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L AGENCY ORGANIZATION AND STRUCTURE

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

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

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

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

e Improve employee engagement to raise morale and productiVity; '

o Utilize data to inform decision-making; ‘

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

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

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

¢ Reduce placement disruptions; - '

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

o Safely iricrease the number of youth returning home.

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

e Assessment and Stabilization

» Disruptive Behavior Management

s Family Care Community Partnerships (FCCPs)
¢ 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

¢ Semi-Independent-Living Progtams
¢ Specialized Foster Care

e Specialty Populations and Services

e Supervised Visitation Services

e Wayward and Disobedient Programs
» Youth Diversionary Programs

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

JRTERE CARECTOR
KA ALY

DRGSR '
WRHGRELT & . . CRUKEHS
LT E BT
PIRTOR:MERE W CONBIREATICHY EEHOALHLALI

THISCERTT

VIOHTORLE
DEVLORIN

fHNE

s

pelicy

PECBATEN

Figure 1: Organization of the Department of Children, Youth and Families |
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Child Protective Services

The Child Protective Services (CPS) Division is charged with protecting Rhode Island children
from maltreatment. Through the State Central Registry (1-800-RICHILD), CPS receives and

“screens all reports of alleged child maltreatment in accordance with RIGL §40-11-7 to assess and

determine an appropriate response by DCYF or our community partnets.

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. An
administrator oversees each regional office. This Division works with families that are involved
with the Rhode Island Family Court for reasons of abuse, neglect, dependency; youth in need of
services for reasons of emotional or behavioral health; and/or with youth referred from the
Family Court for juvenile justice matters. The Family Services Division has primary
responsibility to ensure the safety, permanency, and well-being of the children active with the
Department, whether they are living at home or are in out-of-home placement.

Resource Families

This Division consists of multiple branches to include the Licensing Unit; the Recruitment,
Development and Support Unit; and the Permanency Support Unit. The Licensing Unit processes
licensing requests/renewals and conducts monitoring and enforcement for foster homes, child
care providers, group homes, and child placing agencies. The Recruitment, Development and
Support Unit recruits, develops, and supports new foster families and kinship caregivers. The
Permanency Support Unit supports the advancement of pre-adoption cases towards adoption, and
processes adoption and guardianship subsidies.

" Community Services and Behavioral Health

This Division consists of multiple branches to include the Central Referral Unit (CRU); the
Medicaid Quality Assurance (QA) and Program Standards Unit; the Utilization Management
(UM) Unit; and the Children’s Behavioral Health Unit. The CRU completes level of care
determinations for children completed with the Child Level of Need Assessment; in-state and

_out-of-state group residential care matching and placement of children; home-based services -

matching, referrals, authorizations and reauthorizations for children and families; and
coordinates referrals for early childhood and Early Intervention (EI). The Medicaid QA/Program
Standards Unit completes documentation reviews for home-based and group care services; and
provides oversight of provider Medicaid compliance. The UM Unit conducts reviews of youth in
residential treatment centers, group care and semi-independent living programs to ensure
continued congregate care placement reflects level of need and authorizes 1-to-1 supervision as
needed.; and the Children’s Behavioral Health Unit provides psychiatric consultation and
psychotropic medication reviews; conducts mental health emergency and children’s mental
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health services certifications; manages the children’s portion of the Mental Health Block Grant;
and assists families with no legal status with the Department access behavioral health resources.

Juvenile Correctional Services

The Division of Juvenile Corrections consists of the Rhode Island Training School and the
Office of Juvenile Probation. The Division of Juvenile Corrections promotes the rehabilitation of
youth through a continuum of flexible, innovative, and effective programs for male and female
youth. The Division of Juvenile Corrections strives to promote positive outcomes for youth and
to reduce recidivism for youth within the juvenile and criminal justice systems.

The Rhode Island Training School

The Rhode Island Training School (RITS) is a secure cotrectional 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 adheres to Rhode Island Department of
Education regulations. Goals and objectives consistent with this mission are developed annually

~ to measure effectiveness of programming for residents.

