into one's sexual experiences; and

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

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

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

When a person who has presented an internal complaint requests the status of the complaint, Human
Resources will provide a timely answer in writing ti;> 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 (ODEO) in the
Department of Administration or a member of staff within the ODEO/State Equal Opportunity
Office (www.odeo.ri.gov). ODEO will investigate the complaint and also maintain confidentiality
to the extent practicable (other than notification to the Agency Director, when appropriate):

If ODEO makes a determination that there is probable cause of discrimination, it will try to
conciliate the complaint. If ODEO is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If, after a hearing, the Hearing Officer determines that sexual harassment occurred,
the ODEO will present its 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 (EEOQC) for investigation and/or resolution of the complaint).

8. State and Federal Remedies

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

The United States Equal Employment Opportunity Commission (EEOC)
WWW.ee0c.gov

John F. Kennedy Federal Building

475 Government Center, Boston, MA 02203

Phone: 1-800-669-4000

TTY: 1-800-669-6820

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

180 Westminster Street, 3d Floor

Providence, RT 02903

Phone: 401-222-2661

TTY: 7-1-1

Where it is determined that inappropriate conduct has occurred, the agency will act promptly to

prevent further offending conduct and impose corrective action as is necessary, including
disciplinary action where appropriate.

9. Disciplinary Action

Ifitis determined that an employee has engaged 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. Signatures

o ™ Bleegia_

A\,
DR)ision Director

e A D2

Director of Administration

A

Date

/3 /18

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 Michael Burk,
Administrator, Family & Children’s Services.
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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 ensuring that this equal opportunity policy will be carried out within the Department.

/ /'. .
. /
/# "«
hs s ,

Kevin Aué:.oih, Acting Director, DCYF
3/17/23

Date:
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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

6. Review monthly progress reports

7. Issue a progress report to agency head quarterly

cgRrwhE

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, 2022 through June 30,2023
January 23, 2023

17 | 132



DCYF Affirmative Action Plan

The members of the DCYF Equal Opportunity Advisory Committee (EOAC) are as follows:

NAME TITLE ETHNICITY GENDER

Patricia Hessler Administrative and White Female
Legal Support
Services
Administrator

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
1

Brandi Didino Administrator, White Female
Family & Children’s
Services

Winsome Stone Assistant Director, Black Female
DCYF

Dennis Lassiter Shift Coordinator Black Male

Ben Copple Chief of Legal White Male

Services
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Equal Opportunity Advisory Committee Minutes
January 23, 2023
2:00pm

Attendance: Patricia Hessler, Colleen Walters, Winsome Stone, Brandi Didino, Chavon Perry, Zenaida
Martinez

I. Call to Order: Meeting called to order at 2:00pm
Il. Introductions: An introduction of all members in attendance was conducted.

Ill. 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 agreed to review all recommended changes and come prepared for
our next meetingto finalize this new policy. 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.

IV. Open seat for the secretary position was offered outto members.
V. Pat Hessler would like Ben Copple to join this committee
VI. Action Items:

e Pat Hessler confirmed that Mike Burk is fulfilling both roles as a Title VI Coordinator and the
Section 504 Coordinator
e Colleen to send draft policy to all committee membersincluding Mike Burk for any updates

The Committee will meetin 3 months to finalize policy.

Meeting adjourned at 2:30pm.

19 | 132



DCYF Affirmative Action Plan

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.

2. 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 fairnessand equality in all hiring
decisions. Division Heads are responsible for maintaining a work environment that is free
from discrimination and / or harassment.

3. Supervisors have the responsibility to read and be familiar with this Affirmative Action
Plan. As the “first line” of Department leadership, supervisorswill 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.

4. The Human Resources administrator is the designation of DCYF’s Human Resources and
Management Support Division. The Human Resources administrator will coordinate with
the Department’s Equal Opportunity Advisory Committee, Race Equity Council and
Diversity Advisory Committee to refine these goals and develop additional ones as new
needs and opportunities emerge. The Human Resources administrator will track, and
report data related to employment, appointments, hiring, and promotions.
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E. DIVERSITY LIAISON

The DCYF Diversity Liaison is currently Silas Copeland. Silas 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. Adam Williams also serves as a Diversity
Liaison and has been proactive in ensuring diversity throughout the Department.

F. RACE EQUITY COUNCIL

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 Department
has also recently created a Race Equity Council. All include volunteers from across DCYF that
aims to help promote diversity and inclusion. The Affirmative ActionPlan is a team effort
amongst human resources and all of our committee members who are dedicated to diversifying
the department for improved outcomes.

The committee has recently helped to:

5. Recommend new policies and procedures for hiring and the agency’s affirmative action
plan
6. Create educational and social opportunities to encourage empathy and culturally

competent thinking

7. Take partin critical planning, including prevention efforts and equitable outcomes in out-
of-home placement of children and youth

Larome Myrick leads the Race Equity Advisory Group. The intent of the Race Equity Advisory
is to ensure there is a diverse and representative dedicated group of DCYF staff collaborating to
examine, identify, and address racial and ethnic disproportionalities that may exist within the
department, and to monitor and report the Department’s progress towards achieving its race
equity and diversity goals. Listed below is a our newly created Race Equity Charter.
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Executive Summary

This charter establishes a Race Equity Advisory (REA) for the Rhode Island Department of Children,
Youth & Families (DCYF). The intent of the Race Equity Advisory is to ensure there is a diverse and
representative dedicated group of DCYF staff collaborating to examine, identify, and address racial and
ethnic disproportionalities that may exist within the department, and to monitor and report the
Department’s progress towards achieving its race equity and diversity goals.

This charter creates a clear and mutually
agreeable definition of Racial Equity and the

REA’s role in carrying outits mission to ensure A £6cUSED EFFORT TO ADDRESS DISPARITIES AND
racial equity is at the forefront of the ) qppapORTIONALITIES TO ENSURE  THAT
Department. The — Race Equity Advisory \nenpry OF RACE OR ETHNICITY HAVE NO

reviews this charter annually and revises it as
DETRIMENTAL EFFECT ON THE DISTRIBUTION OF

appropriate or when there are significant
changes to the group’s structure or function. RESOURCES, OPPORTUNITIES, AND OUTCOMES.

Purpose

The purpose of this charter is to provide strategic recommendations for the REA members regarding
racial and ethnic disparities and disproportionalitie s
with the Department to:

e Examine existing conditions,

e Identifyand prioritize greatest areas of need,

e Suggest sustainable solutions, and

e Monitor and report the Department’s progress
toward achieving both its race equity and
diversity goals.

In addition, the advisory group provides advice to the agency Director on achieving racial equity.

Structure

The REA may include members from the following Divisions of DCYF with the following roles and
membership structure to ensure diverse representation throughout the Department:

e Representatives of the DCYF Executive Team

e Representatives from the Diversity Advisory Committee (DAC)
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e Representatives from agency staff

e Arepresentative from Workforce Development
e Policy designee (1)

e Human Resources designee (1)

The REA will invite projectleads and workgroup liasons, who are designated members, as attendeeson
an as needed basis. Project leads will be responsible for providing updates to the REA, and workgroup
liasons, who are designated members, are to report learnings and resources to the REA.

~
RACE EQUITY ADVISORY

CHAIRPERSON

ADVISORY MEMBERS D

J

A

r Ve N N/ N N

EXECUTIVE DAC WORKFORCE HUMAN GENERAL POLICY
TEAM LEADERSHIP || DEVELOPMENT || RESOURCES STAFF (2)

- U\ VAN N\ AN J\ J

Divisional Race Equity Workgroups

Membership

The REA leadership and membership roles shall be decided through appointment. The Executive Team
shall vet all applicants and submit selected membersto the Race Equity Advisory for approval.

The Chairperson shall serve a 12-month tenure and can be reappointed to a 2" and 34 term.

The REA consists of 12 members across all the DCYF Divisions. This cross-functional approach to
membership allows multiple perspectives and experiences to be included in the overall advancement
of the agency’s Race Equity goals. The REA is staffed with a chairperson.

The REA shall select the Chairperson, its leader, at the first meeting. This will be done via nomination,

the personaccepting the nomination, and the committee members voting on and accepting the person
to serve as the Chairperson. The Chairperson must be approved by the Director of DCYF.
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Process for Adding New Advisory Members

Advisory membership should reflect a diverse mix of employees, taking into consideration factors such
as race/ethnicity, gender identity or expression, language, sexual orientation, age, disability, veteran
status, etc.

Membership will be limited to a 12-month term, with the option forreappointment fora 2nd and 3¢
term subjectto reappointment by the DCYF Executive Team. Exceptions to this rule shall be allowed
if approved by the Director.

The DCYF Executive Team shall move to fill vacancies in case of REA member departure from the
agency.

Existing Advisory members can re-apply every year to be a part of the REA.

If at any time, a new member is interested in joining the REA, they can do so by expressing their
interest via email, which will thereafter follow the normal vetting process as with other Advisory
members.

Norms of Advisory Members
Advisory members will be expectedto:

Attend the REA meetings

Not fall behind with their regular work duties
Keepthe conversations in the meetings confidential
Respect the comments made by other members
Bring their ideas to the REA

Partake in the work of the REA

The Chairperson shall:

Preside at all Advisory meetings (unlessthere has been a designee selected).

Review Advisory strategic goals and their implementation.

Provide regular updatesto the Director of DCYF.

Assist with the selection of the Administrative Support (team) responsible for meeting scheduling,
preparation, meeting facilitation, follow-up on action items, communication, and messaging.
Remain current in primary work duties.

Perform otherduties as needed.

Advisory Members shall have:

A connection with local historically marginalized communities.

Experience/expertise in specific domains, including education, employment, health, housing,
income, justice, and/or transportation.

A commitment to race equity, social and environmental justice, and diversity and inclusion.
Capacity and willingness to fully meet the requirements of Advisory membership.

Remain current in primary work duties.

The ability to work collaboratively with people of diverse perspectives and experiences.

The ability to represent the geographic and demographic diversity of the communities that DCYF
serves.
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Role of REA Members:

e Make the Race Equity Advisory a department-level priority and hold themselves and others
accountable for meeting the Advisory goals.

e Participate in all Advisory team meetings and activities, as well as committees and work teams.

e Champion, collaborate and build relationships with staff across Divisions while leveraging internal
expertise to advance the goals of the Advisory.

e Represent the Department at leadership meetings and communicate messages from the Advisory
to the Department.

e Provide leadership, facilitation, coaching, and technical assistance to internal departmental equity
teams.

e Shall review existing plans and reports and provide/contribute additional feedback or data to DCYF
Director.

e Continually learn and support department learning.

e Encourage employee-generatedideas and solutions.

e Inform and assist with implementing strategies and plans to advance race equity across all areas of
work.

e Build personal and professional knowledge and skills, including the application of racial equity
assessmenttools for planning and decision-making, and in-depth analysis of racial equity.

Decision-Making
All members shall have equal status for input and decision-making. Whenever possible, decisions will

be reached by consensus, whether members are present at a scheduled meeting or not. If consensus
cannot be reached, decisions shall be made as follows:

e To vote on the charter, amendment, or fundamental change, there must be a % vote of the entire
membership

e A proponentof the decision shall make a proposal which shall be stated in a meeting agenda issued
at least three business days in advance of a meeting.

e The proposal may be put to a vote at the meeting of the memberswho are present.

e Arecommendation shall carry if a majority of the Advisory members present at the meeting vote in
favor.

Meetings

Regular participation and attendance during Race Equity Advisory meetings are critical for the
Department to move towards building a more comprehensive child welfare system with improved
outcomes.

Participation
e Participation in meetingsis encouraged.
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The expectation of attendance is a priority so long as it does not interfere with the employee’s
workload or other assignments. If this becomes an issue, the member will immediately notify their
supervisor and the Chairperson.

The Chairperson of the Advisory (or their designee) shall establish the agenda for each Advisory
meeting.

The Chairperson shall attend the REA meetings. In the event the Chairperson is unable to attend,
the Chairperson may designate a REA member to serve as the Chairperson for that meeting as their
designee.

If a REA membermisses a meeting, they should review the notes available after the meeting.