The Qffice of Juvenile Probation

The office of J uveﬁile 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
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positive youth outcomes such as educational attainment, meaningful employment, and stable
housing, ‘

Management and Budget

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

Operations Support

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

Human Resources and Management Support

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

Division of Performance Management

This Division in comprised by the Data and Evaluation Unit; the Administrative Review Unit;
the Performance Management Uhit; and the Lean Initiative Unit. The Data and Evaluation team
provides support to the Department and its providers across a wide range of Department-wide
initiatives including: research design; research methods; data collection methods; advanced

L
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 statistical analysis; data interpretation; data reporting; and program evaluation. The
Administrative Review Unit conducts periodic administrative case reviews for all children
placed out of home so as to continually inform ongoing decisions regarding appropriate
placements. The Performance Management Unit works to assist users of the performance metric
reports (administrators, supervisors, contract monitors, and providers) in analyzing and
understanding data. This Unit also provides monthly performance metrics data to the Department
of Administration, Office of Management & Budget. The Lean Initiative helps improve
productivity through process improvement planning, process mapping, and process creation and
re-design. ,

Workforce Development '

The mission of the Workforce Development Division is to support and empower employees to
reach their fullest potential in furtherance of DCYF goals. This Division represents DCYF’s
primary training source for child welfare and child welfare support employees. The Workforce
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 DCYT staff attorneys have the primary responsibility to advise and
consult on child protective and juvenile justice matters. The DCYTF 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.

II. PLAN ADMINISTRATION
A. 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

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

The Americans with Disabilities Act/504 Coordinator for the Department is Attorney Patricia
Hessler, Administrative and Legal Support Services Coordinator.

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.

10
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B. APPOINTMENT OF EQUAL OPPORTUNITY ADVISORY COMMITTEE (EOAC) ;
The members of the DCYF Equal Opportunity Advisory Committee (EOAC) are as follows:
NAME ‘ TITLE RACE ‘ GENDER
Patricia Hessler - | Administrative and White Female : : \
Legal Support : . X
Services ' P
' "Administrator :
Kevin McKenna Assistant Director, White Male
Division of
Workforce
Development
Sarah St. Jacques Interdepartmental White - Female
Project Manager
Colleen Walters Interdepartmental White Female
_Project Manager
Jennifer Lee Probation & Parole White Female
Supervisor , :
Lori Murphy Chief Implementation | White Female
Aide
Zenaida Martinez Casework Supervisor | Hispanic Female
o 11
Brandi Didino Casework Supervisor | White Female
, 11
Winsome Stone Interdepartmental Black | : Female
Project Manager ‘
" DCYF established an EOAC in 2018 in accordance with Appeﬁdix L: Equal Opportunity
Advisory Committee Guidelines.
The duties and responsibilities of the DCYF Equal Opportunity Advisory Committee are as
- follows:
A. Advise —not perform
B. Develop short-term objectives , i
C. Identify areas of possible discrimination ' Ll
D. Assist the designee of the agency head with preparing the affirmative action plan o
E. Monitor the progress of the action goals and programs, if necessary, make it 1

recommendations to improve
Review monthly progress reports ' . , 3
Issue a progress report to agency head quarterly i

Qm

|
o
|



DCYF Afﬁr_mative Action Plan

The DCYF Equal Opportunity Advisory Committee has been identified and our first meeting is

being held on November 20, 2019. The Committee is currently working on a charter.

12
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C. 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 respon51b1hty to read and be familiar w1th this Afﬁrma‘uve
Action Plan. They will ensure that employees are aware of the existence of this plan, and
how it can be obtained. Division Heads will work to establish procedures to ensure
compliance with the provisions of this plan and will actively encourage employees to
attend career-enhancing training programs (as funding permits). Division Heads will take
positive actions to ensure that all qualified individuals are encouraged to apply for
employment, promotion, and training. When serving on interview panels, Division Heads

‘will ensure that positive steps are taken to ensure fairness and equality in all hiring
decisions. Division Heads are responsible for maintaining a work environment that is free
from discrimination and / or harassment. :