A majority vote of the Advisory members in attendance at the meeting shall be required for any
action taken by the REA.

Schedule and Process

The Advisory will meet a minimum of once per quarter.

An agenda shall be sent with the meeting notice along with the previous meetings minutes sent out
for review and then approved by membership at the next meeting

Members will be able to attend in person, join by phone, or virtually (via Zoom or Microsoft Teams)
if the virtual capability is available.

There will be minutes taken at each of these meetings. They will be shared with the team after the
meeting and voted on to be approved at the following meetings.

Documentation

Meetings:
o The administrative support shall distribute and keep minutes and records of the meetings.
o Meeting documentation, including notes, action items, and decisions, will be recorded and
distributed to all members before each meeting.
o Action items are followed up on by placing them on the next meeting’s agenda. A meeting
reminder shall be sent out before the meeting with materials attached so that members can
come prepared.

Charter Amendments shall be modified through REA consensus (% vote of the entire membership),
in writing, and approved by the DCYF Executive team.

Strategies

The Race Equity Advisory aims to eliminate disparity and disproportionality and advise stakeholderson
DCYF’s progress in achieving success.

Assist in suggesting and reviewing the implementation of the departmental Racial Equity strategy.
Perform Race Equity Impact Assessment of the Department’s strategic and operational decisions.
Review and select a Race Equity Tool Kit to consistently apply a race equity lens to the Department’s
practices.
Review the quality of research data on racial equity and practice.
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Monitor the Department’s goals and objectives that achieve the above.

Deliverables
The Advisory Shall:

Recommend an overarching race equity strategy that supports the Department’s vision for reducing
and eventually eliminating racial and ethnic disparities and disproportionality.

Foster strong leadership commitment, agency culture, training, and technical assistance for DCYF's
race equity initiatives.

Evaluate the race equity managementand structure to determine where opportunities forincreased
equity can be applied.

Evaluate existing research and perform a gap analysis of the effectiveness of divisional race equity
strategies.

Recommend race equity tool(s), monitor implementation, and track progress by each operational
division.

Provide feedback to the Director on the progress of race equity interventions.

Complete an annual review of the work of the Race Equity Advisory and establish goals for the next
year.

Work with Human Resources to review and assist with the recruiting, retention, professional
development, and promotion of staff to ensure a diverse workforce.

The Advisory uses available research, best practices, and data on effective equity strategies to focus on
the following:

Review race equity initiatives and make recommendations to the DCYF Director.

Engage and support divisional directors and staff implementing effective race equity initiatives.
Attend Advisory meetings to discuss, design, and implement race equity initiatives.

Advisory commits to a minimum of once per quarter to the Race Equity Advisory’s duties and
activities.

Actively contribute to the feedback report about DCYF’s (Divisional) Race Equity opportunities for
improvement, goals, and accomplishments.

Communication and Sustainability
The Race Equity Advisory will suggesta communication plan to provide guidelines on how to:

To raise awareness and educate stakeholders about the value of adding a race equity lens in the
decision-making process.

To engage interest in, and support for, such an approach among those who review, work within,
interact with, and/or are affected by existing race disparities.

To engage stakeholders purposefully in the identification and implementation of race equity
strategies that will support race equity.
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Communication

The Race Equity Advisory’s Communication Plan shall define the responsibility, goal, method, audience,
and frequency of communicating progress, challenges, or other key information to internal and external
stakeholdersin coordination with the Department Public Information officer and the Director.

DCYF RACIALEQUITY ADVISORY COMMUNICATION PLAN (DcYF-REC-COMM-PLN-001)

GOAL/PURPOSE COMMUNICATION TOOL AUDIENCE FREQUENCY RESPONSIBLE (SOURCE)
(Assessment reports, (Meeting, Virtual, Email, Memo, = (, Advisory members, Milestone, Daily, Weekly, (CEO, Chairperson, Advisory
Updates, Achievement, Phone call, Media, Town Halls Directors, Project Leads, Monthly, Quartey, As Member, Division Heads, Project
Bottlenecks, ...) Department Meetings, Staff Workgroups, Minority needed...) Lead, Workgroup...)

Meetings/Team Meetings, groups, Internal stadff,
Email, Notice Board External stakeholders...)

Duration and Sustainability
Wide-scale race equity is an ongoing effort; therefore, the Advisory’s role in recommending practices
to eliminate racial disparities in DCYF’s activities shall be continuous.

The Advisory’s ongoing success shall be sustained by:

e Going for easy wins and thentackling more complex issuesin due course.

e Maintaining a diverse, representative, passionate team leading the way forward.

e Well-coordinated work that will be tied to the Race Equity Action Plan.

e Checking authority and accountability to navigate through the obstaclesto keep the Advisory’s work
on track.

e Incremental infrastructure development (Race Equity Tool Kit) to enable the Advisory’s sustained
and scaled success.

e Continually bringing more people aboard and moving towards a common goal.

e Ongoing learning and evaluation to continually improve the journey and expand the Advisory’s
impact.

e Turning successes into stories that will be widely shared so people can learn about the tangible
benefits of the Race Equity Advisory’s work.

REA Reference Documentation

e DCYF Race Equity Vision and Mission statement
e Race Equity Advisory Charter

e Race Equity Advisory Meeting Minutes Template
e Race Equity Advisory Strategy and Goals

e Race Equity Advisory Communication Plan

e Race Equity Tool Kit

e Race Equity Impact AssessmentReport

e Race Equity Plans (Each Division)
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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 onall 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 all 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 (ODEO)
State Equal Opportunity Office in the Department of Administration. This plan is also
informed by review and feedback fromthe DCYF Diversity Advisory Committee and
Equal Opportunity Committee.

2. 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
administrator will maintain current statistics related to hiring, appointments, terminations, and
transfers, and will make them available to the DAC, Race Equity Council, the EOAC and
Department Leaders upon request.

H. POLICY STATEMENTS

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
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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
may include suspension fromemployment or dismissal where the discrimination if foundto be
willful or repeated.

POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

The Department of Children, Youth and Families fully endorsesand 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.

/ /’ .
# "«
)

Kevin A'ucoin;Acting Director, DCYF
3/17/23

Date:
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POLICY ON SERVICE DELIVERY

The Department is committed to providing fair, courteous, and equitable service to the public.
The Department will make every effort to provide interpretive services to the non-English
speaking public. As per Rhode Island General Law 28-5.1 of the State of Rhode Island, all
Divisions of the Department of 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 programsand 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.

“/ «’ 4
4 ~ /
A " (¢

Kevin_,&uéoin,«,/Acting Director, DCYF

Date: 3/17/23

31| 132



DCYF Affirmative Action Plan

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 goodsand 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 V11 of the Civil Rights Act of 1964,
Rehabilitation Act of 1973 and Executive Orders 11246 and 11375. Every effort will be made to
solicit bids from Minority Business Enterprises and Women’s Business Enterprises. This policy
is and will continue to be posted in conspicuous areas.

/ /’ .
/ ) 7
# "«

Kevin A.uéoin,Acting Director, DCYF
3/17/23

Date:
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POLICY STATEMENT FOR INDIVIDUALSWITH 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, Rl 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 VVocational Rehabilitation Services, the
Department of Human Services and appropriate educational or training institutions to assist in
recruiting qualified individuals with disabilities and covered veterans.

Michael Burk, Administrator, Family & Children’s Services 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.

/ p
/ e
/ . 4
# ¢

Kevin Au.coin,‘/Acting Director, DCYF
Date: 3/17/23
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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.

/ V. !
/ o /’
A I /

Kevin Adcoin;fActing Director, DCYF
Date: 3/17/23

34 | 132



DCYF Affirmative Action Plan

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 forall 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 recruitand 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.

/ /.
/ . ) 7
# f /

Kevin AUéoin,Acting Director, DCYF

. AMERICANS WITH DISABILITIES ACT/504 COORDINTOR

DCYF hasadopted an internal grievance procedure providing for prompt and
equitable resolution of complaints alleging any action prohibited by the
Americans with Disabilities Act of 1990 (ADA) and/or Section 504 of the
Rehabilitation Act of 1973 (Section 504).”

Complaints should be addressed to: Michael Burk, Administrator, Family &
Children’s Services who has been designated to coordinate ADA/504 Compliance
efforts.

A complaint may 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. You can forward all complaints via
emailto: DCYF.ADAcoordinator@dcyf.ri.gov. You canalso reach him at 401-
228-6050.

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 Michael Burk or his designee. These rules
contemplate informal but thorough investigations affording all interested persons
and their representatives, if any, an opportunity to submit evidence relevantto a
complaint. ADA coordinator to hold a meeting with the aggrieved party and
others no more than 5 weeks following the formal filing of the 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
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complaints filed.

In accordance with DCYF Policy 100.0140, Civil Rights and Federal Laws and Requlations
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
asto 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.

w

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.

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 establishesthe 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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[11. PROGRAM STATISTICS
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1. APPLICANT DATA

New Hire Stats fiscal year 21/22

2 or more

ASIA AMERICAN

BLACK/AFRICAN AMERICAN

N/D

TWO OR MORE RACES

(blank)

=| Administrator, Family & Children's Services
Officials and Administrators

| Assistant Administrator, Financial Management
Officials and Administrators

- Billing Specialist
Administrative Support

=IBusiness Management Officer
Paraprofessionals

-ICasework Supervisor I
Professionals

=IChief Implementation Aide
Paraprofessionals

=IChief Program Development
Paraprofessionals

=IChild Protective Investigator
Professionals

=IClerk Secretary
Administrative Support

=IClinical Social Worker
Professionals

=ICommunity Liaison/Relations Coordinator
Paraprofessionals

-ICustomer Service Specialist |
Administrative Support

= Data Control Clerk
Administrative Support

-IEconomic & Policy Analyst
Paraprofessionals

= Eligibility Technician
Administrative Support

-'Executive Assistant
Administrative Support

='Implementation Aide
Administrative Support

-l Information Services Tech |
Administrative Support

-/Juvenile Program Worker
Protective Service Workers

-/Paralegal Aide
Administrative Support

-IPrincipal Human Services Policy & Systems Specialist
Paraprofessionals

-/ Probation & Parole Officer |
Professionals

-ISocial Caseworker Il
Professionals

-!Sr. Public Health Epidemiologist
Professionals

-ISr. Word Processing Typist
Administrative Support

-IStorekeeper
Administrative Support

-/ (blank)
(blank)

Grand Total

PR R e

17
17

25

| [HISPANIC/LATINO

RR R R R e

24

hlh om R ek e e |White

WlWw R R Rk

27
27

W Grand Total
PR e e 0000 R NN R R R e R R NN RRE W R R R R R R NNRR NN

[, ]
O O

PR e s e

127,
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2. APPLICANT FLOW DATA

Ethnicity of new hires 2021/20; ~

Count of ETHNICITY Percentage of total

=/ Administrative Support

BLACK/AFRICAN AMERICAN
HISPANIC/LATINO

TWO OR MORE RACES
White

-IOfficials and Administrators

HISPANIC/LATINO
White

=IParaprofessionals

ASIA AMERICAN
HISPANIC/LATINO
White

=IProfessionals

ASIA AMERICAN
BLACK/AFRICAN AMERICAN
HISPANIC/LATINO

N/D

TWO OR MORE RACES
White

=IProtective Service Workers

BLACK/AFRICAN AMERICAN
HISPANIC/LATINO
White

=I(blank)

(blank)

Grand Total

13

W N FRPIONFP WL -, 0N

@) = ©
R DM U O W N

w = B~

127

10.24%
1.57%
3.94%
0.79%
3.94%
2.36%
0.79%
1.57%
4.72%
0.79%
1.57%
2.36%

76.38%
2.36%

14.96%

11.81%
3.94%
3.15%

40.16%
6.30%
3.15%
0.79%
2.36%
0.00%
0.00%

100.00%
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3. STATISTICAL SUMMARY
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Count of Class Title Cotumn Labets [ = |
Row Labels cr/arr Native N/D NATIVE HAWAIN OR OTHER PACIFIC ISLANDER _ TWO OR MORE RACES White (blank) Grand Tot:
= Administrator, Family & S
ain T
“/Administrator, Family & Children's Services. s
SoA. o
= Administrator, Financial Y
S7A T
Y
a1a T
= Assiztant officer EY
- Assi Family & Children's Services Y
S5A. T
i Assistant Financial 2
0
= Assistant Chief Of Planning 2
S7A 2
i Assistant Director, Cps Y
a2a B
= AssISTANT beve 1
“1Assoc Director Mgme Svs (Dhs) 2
B T
= Director (DCYF) a
= Director (Fin man) By
aan T
irector, suvenil by
a1a T
- Asst Admin Com & Plan Svs x
S5A T
“/Asst. Admin. Comm. & Planning Svs. by
T
= Asst. Chief of Planning EY
= Billing Speciatist 2
T
“Bldg Mntce Y
186 T
—Business 2 by
T B
 caseweorik 2 3 1 a2 -
28A > B 1 az z
- chier ric 1
~ Chiaf Human Services Business Officer s
S3A 3
chier Policy & 2
52a T
~chiar Aide 3
28A 3
- Chief of practice 2
55A) T
- chiaf of Starr Training Py
35 T
chiefof 2
T
Chief Program 2
- Chief Resource Specialist y
S1A b
“cnita 2 s 1z 1 as e
26a > B 12 1 as
- chitd Support 2 s 3 20
22A b s 3 20
Sctenic 1 2
B 2
- Clinicat Director, a
~ Clinical Social Worker 2 2 3
27A > B b 3
 ctinicat 1 s
- Community 2
S5A. E
service by Y
Saa. B 0
- contract officer 2
A B
~ Cook's Helper EY Y
oo S S
“ Cottage Manager a a Y
ruice Speciatise 1 Y
s, T
“ Customer Service Speciatist Y
10a B
- Data Anatyst 1t 2
S8A b
2 2
2 0
Y
T
strateay 2
(Bianio T
- Economic & Policy Analyst 2
S0A b
~ Educational Service: 2
33a 0
T 2
ke B
- Exec Director Juvenile a
B
- Executive Assistant a
T
Food Service 2
224 0
~ Human Services Business Officer 3
= Human Services Facility insp 3
17A B
“Human Services Poticy & a a a
mp! ia 1 a
22 E a
“information Services Tech 1| 2
N 2
inter. Project Mana 3
EON 3
3r Human Servs Pol & Sys Spec Py
2. b
“r. Muman Services Policy & i 1
~uvenile Probation & Parole Services Tech 2
B
“suvenile Program Worker 2 22 3 16 -
224 > 22 B 16 P
1o 2 2
EEN b B
Aide Y
1aA T
- Pr. Public Health Y
~ principat Program Liaison Officer Y
24 T
 Principal Human Services Business Officer Y
= Principal Human Services Policy & Y by
30 T T
2
B
T
1
S
 Principle Resource Speciatist Y
~ Probation & Parole Officer 2 s 1 12 3
27A E a
29 1 B 2 = ;
- Probation & Parole e
- Professional Services Coord by
San T
officer 1 10 ;
A T 10 E
~ Records Anatyst 1
Ey
irector (Deyh) 2
2
- Registered Nurse A 2
92 B
Registered Nurse B 2
S21A E b
- School Social Worker. ES
- senio. Speciatist Y
126A b
~ Senior cook EY a
B B
- Shife Coor (Ri Train s s
e B s
“social 3 36 a1 2 a & a2s 23
B 36 a1 EREEY 6 125 e
- Social Service Anatyst a 2
~ Srcase work s
o
~/Sr Word Processing Typist a Y
= Se. Human Services Policy & Systems Speciatist 1 Py
Ey T
Sr. Public Health 2 2
53 B T
- state Blag & Py
BN T
1
15A s
“sup chita 2 17 ;
2
5. T
~Teacher 2 s
B B
~ Teach. speci. 2
Too1A T
“‘Teacher (Physical Ed) by
T
~ Teacher Academic by
“ Teacher Academic (English) Py
To01A T
“'Word Processing Typist a
S
(biani)
Grana Total a7 o7 & 3 3 &  aze &
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JOB GROUP ANALYSIS SUMMARY

4.

14348 1 o

R555% 1§

EEEE IR

mEg ===y

jagey 1y

Page 43| 132



DCYF Affirmative Action Plan

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 PERFORMANCE

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

Out of Home AFCARS Data by Race/Ethnicity

60.0%

50.0% 48.9%

40.0%
30.0%
20.0%
11.5% 12.0%
10.0% 7.6%
4.3% 4.7%
11%
00% —_ -

White Non-Hispanic Hispanic (any race) Black Non-Hispanic ~ Amer Indian/Asian/Pac Two or More Races Non-
Islander Non-Hispanic Hispanic

Percent

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

Data: US Census Bureau 2021, RIDCYF 776 RPT 12/12/22. Data excludes youth open to the CSBH
Family navigation program, the RITS, or any youth with subsidies. Includes VEC and Supportive
Reunification. Excludes missing data

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. Listed belowis a
snapshot of our current workforce which reflects the community we serve in most areas with the
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exception of the Hispanic population. The Department plans to improve our recruitment of
Hispanic employees.

DCYF Staff Ethnicity 2/2023

ETHNICITY v
m ASIA AMERICAN

= BLACK/AFRICAN AMERICAN
= HISPANIC/LATINO
Indian/Alaskan Native

= N/D

u NATIVE HAWAIIN OR OTHER PACIFIC

~_0.47%
ISLANDER
0.16%

0.16%

= TWO OR MORE RACES

1.26% = White

Between July 2021 and June 2022, DY CF experienced the following achievements:

Civil Service Exams

1. Continues to meet 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
2. Was able to eliminate 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.

3. Updated job spec for the Child Protective Investigator classification in an attemptto recruit
more qualified candidates which will also improve retention rates.

4, Updated job spec for the Juvenile Program Worker classification in an attempt to recruit
more qualified candidates to improve retention rates.

5. Continuous announcements of civil service exams to ensure enough qualified candidates
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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 (i.e., minority radio
stations, etc.)

The Race Equity Team (RET) moved to the REA Council

4. Exceeded the state’s goal in minority hiring

w

Communication with staff

1. Director’s weekly newsletter
2. Open Forums with Director
3. Communicating job vacancies and promotional opportunities via email

Retention Rates

1. Exit Interviews — revised the process to opt out instead of opting in in an attempt to
improve our retention rates. Offered more in-person interviews to increase rate of return.
2. Initiated satisfaction survey to send out annually to staff to improve retention rates.

Hiring Initiative

1. A subsection of what will now become a more encompassing Workforce Development
Initiative

2. Addressing the overall development of.
1. 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)

2. Proper Job Descriptions
1. Admin in divisions taking responsibility to clearly define the roles and
duties of each current position
3. Recruitment plan that meets
1. Hiring needs
2. Diversity outreach
3. Correct competency group
4, Allows for internal advancement
4. Proper Testing or interviewing
5. Annual Satisfaction surveys
6. Creation of a training curricula that meets the:
1. Core Competencies of the position
2. The education & experience level of the new hire

7. With the assistance of DAC, the department will put together a list of contacts
with the Hispanic community to ensure that all vacancy announcements are
shared throughout the Hispanic community.
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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:

1. Create a series of core skill training for that position

2. 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

3. Teaching, and or Apprenticeship

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

5. Revised job spec to include above internship as acceptable experience

The Department has initiated the following program to assist staff in achieving a path to
advance:

Supervisory Training Program: RIDCYF adopted the Leadership Academy for Supervisors
Based on the NCWWI leadership model. The Leadership Academy for Supervisors (LAS) is a
blended learning program for experienced child welfare supervisors. The core curriculum
consists of six online modules each followed by a face-to-face or webinar activity (Leadership
Academy for Supervisors Learning Network or LASLN) where participants can network with
facilitators and other learners to discuss and reinforce what has been covered in the previous
module. Modules cover Foundations of Leadership; Feedback, Decision Making, Coaching,
Mentoring, Developing Teams, Managing Conflict, Info Systems, Legal, Policy, Administrative
Functions/Supervisory Duties, Management, Educational Role, Supporting Workers, Data &
Outcomes, Communication, Constructive Crisis Intervention, Personnel/Performance
Evaluations, Critical Thinking, Learning Styles, Transfer of Learning, Cultural Diversity, Case
Consultation, Self-Assessment & Professional Development, Hiring and Discipline.

In addition to the LAS, the RI DCYF Supervisor Curriculum includes Coaching for Supervisors
(created by Action for Child Protection); Information Gateway on Cultural Responsiveness; and
NCWWI Racial Equity Resources. All Supervisors have the option to complete trainings ahead
of schedule to better support interests and learning needs. The NCWWI training site offers a
multitude of leadership content designed specifically for Child Welfare.

Rl DCYF Supervisor competencies deliberately correspond with the Leadership Academy for
Supervisors, which incorporates an evaluation plan to measure the success of the training
program. The LAS evaluation guide was developed by the NCWW!I1 and funded through an
agreement with U.S. DHHS, Administration for Children and Families, and the Children’s
Bureau. Workforce Development hopes to develop a “just in time” training track for those with
interest in supervisory/leadership roles.
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The Department has also initiated a DCYF Internship Program is part of the State of Rhode
Island’s 30-year plan to connect to higher education to create a pipeline for students to see a
viable and respected career in child welfare. The Department was able to bring on seven (7)
interns during this past year. A knowledgeable and diversified workforce will support all current
and future initiatives. Rl College School of Social Work assists in coordination, matching,
supervision, and other associated activities. The majority of interns are pursuing their bachelor’s
degree in Social Work. First year master’s degree students are considered as well. Interns outside
of RI College may also apply.
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B.

C.

EMPLOYMENT RECRUITMENT AND SELECTION PROCESS

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

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.

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.

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

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.

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.

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, Rl Relay # 711.”

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
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discriminatory circumstances. Employees who have left the Department are provided an Exit
Interview Survey required to document the job action. Our Deputy Director, Administrative and
Legal Support Services or Human Resources Administrator 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. Furthermore, we will be scheduling meetings with the senior team to discuss findings.

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

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 thatis 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 noticeswill 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.  Theshorter the period, the smaller number of applicants. Therefore, diversity cannot
always be achieved, and we have stopped this practice.

6. Toenhance actual opportunity for employmentin the DCYF, state job postings are
available to the general public via the Apply.RI.gov website.

7. All vacant positions are announced to all staff via e-mail prior to the posting on
apply.ri.gov
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Efforts will continue with diversity committee members to find waysto 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 are posted on every bulletin board 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 Human Resources Office who is responsible for the Bulletin Boards.

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 havea 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.

l. 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.
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Upward mobility is a systematic management effort that focuses on developing career
opportunities for lower-level employeeswho 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 coursesand programs within their agencies or if such is not
feasible that they will encourage their employees to enroll in approved job-related courses at
institutions of higher learning.”

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

52 | 132


http://www.admin.ri.gov/otd/

DCYF Affirmative Action Plan

V. AFFIRMATIVE ACTION PLAN FOR INDIVIDUALS WITH DISABILITIES,
DISABLED VETERANS, AND COVERED VETERANS

1. Outreach Recruitment: The Department will communicate to all employeesand
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.1. 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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VI. DETERMINING UNDERREPRESENTATION AND GOAL SETTING

Over the last fiscal year, the Department has increased its overall minority hiring by over 5%
(from 28.46% to 33.54%). This is well above the state’s goal of 31.4%. Although we have been
successful in increasing our minority hires, we are still falling short in some areas as listed
below. Inlooking atthe clients that we serve the Hispanic category does not currently reflect the
population that we serve. The Department is committed to increasing representation among the
Hispanic group while understanding this is a long-term, multi-year process. The Department will
continue to seek minority civil service lists when applicable and specific in the Hispanic
population.

Current Under/Over

Workforce Goal achieved
Minority 33.54% 31.4% ™
Female 73.67% 51.00% T
Disabled 0.31% 9.7% N
Veterans 2.65% 5.90% N
Black or African American (*Not Hispanic or
Latino) 15.23% 8.8% T
Hispanic or Latino 13.19% 17.1% N
AmericanIndian or Alaska Native (*Not
Hispanic or Latino) 0.47% 1.10% ™
Asian (*Not Hispanicor Latino) 2.67% 3.70% N
Native Hawaiian or Other Pacific Islander (*Not
Hispanic or Latino) 0.16% 0.20% J
Two or Move Races (*Not Hispanic or Latino 1.26% 3.0% NS

In the 2020/2021 Affirmative Action Plan our goal was to hire 1 Hispanic minority in the
Administrator/Officials category. The Department has reached this goal and hired 1 Hispanic
candidate in the role of Administrator, Family & Children’s Services. The Department also had
a goal of hiring 6 candidates in the Professionals category, specifically 5 Hispanic and 1 Asian.
The Department has exceeded our goal with the hiring of 15 Hispanic candidates and 3 Asian
American candidates.

DCYF continues to work to improve staff diversity, but limitations exist with respect to
collective bargaining and state hiring constraints. DCYF has a highly unionized workforce many
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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
recent reduction in candidates entering the workforce has also made an impact on the ability to
specifically request minority candidates as the pool of candidates were so small.

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.

The goal for this year will be to increase our Hispanic population in all categories in an attempt
to reach the state’s goal of 17.1%. We will also focus on each specific division within the
Department (specifically Child Protective Services, Resource Families and M&B) to ensure that
each minority group is adequately represented in each division. The HR administrator will meet
with department heads to discuss areas that are not adequately represented and discuss ways to
better achieve this goal.
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VII. APPENDIX
1. 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
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 VVocational Rehabilitation Counselors, Teachers or
Instructors, Police and Fire Captains and Lieutenants, Librarians, Management Analyst, Airplane
Pilots and Navigators, Surveyorsand 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 pattem of staff
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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 intemal and extermal 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.

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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2. RACIAL/ETHNIC IDENTIFICATION

Racial / Ethnic Designations

Minority Group

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

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

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

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

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

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

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

TWO OR MORE RACES (Not Hispanic or Latino): All persons who identify with more than 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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3. 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 years of age or older from discrimination on account of
age in hiring. promotion. discharge. compensation. terms. conditions. or privileges of
employment. The law covers applicants to and employees of most private employers. state and
local governments. educational institutions. employment agencies and labor organizations.

SEX (WAGES):

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

DISABILITY:

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

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

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

COVERED VETERANS AND DISABLED VETERANS:

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

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

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

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

4) Recently separated veterans.

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

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

200 Constitution Avenue, N.W., Washington, D.C. 20210, (202) 523-9368, or an
OFCCP regional or district office. listed in most directories under U.S.
Government, Department of Labor.
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RACE, COLOR, NATIONAL ORIGIN, SEX:

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

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

INDIVIDUALS WITH DISABILITIES:

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

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

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

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy. — (a) Equal opportunity and affirmative action toward its
achievementis 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 appliesin all areas where the state
dollar is spent, in employment, public service, grants and financial assistance, and in state
licensing and regulation.

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

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

(b) The provisions of this chapter shall in no way impair any contract or collective bargaining
agreement currently in effect. Any contract or collective bargaining agreements entered 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.
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(b) Each state department or agency, excluding the legislative branch of state government, shall
annually prepare an affirmative action plan. These plansshall 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.

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

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

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

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

() Relevant provisions of this section also apply to expanding the pool of applicants for all
positions where no list exists. The equal opportunity administrator is authorized to develop and
implement recruitment plansto 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. — (a) Each appointing authority shall
review the recruitment, appointment, assignment, upgrading, and promotion policiesand
activities for state employees without regard to race, color, religion, sex, sexual orientation,
gender identity or expression, age, national origin, or disability. All appointing authorities shall
hire and promote employees without discrimination.

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

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

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

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:

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

(i1) 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 concernto its jurisdiction.

(3) The division of budget shall indicate in the annual personnel supplement progress 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

8§ 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 agenciesand
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 onrace, 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 patternsor 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 programsand 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 hasthe 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

8§ 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

68 | 132



DCYF Affirmative Action Plan

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 8§ 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 8 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 therea fter
the words "gender identity or expression.”
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STATE EXECUTIVE ORDERS

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

EXECUTIVE ORDER 13-05
Promotes Diversity, Equal Opportunity, and Minority Business Enterprisesin 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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Lrate of Rhode Island amd Providence Plantations

Cina M. Kammondo
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EXFCITTIVE OQRDER

17-02

Jammary 5, 2007

EROMOTION OF DIVERSITY. EQUITY AND OPPORTUNITY
WHEREAS, Rhode Island 15 commtted to equal opportumity and equity m all aspects of
state government employment, procurement, programs, and activities; and

WHEREAS, dmversity and inclusion are core values that are essential to a creative,
innovative, and productive workplace, as well as a thriving business climate in Rhode Island; an

WHEREAS, the State of Rhode Island 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 dialogue and commumecation between our
state government and its pecple 1= an important step toward community engagement; and
WHEREAS, this administration is committed to establishing a close and collaborative

working relationship with a diverse group of commumnity partners who share in our interest to
promote equity and faimess in state government.

NOW, THEREFORE, I, GINA M. RAIMONDO, by virtue of the authority vested in me as
Governor of the 5tate of Rhode Island and Providence Plantations, do hereby order as follows:

A There is hereby established an Advisory Council (“Council”) that shall exist for the
purpose of advising the Office of Diversity, Equity and Opportunity ("ODEO”) within
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Lincoln D. Chafee
Governor EXECUTIVE ORDER

13-05
May 9, 2013

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

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

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

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

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

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

WHEREAS, over the past 30 years, Rhode Island’s population has increased from
seven percent (7%) to twenty-four percent (24%) people of color. In additon, in just the
last decade, Rhode Island’s Latino population grew forty-four percent (44%), adding
almost 40,000 residents. The Asian-American and African-American populations also grew
by twenty-eight percent (28%) and twenry-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 pxolected to
be forty-one percent {41%) people of color; and

WHEREAS, R.I. Gen. Laws § 37-14.1-1 et seq., enacted in 1986, declared a Stare
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.1. Gen. Laws § 28-5.1-1 et seq., the Equal Opportunity and
Affirmative Action Act, enacted in 1988, declared a policy of affirmative action to achieve
equal opportunity in all units of State government, and established a State Equal
Opportunity Office within the Department of Administration.

NOW, THEREFORE, 1, LINCOLN D. CHAFEE, by virtue of the authority vested
in me as Governor of the State of Rhode Island and Providence Plantations, do hereby
order as follows:

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

2. Every State agency, in partnership with the Office of Equal Opportunity,
shall track and maintain hiring data as part of the agency’s perfermance
management functions. Each agency shall provide the Office of Equal
Opportunity, which shall coordinate with the Office of Management and
Budget’s Office of Performance Management and the Office of Outreach
and Diversity, with a plan for improving minority hiring no later than
MNrtnhaon 1 3012

ACLGOCT 1y, 4uad.
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Executive Order 13-03

May 9, 2013
Page 3
3.
4.
5.

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

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

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

This Order shall take effect immediately.

So Ordered:

Lincoln 1. Chafee
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State of Rhode Island and Providence Plantations
Srate House
Providence, Rhode Tsland 02903-1196
401-222-2080

Donald L. Carcieri
Govermor
EXECUTIVE ORDER
05-02

January 17, 2005

PROMOTION OF A DIVERSE STATE GOVERNMENT WORKFORCE

WHEREAS, Rhode Island State Government is committed to fostering a
competitive and diverse worldorce composed of highly skilled and capable-
employees through the recruitment, training, retention, 2nd promotion of qualified

men and women from diverse racial, ethnie, linguistic, sociceconomic, and
educational backgrounds as well s individluals with disabilities; and

WHEREAS, it is in the best interests of business and government to create
an open, inclusive and equitable human resources paradigm thar capitalizes on
workforce excellence and the strength of individual differences; and

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

WHEREAS, diversity requires leadership commitment and accountabilicy,
alomg with the assessment and development of policies and practices to assure what
the State’s operating system s based on principles of equiry and inclusion; and

WHEREAS, the stare’s commitment w equal opportuniry, diversity, and
conduct thar fosters respect in the workplace is unwavering.

NOW, THEREFORE, [, DONALD L. CARCIERL, by the authority vesced in

me 2 Governor of the Scare of Rhode [sland and Providence Plantations, do h eceby
order as follows:
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Execurive Order 05-02
January 17, 2005
Page 2

1. There shall be established within the Deparment of Administration a
Human Besources Outrezach and Diversity Office. This Office shall
report directly to the Director of the Department of Administration or
designee on the state of diversity in Rhode Island State government and
shall work towards devel oping a business case for eguity with an
emphasis on building a diverse workforce to guarantee fair and
rezsonable opportunities for public service,

The Human Resources Ourreach and Diversity Office responsibilicies
shall inclode:

!'\-J

¢ Developing guideliries to effecnzate i mission;

#  Researching and developing best pracrices for the promortion of
diversity throughouit State government;

» " Providing guidance and technical support to state entities;

+  Developing a strategic and focused receuitment and wacking
initiative for indivi duals interested in state employment including
frostering relationships with community-based organizadons w
strengrhen and sup port recruitment and outréach activities;

¢ [Initiating training seminars incloding a diversity awareness program
to share the benefits of diversity and to encourage a culturally
sensitive workforce environment;

o Submirting an annual benchmark report to the Direcror of the
Departmert of Ad ministration or designee.

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

Office of the Governor
Human Resources Outreach and Diversiy Office
Die partment of Labor & Training
Office of Personnel Administration Human Resources
Office of Labor Relations
Office of Equal Opportunity
Governor's Commission on Women
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Executive Order 05-02
January 17, 2005
Page 3
Governor's Commission on Disabilities
Office of Higher Educarion
Rhode Island Commission on the Deaf and Hard of Hearing
Division of Legal Services within the Department of Administration

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

This Executive Order supersedes and rescinds Execeutive Oxder Mo, 00-4,
and is effective immediately upon the date hereof.

5o {}r.dcrﬂfi:

Denald L. Careieri

Dated: January 17, 2003
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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. Pursuantto 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.
c) 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 (EOOQ) 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 Officersshall 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:
71 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.
"1 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.
71 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.
1 The Civil Rights Actof 1991, as amended, that provides for monetary damages in
case of intentional discrimination.
1 Section 501 of the Rehabilitation Act of 1973, as amended, that prohibits
employment
discrimination against federal employees with disabilities.
1 Title IX of the Education Act of 1972, as amended, that forbids gender
discrimination
in education programs, including athletics that receive federal dollars.
1 The Pregnancy Discrimination Act of 1978, as amended, that makes itillegal for
employers to exclude pregnancy and childbirth from their sick leave and health
benefits plans; and
1 38U.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 affirmthe civil rights of protected classes of individuals; promote
nondiscrimination, and prohibit

sexual harassment.

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

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

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

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

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

11. Pursuant to Rhode Island General Laws Title 28-5.1-5and 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:

81| 132



DCYF Affirmative Action Plan

Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, R1 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, Rl 02903
Tel (401) 222-2661; Fax (401) 222-2616; TTY (401) 222-2664

Governor’s Commission on Disabilities

41 Cherry Dale Court

Cranston, R1 02920

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

This Executive Order supersedes and rescinds Executive Order No.96-14 and No.95-11, and is
effectiveimmediately upon the date hereof.

So Ordered:
Donald L. Carcieri
Dated: January 17, 2005
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State of Rhode sland
and Providence Plantationa

Brvos Susdlun, Gavrmar

EXECUTIVE ORDER
Mo, 0422
December 23, 1994

MINQRITY BUSINESS ENTERPRISE

WHEREAS, it is the policy of the State of Rhode Island and of this
administration that Minority Business Enterprises and Women Business Enurpmes
WMMH"ME']MMMMMMEIHWWWE
State funded and State directed public construction programs and projects and in State
purchases of goods and services; and

WHEREAS, the Genperal Assembly in 1986 enacted Title 37, Chapter 14.1,
(herein defined as the MBE statute) and therein awthorized the Dmtﬂrn&’ﬂ::
Department of Administration to establish rules and regulations for giving MBEs a
preference in contract and subcontract awards; and

WHEREAS, on June 23, 1994, I signed Executive Order 94-9, reorganizing
and enhancing the powers and duties of the MBE Program, and there 1 now a need o
restrucrure and clarify the responsibilities of the MBE program; and

WHEREAS, as Governor, [ iniend to affirm and carry out the State’s policy of
encouraging full compliance with the MBE statute throughout State government;

NOW, THEREFORE, I, BRUCE SUNDLUN, by virme of lht:laull:u:lrll;r vested
in me as Governor of the State of Rhode Island and Providence Plantations, do hereby
order as follows: :

Article [ - Applicability

This Executive Order shall apply to any and all State purchasing, incloding but
aot limited to construction projects or contracts, professional services, and purchase of
goods and services funded in whole or in part by State nmds.urfupdsm;:hm:mm
expends or administers as the recipient of a federal grant, or in which the State is a
signatory o the contract.

BT L
: n_l;'_.. R

072 ¢ 15
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Executive Order No, 94-22
December 23, 1994

P:ggl

{anmm:ufmzﬂepa:mmtufﬂdmiﬁsmﬁwshﬂmmnu
responsibility for the MBE Compliance Program. The Director of Administration shall
cmmdnpusiﬁmufﬁdmidmmrvh{ﬂﬁcumplmmﬂshaﬂdzkﬂmdafmdw
operational responsibility to that official. The Administrator - MBE Compliance shall
un:asmepﬂnwynpeﬂﬂnnﬂnfﬁurnfdmhmﬁhummaudﬂnﬂhmpwmdw
staff as determined by the Director, Department of Administration. The Administrator
- MBE Compliance shall assume responsibility as the Executive Director of the MBE
Commission and provide staff support for the Commission. The Administrator - MBE
Enmgﬁam:shﬂ.niﬁﬂrwﬁnf&uhtﬂ?mgmmﬂﬁ.ﬂvﬂ:anﬂmium
Gnumnr,ﬂ:ﬂﬂirmnlhdnﬁnhwﬁm.d:hmhuhgﬁm.mdmmmd
individuals directly affected by the contract and procurement practices of State
mu.mnﬂﬁm-mwmﬂmmu&mmnr
effective and innovative strategies for promoting MBE participation in the State’s
mmmm.mmﬁnﬂ,muﬁng.mdhwmmuh
order to comply with R.L General Laws Section 37-14.1-7.

(B) The MBE Program shall:

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

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

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

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

5. Identify and seek assistance from various community based
organizations, local, state and federal agencies active in the field of MBE development
as well as offices in other state and federal jurisdictions.
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Executive Order No, 94-22
December 23, 1994

Page 4
srticle IT] - MBE Commissi
Lﬁ}Thereishﬂfeh}ﬂaHi;h&daMimﬁt}Bmin:ﬂE_nmﬂs:Cummiﬂiﬂn
(herein defined as the “MBE Commission”) to advise and assist the MBE Program, the
Dhm,mmmﬁﬁmﬁmﬁmmﬂlhﬂhdminisﬁum-MEEﬂumplmm

meeting and carrying out the MEE compliance rules and regulations promulgated by
the Department of Administration.

(B} Thﬂnuuwiugufﬂnialundlmﬂiﬂdualmmmhmhyappumas
mhmnflhub!ﬂﬁﬂnmiﬂiﬂn.mm:um:plmnfdtﬁwm-

A cabinet level official to be appointed by the Governor
Dhmmrﬂmtmﬂmufhdmiﬂmﬁm{nrdﬁigm}, Chair
Representative Joseph Newsome

Executive Director, Commission for Human Rights

Casby Harrison, I
Licht & Semenoff

President (or designes) :
Black Contractors Association of Rhode Island
Executive Director (or designee)
Rhode Island Commission on Women
President (or designes)
Hispanic Contractors Association
(C) The following officials shall serve as non voling advisors to the MBE
Commission:

Director of Policy [
Governor's Office L AT #
O oo

i
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Executive Order No. 94-22
December 23, 1994
Page 5

Associate Director and Purchasing Agent
Department of Administration - Division of Purchasing

Associate Director - Department of Administration
Division of Human Resources

State Controller
Department of Adminstration - Office of Accoants and Costrol

Chief Civil Rights Officer
Department of Transportation

(D) The following official shall serve as the Executive Director of the MBE
Commission:

Administrator - MBE Compliance
Department of Administration - Divisioa of Human Resources

The MBE Commission shall meet no less than six times per year and upon the
call of the Chairperson or four (4) Commissicn members © consider whatever busisess
the Chairperson or Commission members may deem appropriate. Four (4) members
shall constitute a quorum of the Commission.

(A) Each governmental department, agency and quasi-state authority or
cmpoﬂiumow«edwupuﬂoudminhmmmndssmwebpmdmbmha
pnofismldma.mmﬁplmwmme;ollohwuﬁn; 10% of the dellar
value of all procurements and construction projects to cenified MBEs.

(B) The Director of each department, agency or quasi-state authority or
corporation empowered to expend State funds, shall designate a highly placed official
(*MBE Coordinator™) to kave overall responsibility for promoting greater participation
of MBE in his or her department or agency or quasi-state authority or corporation.

v T ™
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Executive Order No. 94-21
December 23, 1994
Papz 6

{C) If the rules and regniations promulgated by the Departmeat of
Administration are not beiag met, the Department, agency or quasi-state authority or
corporation shall submit a repoct to the Department of Administration’s Adminisirator -
MEE Compliance sating the reasons for its inability o comply with such rules and
regulations, and identify the remedial steps it shall mke. Such remedial steps may
inchde:

1. Targeting some béd invitations to MBEs.
2. Promoting join: ventures besween MEEs and noo-MEE:.

3. Requirisg prime contractors, where subcontracting opportunities
exist, to subcontract & mininmum amount of work on projects o MBE:.

4. Designating hEEIE'.sumggﬂﬂ mmnvh:nmbm;mmm
the purchasing agent.

- Dnnﬁmhrg::mrmmmﬂhrmtnaﬂﬁ:ﬂq;urmmhesfnr'
MBEs, where legally permissible.

6. Developing 1 plan 10 require prime contractors, whenever possible,
to purchase supglies, services and equipment from MBEs.

The State Purchasing Agent and quasi-state authority or corporation purchasing
agenes will provide maximum suppor: to comply with the requirements of the MBE
stanne as siied herem.  Such =ffons will include:

1. Notifying all possible bidders, especially potential MBE sappliers of
mmw,mnﬂmﬂhmlﬂmﬁﬂmm. Such
notification might include direct mail, advertising in meda reaching the minonty
community, and such cther outreach efforts as may be necessary.

2. hhmmhﬂ&&mhlmﬂw:ﬂﬂﬂﬂhb:mhdﬂu e
prospective bidder lists, and targeting some bid invitations w MBEs. _ ’“
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Executive Order No. 84-12
December 23, 1994
Page 7

3. Providing information © minerity suppliers and conducting cutreach and
Hﬂmﬂnnmhmhrui:ﬂrqmdpmmﬂllmﬂt.

4. Manitoring the wilizatien of MBEs in the area of Utility Order Purchases.

& Provide such information as may be requested by the WMBE Commission.

6. Pecforming any such other activities (at generally support objectives of this
Execuiive Orfer and R.1. General Laws Section 37-14.1 et =eq.

This Executive Order effectively rescings, supersedes and replaces Executive
Order No. 949,

mammm:mmmmmﬂmywmmw.
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- ERale of HPves e N g R
o " mnd Providsrce Fleatatians : CE
bruew Sumdlon, Bsvirsed - i
- - EXECUTIVE ORDER JAM 19 1933,
BECRETRAY OF STATE

Ho. 33-1 ADHETRATIVE RECORDR DN
JANUARY 18, 1881 '

AFFIEMATIVE ACTIOR POLICY STATEMENT

Erat Hhoarsa. T, BRICE SUROLUM, by the suthority wested in me as Governor of
Aenidenos the State of Rhode Izland eed Providencs Plantatlens, do heraby
prdar as Eollows:

1. Egual Opportunity and Affirmative Action towarde ite
schievemant ig the firn and unwavering policy of all units of Rhede
Igland State Govermment.

7. Bhode Island State Government 15 coomitted to providing
equal opportunity in every aspect of Iis poograms gnd will nok
discrininate becsuse of race, sex, mational origin, aga, raligian,
gerual arientation, or disability. Because oy admimistration
recognizes the nsed to eliminate the vestiges of past seciskal
discriminaticn, it will take 1£fina§:itra action to esnsure thar s
enploymant opportunities are available to every quallfied Rhode
Islander,

5. Within spencies, departments of state government, snd those
agenciea crested by legislative statute, the following areas will ba
sdpinietaresd withsut regard to race, color, SeX, Ege, religion,
gerual orientation, or disability:

Hiringg Work Asslignments
Ealary/Wage Leawve
. Lay-offs Traiming
- Transfers Recall From Lay-oLfs
Fromotions Appointmenkts
Cemokicng : Piscipline

4. Ip edditioer, ny odministratien will mot tolerate
Aigorimination by aay recipient of =takte government fumds. This
inclodes lending imstitutions, developers, coankzecbors,
gub-conbrectors and entities doing business with the Etate.
Deliterske or persiztent wiolation of the affirmative action
paliciss set forth herein mey sesult in the withdrswal of Eksts
suppoxkt of imvolvement in a project andar deharnent frem further
ckate invelvemant. Any person or cotporatlon dolmg business with
the Etate shall cooparate with the monitoring of this peolicy.

The Dicecter of Administrstion shall promulgake sech rules and
ragulabions as are necessEry to effectusts Compllance with chis

paragragh.
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TIRE T
RECEIVED

Page TWe _-x__--' :
Exra-utive Order %3-=1 T
pffizzative hotion Pellicy Etabemenk

BECRETART OF STATE
ADARMETRATIVE RECORDS D

§. In additien to Fhode 1slénd State Govermmept, each &nd every
employes of State government 1s responsible for ascucing that all
aspects of Gtate programs for which hesske iz responsible for ars
available witkoot discrimination. Depariment Directors and thelr
gpnior staff sce respensible for tha implemantation of thiz policy
and ther will be evaluated as ko thedir role in this fmplem=nktetion,

§. All Department Direckers and appointing avkhoTitiag shall
sppoint & highly placed persom, who shall report Lo the Depactment
pirector and who shall be designated a3 the Depactmantal AEfirmative
Acticn Dfficezr. The Departmental Affirmative Action officer shall
aktend at least one EED tralning session apmually and the GEficas
shall assist in the develcpment ard enforcemant of affirmative
ackice plane. Esch Dapartmental REfimmative Bction Officer ahall
werk cocperatively with the Personnel Administroater to conduct 3
gquecterly review of hiring/prometion activity withim thelr umit to
svsluate and repact to hissher Department Dizector om sffirmative
actlon progress of lack therecf. Each Deparkmental AEfirmative
hotion Of Ficer ghall subkit information on the status of theic plans
buipe annually to thelr respective Department Directors.

1. The Governor's Ezecutive Committee Eox A fizmative Ackien im
hereby established and its meabership shall keresfter conslst of the
follewing: the P80 Administrator. the Executive Director of the
ceman Rights Copmisslon, the Ezecuktive Secretary of the Covarnar's
comission on the Handicspped, the Director of the Commission on
Women, the Feecutive Director of the Minority Business Enterprise
Commission, the Chief of the Marit Selection and Clagsifiestion

. Unlt, the Adninietrater of Purchasing Systems, and the Personnsl
% pdministrator who shall Chaie Ehis Commitbed.

4. The Committse ghall advise the Covernor in the formilakica
snd coordimation of plans, policies and programs ralating to egual
cpportunity and affirmative ackion in all State dspartmentz amd
agencieg &nd in assuring effective implementatica of such policies,
plens and progrims by such agensiag.

9. Upon the reguest of the Emecutive Commitbes. the Dapa rEmenk
birecter of sach State agency and the Departmental Affirmative
Labian DFficer shall meet with the Commikbss ond repest in pareen ko
such Committ=e oo the agency's affirmative action pregram. It shall
he the Execukive Committ@e Chair's responsibility to schedule such
meptings, and Lt shall be the duty af gvery agency head ko comply
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» RE “KECELVED |

JAN 19 1993
Fage Three - 14 a";j:‘
Expcybive Order &i-1 BECFETARY OF BTATE
ADUBISTRATIVE RECORDS ON.

AFEirnative Actiem Policy Etabenant

with such requests for data or ather informetion or reports as the
Executivé Committes may deem sppropriske for analysie and raview im

advance of such mesting.

10. Tn addition ko the duties of the State EEQ Office sat forth
in Title 28, Chapter 5.1 of the phode Island General Laws, the 5State
EEQ Cffice shall:

B} review the Affirmative Action plans submitted ennually by
pach state departmenk or agency anfl prepare a comparakive anelysis
af the strangths and weaknasses of the plans;

¥] make reconmendations to the departzents on proactive policy
fnitiastives that may enhance affirmative action plan objectlves;

€] prepere an Executive Summary of the departmental plams for
submission bl:i rhe Goverpor ennuelly on Hevenber 15th; and

by work ll:nnpa:at ively and in conjunction with the Deapartmental
Affirmative hction Officers, Departmental MBE Coordinators, and
crate Officiels serving on the Governor's Executive Commilttee for
AFfirmative Actlon.

11. The State Equal Opportumity Offlce shell be responsible for
asguring conplismee with Fhode tsland Ceneral Laws Title 28, Chapter
5.1 and the provisicas of this gxecutive Order.

12, The Rhode Islapd Commission for Human Rights shall be
regpongible for assuring compliance with Rhode Talemd General Laws
citle 18, Chapter 5, Sections @ through 40 and the provisions of
this Ezecutive Order.

15, Tha Bhede Island Governor's commizsion on the Handicapped
=hall be respensible for assucizng complisnce with Rhoda Island
cenaral Laws Title 42, Chapter 5L and the crovisions of this
Precutive Order.
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rago Four IN 19 89
Exgcutive Order 53-1
Affirmative Reticn Pelicy Statement mrnmlsagrmm: -

14, ALl units of Rhode Islend Gtate Govermment ghall comply
with all stote aed federal laws pertaining to equal opportunity end
gffirmative action including: '

phods Islsmd Fair Enployment Fractices Rct,
Rhode Islead Handicepped Preducte Procurament ek,
phede I=lsnd ATDS Discrinination ACt.
Faderal Ezecubive Order 11246, as amanded ;
=:iple ¥I and Title VIT of the Civil Rights ACL of 1954, as
amendead,
hge Disccimimotion im Enpleynent act of 1987,
Equal Fay Act of 1943,
Rehabilitation Aot of 1%73, Bection S04, -
paericans with Disabilities AcE (ADAY of 1900,
vistnas Era Veterans Act of 1374,
sergian Culf Cenflict Supplemental Authorization snd Perscnmel
Benefits Aot of 1951,
age Discriminstion Aot of 1875,
Il. sducation Anepdments Act of 1372 (Title IX)},
civil Blghkks Acsk gf 1991,
nj-.u-g'ln Teland Executive ocder 321=-2 (Americons with Disabilikies
B )
Ehoda Tsland Executive Order 31-35 (Sexual Haraasment],
enode 1slond Executive Order 32-4 (Minority Business Enterpclse
EﬂMiﬁtin’n}r and
Ehode Islend Esecukbiwve opdgr §3-1 (Affirmative Action Pollicy
crptomenk).

. 15. Perzons with Qisabllities requesting reatonable
acconmodetion sheuld contack rhair own AdApARTEMERL/agency’s personnel

affica or MDA Coofdinator.

1¢. Parsens having guestlons or aeeding aszistance for minority
af womel buslcesa enterprises thould contact the Executive Dlrsctoo

of the Eiasrity Businass Ecterprise Conmdssion ak 277-6246{v)
277-30%0 (tdd).
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RECEIVED™
Bt Eive Ordes 931 AN 19 63 o

AFfirmacive Action Follcy Btotcoment J—

ACMMSTPATIVE RECCRDS OF,

. rCitizens of Bhods Island belicving that they have begn
dianﬂ:-i:at:dzagaiut in the pursuit of achieving the gualiky of
1ife ag aferementicmed should conkact:

averasr's Cemission on the Hacdicopped
EEE valley Street, Dullding #51
Providence; RE O200BE<5ERA

TEL. A3TT-3731

ToD W2¥T-3T0L

FAY KI77=1833

I Commigsind for Human Rights &1 Btote Equal Cpporbunity Office

Pack Place dma fl.:!pltcll Hill
:Lﬂﬁtﬁ:, ]';_I nA903=3 768 Brovidenge, RI pao0E-5E65
TEL, #277-2661 TEL. l’ﬂ?;ﬂ:ﬂ
oD H2TT-TEEA oo =2 ‘r_i.;]'ﬂ]
\ FAX #277-1616 FAR #277-

d rescind Executive CGrdec
Tnis Executive Order shell pupatcada an
Ro. 85-11, and becone affective irmediately oa the date hecadE .,
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£y )L
giste of Rhode lsland
and Providence Plantations &I
&"S "
Erigon Sundhin, GovEmor -"'i{r * V‘%‘:..
B o
i {
ENECTITTUR ORDER | F
NO. 92-2 1 &
"'\.‘:. 1
JANIRET 23, 1952 ) -’“r%;l*:-

""l-l""p COMPLIANCE WITH THE AMERICANS WITH DISABILITIES ACT

Sinta Bouci, MAEEEAS, the Rmericans wikth Dlsabllltles Aot (“ADA")} wes anacbed
Ey the United States Congress om July 26, 1990 to expand the civil
rights of Lndividuels with dissbilities in the arcos of cmployment,
transportation, public accommodotiens and canmmunicationsy and

WHEEEARS, the primasy objective of the ADA ie bo require
enployers and pablic zervice providers to aliminabe any and all
barriars, practices or policies that msy discrininate against or
otherwize deprive individuals with disabilities of the full use &nd
enioyment of public accommodations, public trensportation,
telacamaunicetion svstems and employment opportunities: and

WHEREAS, it was aanbticipabed thit the process Of removwing any and
a1l such barriers would beast be effectusted by developing a
comprehensive statewide plany end o

MHEEEAS, in June of 1%91, I directed the Qoverror's Commisslion
on Che Handicappsd to creste a Ceordinetiang Commitbes en the ADR
thak would bring representatives from oll sogneate of State
gevarnmant tegother te participsta in Joiat =elf evaluaktion and EDA
complisnes planning: and

WHEEEAS, the Coordimeting Commithkes, chaired by Nancy
¥ustad-Jenser has devaloped and presented me with & statewide plan
for mesting the mendates of the ADA entitlad “"AMERICANS WITH
DISABILITIES ACT: SELF EVALUATION AND COMPLIANCE FLAR FUE THE STATE
OF BHODE ISLARD:™ {hereinafter “ADA Compliance Plan”}

KOW, THEREFOEE, [, ERUCE SUWNDLUH, by wirtue of the authority
vested 1o me as Govecnsr of the dkake of Rheds Ialend and Prowidenca
Flantatlions, do hereby order s Eollows:

1. Thg Thede Islasd Stake ADA Compliance Plan ghall he
implomentod forthwith eo thak individuals with Aissbilities may he
fully inkagrated intn 811 aspects of Rhode Island 1ifs in the most
erpeditions manner poaeible.
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EET L

Fage Two =

Executive Order 9d-1 } |

Jamupary 23, 1992 . L %
= &

™

2, There shall be a 3tete ADE Coordimabor fo aszume oversll,
day-to-day responsibility Eor implementing the ADR Compliance Plan.

3, The Chaizperson of tha Gowernor'e Commissioen on khe
Handicepped ia hereby designated te serve ok Lhe Oevernor's plessucs
as the State ADA Coocdingator. The Execublve Secretbary of the
Governor's Commission on the Handicapped iz hereby desigmated to
carve ac Doputy Coordinaber,

2, The {utles of the ADAR Cgorcinstor shall lnclude:

A, moniboring the fStats's compliasce with all
federal and atate lawe and regulatione aEfecting
individualis with handicaps, Lncluding bul nob
limited to Section 5(4 of the 1973 Rehzbilitation
Aok and the Americans with Disabilitias Act:

B, establisking a technical asslstance poogoam ko
inforn and adwize Stite and Local government
agancias, human servics providefs, providers of
public acocomsdaticnz, ceal estate sgenis,
brokers, developers, acchltects, landlords,
huilders, and other zffected entities and
individuals on their ohligatiens wndas the ADL:

C. eskabllishlng a grievence procedure Eo proopbly
and aguitably resolve conplaints of noncoapliance
with the ADA imvolvirng departments, agencies or
divisions of State gevernment:

D. astablishing a procedure for initiating
compleinks Bgainst ary department, agency or
division within Stakte government that willfully
tails to comply wilith the requirements of thae ADR
or the ADA Compliance Plan.

E. developing, moking pericdic revisioms te, and
overseeing inplementeticn of an ADA Tramsition
Plen For the remowval of environmental and
sommaninstion barriors in State munaed fFacilitiam:

r. presliding at future mneetings of Che Stete
Coordinating Commitbes on the ADA.
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e 'i%
L e
Fage Three HoMB i
Execucive Grder 5i-2 | |
Januwary 23, 1952 -\ lm i
3!‘-;.5"-

5. The Stete Cocrdinating Commitktes on tho ADA shall continua
to exist and shall continue to be staffed by the Governor's
Commissien on the Handicepped. 'Tha Committes shall advise and
a55L5C the ADR Coordinater im the implomentation of the ADA
Compliance Plan, It shall also prapare & skakus report to the
Governor on of befers Octeber 1, 1852, &nd anmually thereatter.

§. The Coverner's Commiseion sn the Handicapped, the State
Fuilding Commission and the Commission fer Human Rights shall,
whenever possible and appropriste, cocperate with and sssist the ADA

Coopdinator Eo:

A. Agsure compliapce wikh the building accessihility
and public accommodations secticms of the ADA; and

E. carcy out the cuties of the ADA Conrdinater
enumpreted above.

This Exsoutive Drder thall take affect~on'the date hereof.

B9 o Aol

Date Sovernot
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Elate of Hhode Hand and Providence Planialions

EYECITIVE CHAMBER, FROVOESCE
Edward D. DIPrele EXECUTIVE ORDER
omernir M. 86=10

APRIL 15, 1936

REFUGEE FOLICY

WHEREAS, the State of FRhode Island has been a hone and a
haven for immigrants and refugees since the beginning of its
reporded historyy and

WHEREAS, For more than three centuries people driven from
their homzlands by| variows forms of persecutlon have come to
shode Taland and found the opportunity and the means to estab-
ligh & new 1lfe herey and

WARREAS, the Dnited States Refugee Act of 1980, Pub. L.
No, 96=212, author/izes the grant of asylum to refugees who
are defined as any person outside kls or her country of
nationality "who 18 unable or unwilling to return to, and is
ungble or unwilling to avail himself or herself of the
protection of that| country because of pefsecution or a well-
foanded fear of persecutien on account’ of race, rellgion,
nationality, membershlp in a parcicular seocial group, or
political epinion®; and

WHEREAS, Rhode Island zccapts and velcones the opportunity
to take part in our national refugee resettlement program and
to carry out our state's exenplary historical role in assisting
people flaeing dangers and undue hardshipe; and

WHEREAS, the |[refuges experlence le a major upheaval in
the lives of these individuals, and 1in order for them to
adjust successfully to a new codntly and culture, a pericd of
sransition is necessary ta learn & nev language and culture;
and

WHEREAS, Rhode Island reccgrizes that refugees have
great potential to|contribute to the state and its conmenities,
and that 1t ls In the interest of all that their potentizl be
puetured and encouraged; and
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Execaotive Order 86-10
Tage Two
April 15; 198h

WHEREAS, the Hhode Island O0ffice of Refuges Resettlenent
was created for the purpose of implementing the requirements
of the Refuges Act of 1980 (P.L.96-112) to assist refugees in
the atate to becone self-sufficient as repidly as possible; and

WHEREAS, the Goveraor's ndvisory Council on Refugee
resettlement , created by Executive Order B3-14, was gstahlizhed
for the purpese of forging a linkage between the refugee
community and the larger Fhode Island soclety; and

NOW, THEREFORE, I, Edward D. DiPrete, by virktne of the
suthority vested in me as Governor of the State of Rhode
reland and Providence Plantations, hereby order and direct
the folloving:

1. The BRhode Island Offles of Refugee Begettlenant
shall be suthorized to coordinate consultations among
the Folloving entities and agencles: voluntary agen-
cles {"VOLAGE*) and thelr natlonal offices; local
officials; stats departments; nemely, the Department
of Employnent Security, -the.Department of Health,
the Department of Hunan Services, the Department of
Mental Health, Rerzrdation and Hospitals, the Depart-
rent for Children and Thelr Families, the Department
of Boonomie Development, the Departeent of Transpor-
tation, the Departnent of Biucation, the Office of
the Attorney Gensral and other appropriate public
and private agenciss,

1. The above consultsticns shall be tc determine the
availabilley of needed aervices such as hounsing
availabillty and comminity responsliveness; to evalu-
ate poononle conditions, and to determine the proxim-
ity of organizatlens and instituticns which provide

support.

9. All transitional services shall be provided with 2
riew to nazinize the'r accessibllity and eultural
sppropriateness, The characteristics and conceins
of the réfugee compunities should be taken into
aceount in the sheping of specific service delivery
procedures and mechanisms and the determination of
their celtural and llnguistic sensitivity.
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Executive Order Eﬁ-iﬂ
Page Three
april 15, 1986

4, 'Those stnté agencles as previously stated that conduct
programs and activities dlireetly or indirectly relat-
ing tec thd eervice needs of the refugee population
gahall immediately undertake an affirmative planning
process with regard to refugees, This planning
pProcess sh%ll be completed by October 1, 1986, and
shall include the following elements:

A Heeha Aesesement: Determining the current and
potential requirements refugees have for the
agencies’ garvices;

B. Current Use: Measuring and decumenting the
extent to which refugees now use the services;

C §5u£¢1 Borvice Plan for Refugeds: Formulat-
ing| a plan, including a timetadle for imple-
mentation, that ensures that delivery of the
agenclies' services to refugees meete the needs
identified in the needs assesspent and are in
compliance with Title ¥{ of the United States
Civil rRights Act of 1364.

. FEhode !slnhd office of Refugee Resettlement and
Thode 1sland Bqual Opportunity Ce hEslstance -

The Ehnda|:uland Office of Refuges Remettlement and
the Rhode Island Office of Egual opportunity shall
provide technical assistance to the agencies through-
out the planning process and shall monitor the
agencles’ Eragreas in the implementation of their
plans. Technical assistance when necessary will be
requested from the Pederal Officesm for Civil Rights
compliancels

6. BState Agencies Preparing Agency Service Plans -
I
The following stat: agencles shall #ngage in the
planning process: the Department of Human Services,
The Department of Health, the Department of FEmploy-
ment ecurity, The Department of MNental Health,
Retardation and Hospitals, the Department for Child-
ren ard Thieir Pamilies, the Department of Education,
I
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Executire Order E;IS!—IU
Page Four

I
apell 15, 198& |
|
the pepartment of Feononic Development, and the
pepartment of Transportation.

7. Transitional Education Program -

I
RIORE sha%]. reet regularly with the Department of
Education| to coordinate the provision of the tran-
gitional program for refugee ochildren, bilingual
education| programs, adult sdnpcation services, and
other educational programs of special concera to the
refugee communities,

R, Consultaticn with Attorney General -

I
RIORR shall work with the oOffice of the Attorney
General, specifically the Clvil Rights Division and
the pivision of Consumer Protection, in its effort
to ensure|that necessary state protection and services
are a?allﬁhle to the refugee population,

Thie ErecutiuL order shall take-effect on the date hereof.

I
il
| U 601

I Edward D. DiPrete

| Governort
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State of Rhede Island and Providence Flantstions

EXECUTTVE CRANBER, FROATHCT

Edward D). DiPrete
Gopgrnor

EEOTIVE (FIER
M. B5-16
JULY 23, 1965

BECTTION 204 COORTMMATOR

WHERERS, Title V of the Rehabilitation Boct of 1973 sets forth the
edvil rights of handicapped perscns; and

WEEMERS, handicopped pessone bave a cight to expect ond cain acceas to
various buildings and properties vhich exlst for the betterrent of ell
peraons; and

WHERERS, under Sectiom 504 of Title V of the Rehabd 1itatien net of
1973 the State has been mandated teo create policies, practices and
proqrane regarding acceseibility of State-buildings and properties to
handicapped personsy and .

WHERERS, such a desigration would allew for the expedient campllance
with the mandate of Section 504 thereby seérving the needs of

handicapped pemscns in the best pessible manner;

WOW, THEREFORE, by wvirtus of the euthority wooted inme as Covernor of
the State of Rhode Island and Providence Flentations, it is ordered as
fol lone =

1. The Director of Administration ie herely desigmated the
Stete's 504 Coordinatcr and shall delegabe operztional
partrol to the State Bullding Code Commissicner as his
degimes.

2, The duties of the Cosrdinator shall be to coordinate all
Stete agencies 1n the implamentation of all Isderal rules
end requlaticns affecting the State in tesme of compliance
with the mandates of Secticn 504 of Title V of the
Fe=haled 1i totdcn Mk of 1573s

3, The doordiretor's doties shall include:

a. Mthority to erder departments to prepare and complete
trarsition plans in accordance with 504 regulaticns.
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Executive Order Ho. B5-16
July 23, 1985
Fage Two

b, Coordinating the formlation and review of transiticn
plans with advisory pamels who may represent

handicappad organizations.

e, Granting final approval of transition plans and
department use of program accessibility.

4, Managing the comstruction, design or alteraticns of
buildings and sites necessary to bring all programs
into oompliance.,

e. Aunthorization to coordinate and mediate matters
coneerning 504 compliance.

£, Rsaleting publie and private sectors through the use of
proper agencies on technical, employment and
architectural matters conoerning 504 conpliance.

g. Establishment of a umﬁﬁ':iaé_ul complaint procedure
necessary to resolve all complaints to agencies
pertaining to 504,

¥

h. The State 504 Coordinator or the State Building Code
Copmissioner as his designes is hereby authorized to
initiate complaints against those agencies,
administrators, sgents or amployess of any depertment
or division within state government who willfully fail
to comply with the requirements.

{. fhe 504 Coordisator and the State Building Code
Commissioner as his designee shall consult with the
Chairman of the Governcr's Commission on the
Handicapped with respect to implementation of the above
duties and responsibilities.

This Executive Order shall take effect on the date hereof. This
Eeecutive Opder rescinds Becutive Order No. B0=16 dated September 29,

MYWMF

Eward D. DiPrete
GOVERNOR
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4. GUIIDELINES FOR PREVENTING SEXUAL HARASSMENT

PUBLIC LAW 97-118
AN ACT
RELATING TO SEXUAL HARASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE

CHAPTER51

SEXUALHARASSMENT, EDUCATION AND TRAINING IN THE WORKPLACE
8 28-51-1. Definitions.— (a) As used in this chapter the term “sexual harassment” means any
unwelcome sexual advances or requests for sexual favors or any other verbal or physical conduct
of a sexual nature when submission to such conduct or such advances or requests is made either
explicitly or implicitly a term or condition of an individual’s employment.
(b) As used in this chapter, the term “employer” means any entity employing fifty (50) or more
employees.
8 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) adopta policy against sexual harassment which shall include:
(i) a statement that sexual harassment in the workplace is unlawful.
(i) 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.
(ii1) a description and examples of sexual harassment.
(iv)a statement of the range of consequences for employees who are found to have
committed sexual harassment.
(v) 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 ata 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 employeesand

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.

8 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 s 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, ona 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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5. 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 V11 of the 1964 Civil Rights Act, mandates employers to maintain a working
environment free of discriminatory insults, intimidation and other forms of harassment. Both an
employee’s psychological and economic well-being are protected. While an employer cannot be
held accountable for the prejudices of its workers clientele, it must take reasonable measures to
control or eliminate the overt expression of those prejudices in the workplace. Prompt action by
an employer to prevent or correct discriminatory harassment can go a long way in lessening
employer liability.

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

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

An employer is under a two-pronged duty to maintain a working atmosphere free of
national origin bias. First, the employer itself must refrain fromridicule 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 beliefsto 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 are unlawful sexual harassment when the response or
reaction to the advances or requests is permitted to affect the employment decisions. Itis 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-workerswho have no
control over a person’s employment may be unlawful if it has such an intimidating e ffect that job
status is affected.

(2005)
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6. 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:

JOBTITLE: DATE:

Please Check [X] the categorythat best describes your disability. (Upon request, verification of disabling
condition must be obtained from your physician.)

Disabling conditions include, but are not limited to:
[] AIDS
[ ] Alcoholism
Blindness or Visual Impairment
Cancer
Cerebral Palsy
Deafness or Hearing Impairment
Diabetes
Drug Addiction
Epilepsy
Heart Disease
Mental Retardation
Mental or Emotional lliness
Multiple Sclerosis

Muscular Dystrophy

I I Y I O B B B A O

Orthopedic
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[] Perceptual Disabilities such as: Dyslexia, Minimal Brain
Dysfunction, Development Aphasia or Speech Impairment

[] other

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

[_] No Reasonable Accommodation is needed at this time

Additional Comments:

Signature: Date:

RIEEO 5/09A

REVISED 7/02/2002

RI SEOO (401) 222-3090
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7. 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 reporta 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.qgov

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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State of Rhode Island
Division of Human Rezources
BT ATHCHT O Site Operations/Business Pariner Center of Experfise
ADMINISTRATION Cﬂ!.!EE"I._-i.INT REQUIST

Date of [ssue: 02716721
Rewvizion No:
HE. Exec Dhr:

Complete this foom to file a complant of Dhscrimmation, Sexual Harassment, Domestie Violence!Sexual
Assamlt/Stalking, Workplace Violence or Retaliahon This form may be uwsed for a complaint by an Executive

Branch employee.

Once you have submitted the complamt form you will be contacted by an myvestgator from the Dnasion of Human
Eesources Site Opersfions/Business Parimer Cenfer of Expertize (COE). If vou do not wish to complete the
Complaint Form, or need assistance in doing so, please contact yvour agency”s Human Eesources Busmess Partner
or Diversity Officer who can fill out the form on yowr behalf Alternatmvely, vou can call the Sife

Operations Business Partner COE at 401-574-8351 to make a report by phone.

Section 1 — Complainant Information
Are vou an emplovee of the State of Rhode Island? * OYes O Nao

Complainant Contact Info

First Mame Last Name
Title Apgency

Work Location Work Phone
Manaper/Supervisor

Home Address Home Phone
Emal Address

How do you prefer to be contacted? [J Email [ Phone

Section 2 — Person Completing Form
Same as Section 1 O

Are vou an emplovee of the State of Rhode Island? * O Yes [0 No

* = Required Field

First Name Last Name
Phone Emanl
Section 3 — Complaint Filed Apgainst Information
First Name Last Name
Title Agency
Work Location
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Document: HRF 01

State of Rhode Island Date of Issue:  02/16/21
Division of Human Resources Revision No:
- T - Site Operations/Business Partner Center of Expertise HR Exec Dir:
ADMINISTRATION COMPLAINT REQUEST

Section 4 — Complaint Information
Complaint is being made on the basis of* (Multiple options can be selected).

[Discrimination (multiple options can be selected)

[ Race/Ethnicity/Color | [ Disability O Age O Genetics O Pregnancy
[ Military Status [Veteran Status [ Religion [ Sex [ National Origin
[ Sexual Orientation [ Gender Identity | [ Gender Expression

[0 Sexual Harassment [0 Domestic Violence [ Retaliation

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

necessary.

Date of First Incident Date of Last or Most Recent Incident

Section 5§ — Witnesses Information
Please list 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
(1t has not been reported to anyone (1t has been reported to the following people

Incident Reported to

Full Name Title
Agency Manager/Supervisor
Phone 82 Email
Full Name Title
Agency Manager/Supervisor
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Document: HREF 01

State of Rhode Island Date of Issue:  02/16/21

Division of Human Resources Revision No:
L Site Operations/Business Partner Center of Expertise HR Exec Dir-
ADMINISTRATION COMPLAINT REQUEST

Section 6 — Attachments

Please provide any supporting documents.

Complainant Signature Date
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8. 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 ODEQ/State
Equal Opportunity Office to discuss any information related to harassment and/or
discrimination. and you also have the option of an exit interview with a Human Resources
Representative to share any information regarding your work experience. To schedule an in-
person interview please e-mail eoo.compliance@doa.ri.gov for ODEQ/State Equal
Opportunity Office or the Division of Human Resources directly at 401-222-2160 or by e-mail
at doa.hrcontact(@hr.ri.gov.

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

NAME 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/Ethnic Categories

White American Indian or Alaska Native Hispanic

Black Native Hawaiian 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)

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

Please 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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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

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

Please explain:

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

Please explain:

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

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

changes, such as

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

Comments
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

Comments

Submission Instructions

Please e-mail this form to eoo.compliance@doa.ri.gov with subject line: Exit Interview For (YOUR
AGENCY NAME). This is a confidential e-mail and all correspondence will be treated with the 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:

ODEOQ/State Equal Opportunity Office, One Capitol Hill, Providence, Rl 02908
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9. AFFIRMATIVE ACTION FILE CARD

RIECD-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION (Revised July 2013)

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

* Please note thar this is a voluntary self-identification card and the informatien you provide will not be used as a basis for employment decisions

TO BE COMPLETED BY APPLICANT OR EMPLOYEE ONLY

Applicant or I I

Employee

Address I I I I I | I I I I
Number Street City State Zip Code

NOTE: When selecting racial/ethnic category, you must select only one of the boxes numbered 1 through 7. | Female ] | | Male 1 |

| 1 - Black or African American (Not Hispanic or Latina) a | | 2 - Hizpanic or Latine a | | 3 — American Indizn or Alaska Native [Not Hispanic or Lating) a |

| 4 — Asian (Mot Hispanic or Latina) a | | 5 = White (Not Hispanic or Latino) O | | 6 — Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino) O |

| 7 - Two or More Races [Not Hispanic or Latino) L] | | Disabled [ | | veteran [ | | Disabled Veteran [] | | Age: 40 & Over [ |

FOR PERSONNEL USE ONLY

Department Division

Appropriation Account No. Pay Grade Position No.

Incumbent* (Use this selection for current employees who are requesting a change to their demographic designation)
Promotion Transfer Hired, List MNe List, Offerad Not Offerad Refused
R for Action

Interviewer/HR Staff, Date,

RACIAL/ETHNIC CATEGORIES

1 —Black or African American (Not Hispanic or Latino) — A person having origins in any of the black racial groups of Africa.
2 —Hispanic or Latino — A person of Mexican, Puerto Rican, Cuban. Central or South American, or other Spanish culture or origin, regardless of

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

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

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

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

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

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

qual Opportunit
Advisory

Committee

Diversity Advisory|

. Diversity Liasions
Council ity

Sub-committee Executive Order 13-05

Diversity Affinty
Group

Descriptions

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

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

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

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

MISSON:

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

1. ESTABLISHING THE COMMITTEE:

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

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

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

and veterans

2. STRUCTURE:

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

Minutes

oMMy oW

3. FL\( TIONS (ROLE):

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

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

Review monthly progress reports

Issue a progress report to agency head quarterly

mE 0w

o

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

5. SECRETARY (DUTIES)
A. Preside over meeting in absence of chairperson
B. Record minutes of the meeting
C. Prepare minutes for distribution.
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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. Pay envelopes
3. Employee handbooks
4. Copies of the affirmative action plan policy statement of key program elements

8. The State Equal Opportunity Office may issue such guidelines, directives, or instructions
as necessary to carry out Rhode Island General Laws § 28-5.1.

For additional guidance and/or technical assistance. contact:

State Equal Opportunity Office

Office of Diversity. Equity and Opportunity
Department of Administration

One Capitol Hill

Providence. R1 02908

TEL # (401) 222-3090

Rhode Island Relay: 711

Email: eoo.compliance@doa.ri.gov
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12. DIVERSITY ADVISORY COUNCIL GUIDELINES

DIVERSITY ADVISORY COUNCIL*
CUIDELINES

MISSON:
To guide and support a state department or agency director on developing organizational
changes and strategies that will advance the goals of diversity and inclusion in the
workplace, as well as to assist in the implementation of approved strategies and changes.
1. ESTABLISHING THE COMMITTEE:
A.  All employees should be informed of opportunities to serve on the council.
B. Agency head appoints the council from a list of volunteers.

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

D. Volunteers should include staff from:

1. Each division of agency
2. Various job levels
3. Diverse group of employees: i.e. senior leadership. minorities. women,

persons with disabilities, and veterans

2. STRUCTURE:

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

Minutes

OHMY 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 strategy
Develop metrics to measure progress

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

Mo 0w

Page 121 | 132



DCYF Affirmative Action Plan

4. CHAIRPERSON (DUTIES):

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

5. SECRETARY (DUTIES)

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

6. AGENCY HEAD:

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

For additional guidance and/or technical assistance. contact:

Sabina Matos. Chief Program Development
Department of Administration

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

Providence, RT 02908-5865

TEL # (401) 222-5813

Rhode Island Relay: 711

Email: Sabina.Matos@doa.ri.gov
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ENFORCEMENT AGENCIES

Department of Administration
Division of Human Resources
One Capitol Hill

Providence, RI 02908

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

Department of Administration

Office of Diversity. Equity and Opportunity
State Equal Opportunity Office

One Capitol Hill

Providence, RTI 02908

TEL # (401) 222-3090

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

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

TEL # (401) 222-2661/ Voice

TDD # (401) 222-2664

FAX # (401) 222-2616

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

Washington. D.C. 20507

TEL # (202) 663-4900/ Voice

TDD # (800) 800-3302

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

Department of Justice

Office of the Americans with Disabilities Act
Civil Rights Division

P.O.Box 66118

Washington. D.C. 20035-6118

TEL # (202) 514-0301/ Voice

TDD # (202) 514-0381

#(202) 514-6193 (Electronic Bulletin Board)
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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 from all segments
of society, who understands the unique challenges of service delivery to RI 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 differencesof 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. ‘Itis 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).
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Operationally defined, cultural competence is the integration 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). Competencein
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.

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 workersto 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 clientand provider populations; and

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

SECTION 4: MEMBERSHIP

1.

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. Membersserve 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
firstelection in which one co-chair shall serve a three-year term so as to provide for
staggered terms moving forward.

1. The most senior co-chair shall run DAC meetings.
2. 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.

1. 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:
1. Diversity and Inclusion
1. 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 programsaccessible to all
department members equally? Does the department provide support
capabilities such as formal mentoring and coaching programs for all
members?

External — What are the department’s outreach strategies to recruita
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?

2. 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? Doesthe agency stay abreast and
incorporate relevant and developing cultural competence practices in on-
going training?

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

3. The DAC will meet monthly, unlessauthorized to do so more frequently by the Director
based upon current operations.

4. Co-chairs and committee chairs will aim to conclude meetings within 90 minutes.
5. Members who cannot attend meetings will notify the Secretary
1. Members who miss 3 consecutive meetings, or more than 6 in a given year, will

be asked to examine their commitment to the council.

6. A loose interpretation of Roberts Rules of Order will be used to guide meeting business.
Meeting Minutes read and accepted

Old Business and Updates

New Business

Committee Reports

Adjournment

S
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VIII. 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 2020/2021 was 28.46% and our minority
hires in 2021/2022 rose to 33.54%. Currently, our workforce composition is 33.02% minority
compared against the state’s Executive Branch statistics of 31.4% minority representation in the
workforce, as a whole.

The Department will continue its recruitment efforts to reach more Hispanic applicants. While
we have increased our Hispanic population from 9.49% in 2020/2021to 13.05% in 2021/2022.
This is still below the state’s Executive Branch statistics of 17.1%.

Further analysis, however, suggests that most minority employees are located at operational
levels, most significantly in the “Professionals” category with few minority members represented
in the “Officials & Administrators” category. While the agency has made some progress in
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.

128 | 132



DCYF Affirmative Action Plan

Affirmative Action Plan — Recommendations from DAC and Race Equity Council

Areas for Improvement and Strategies

| Areas of Improvement Identified
Although overall staff diversity is
improving, we are not seeingstrong
enough diversity gains in our supervisor,
mid-level managementand administrator
positions.

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.

Recommended Strategies to Address
Any mid-level managementand administrator
positions will automatically be promoted
through sites such as 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 otherentities that market within BIPOC
communities.

Requestto DOA that mid-level and
administrator positions be posted for at least
two weeks.

The Department will continue to create
professional development tracks for staff. This
may include mentorship programs, job interview
skills training, and portfolio building.

The re-engagement of the Performance reviews
will provide an opportunity for staff (particularly
staff of color) about professional goals and ways
to help them achieve it.

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.
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The interview process does not Continue to embed throughout the hiring
adequately screen prospective staff process (job descriptions, recruitment activities,
around DCYF values, including race equity @ interview questions) language that reflects the
and family engagement. mission and values of the Department. This

includes concepts of race equity, cultural and
language competency, and family engagement.

Work with the DAC and Race Equity Team to

develop a list/pool of staff of color to participate
in all interviews.

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.

3. With the assistance of DAC and Race Equity Committee develop a network of people
who can assist in outreach efforts in the minority communities for all vacancies.

4. The Department of Administration has begun performance reviews which will assist
minority staff in achieving goals for promotional opportunities.
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Retention Strateqgies:

The Department’s new hire training appears to be having a significant effect on the overall
retention of new frontline staff. These practicesshould 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 has initiated an annual satisfaction survey to provide data needed to assist in our
attempts to retain staff.

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, especially for staff of color.

DCYF continues to have a low response rate for exit interviews. The Department has recently
implemented new strategies to improve the response rate. Feedback received in exit interviews is
provided to the senior team every six months and as needed so they understand trends in why
people are leaving.

Goals Objective Actions Accountability Measuring Success
Workforce Recruitfromadiverse, qualified 1. 1.utilizingthe HR Hiring Increasein the
Diversity group of candidates minority list when Manager representation of diverse

possible employees
2. Informational HR Hiring

forumsto target Manager

minority groups
3. Expanding HR Hiring

recruitment efforts | Manager
(i.e., Social Media,
radio, newspapers)

4. 3.Continued HR Hiring
networking with the | Manager
ODEO aswellasthe | Diversity Liaison
DCYF Diversity
Liaison

5. 4.Developa
network of people
to assist in outreach
inminority
communities.
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Workplace
Inclusion

Different backgrounds and
perspectives lead to a variety of
ideas, knowledge, and ways of doing
things. Team members fromthe
same background may take actions
based on anarrow range of
experiences. By ensuringthatour
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
mostvulnerableyouthand families
that we serve.

1.Provideinclusive
leadership training for
managers

Senior
Leadership
Team
Workforce
Development

All managers participate
in leadership training

2. Improved Communication | Senior Decreasein employee
through weekly messages, Leadership turnover
open forums, intranetand Team
direct emails
Sustainability 1. Review policiesand | Senior All policies and practices
& practicestoidentify | Leadership arereviewed and
Accountability and remove Team updated
systemic barriersto | Policy
inclusion DACand EEOC
Committees
2. Ensurethatnew Workplace culture that
employees take encourages and
partinan promotes equity for all
orientation training employees
programon topics
such as diversity,
discriminationand
sexual harassment
3. Encouragestaffto
participatein state
sponsored
programs to
increasejob Increased promotional

efficiency through
training

opportunities
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