3. Supervisors have the responsibility to read and be familiar with this Affirmative Action
Plan. As the “first line” of Department leadership, supervisors will ensure that all
employees act in accordance with the policies and procedures promulgated herein.
Supervisors will take positive actions to ensure that all qualified individuals are
encouraged to apply for employment, promotion and training. When serving on interview
panels, Supervisors will ensure that positive steps are taken to ensure fairness and
equality in all hiring decisions. Supervisory personmel 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 Liaison is the designation of DCYF’s Human Resources and
Management Support Division. The Human Resources Liaison will coordinate with the
Department’s Equal Opportunity Advisory Committee and Diversity Advisory
Committee to refine these goals and develop additional ones as new needs and ,
opportunities emerge. The Human Resources Liaison will track, and report data related to -
employment, appointments, hiring, and promotions.

13
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D. DIVERSITY LIAISON

The DCYF Diversity Liaison is Kevin P. McKenna, Assistant Director, Division of Workforce
Development. The DCYF Diversity Liaison and serves as the liaison between DCYF senior
leadership and the Diversity Advisory Committee (DAC). The Diversity Liaison also serves as
the liaison between DCYF and the state Diversity Council. The DCYF D1vers1ty L1a1son serves
and an Ex-officio member of the DAC

E. AMERICANS WITH DISABILITIES ACT/504 COORDINATOR

The DCYF Americans with Disabilities Act/ 504 Coordinator is Attorney Patricia Hessler,
Administrative and Legal Support Services Administrator. The responsibilities of this
appointment include coordination of the implementation of all applicable Federal rules and
regulations among all of the Department’s Divisions. Specifically, this entails ensuring
Department compliance with the mandates of Section 504 of the Rehabilitation Act of 1973.

F. DISSEMINATION OF PLAN AND POLICY

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

Internal Dissemination

1) The Department posts the equal employment opportumty poster on all appropriate
~ bulletin boards.
2) All policies relative to non-discrimination are posted on our DCYF website.
3) A copy of the Affirmative Act1on Plan is sent to approx1mately 600 personnel and is
available upon request ' .

External D1ssemmat10n

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 from the DCYF Diversity Advisory Committee.

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

3) The Department 1ncorporates the equal opportunity clause in all contracts.

Executive, Associate, Assistant and Regional Directors are expected to become familiar with the
contents of this plan. Through coordination with the DCYF Diversity Liaison, Department -
Leaders will be kept abreast of new developments related to diversity. The Human Resources
Liaison will maintain current statistics related to hiring, appointments, terminations, and
transfers, and will make them available to the DAC, the EOAC and Department Leaders upon
request.

14
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G. POLICY STATEMENIS

Key policy statements associated with this Affirmative Action Plan are provided beginning on
the next page.

RETALIATION OR COERCION

- Any employee or agent of the Department of Children, Youth and Families who shall

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

H. AMERICANS WITH DISABILITIES/S 04 COMPLAINT PROCEDURE

AMERICANS WITH DISABILITIES/
504 GRIEVANCE PROCEDURES

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

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

efforts.

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

15
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A complaint should be filed as soon as poésible after the complainant becomes aware of -

the alleged violation.

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

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

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

complaints filed.

16
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" POLICY ON CONTRACTS

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

Kevin Auc}qﬁ Interlm Dlrector, DCYF
Date: // - €& *'/0/5)
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POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

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

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

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

A

KeVin Aucoi}xﬂnterim Director, DCYF

Date: 4/ ~p&-J2¢’8

POLICY ON SERVICE DELIVERY

The Department is committed to providing fair, courteous, and equitable service to the public.
The Department will make every effort to provide interpretive services to the non-English
speaking public. As per Rhode Island General Law 28-5.1 of the State of Rhode Island, all
Divisions of the Department of Children, Youth and Families shall render services to all persons
without discrimination based on race, color, religion, sex, age, national origin, sexual orientation,
gender identity or expression, or disability. Each Division is further responsible for making sure
that discrimination does not exist in any programs and activities it assists. This includes grants,
contracts, and all areas where the State dollar is spent. If any person feels that he/she has been
discriminated against, he/she may contact the Office of Personnel Administration/State Equal
Opportunity Office, One Capitol Hill, Providence, Rhode Island 02908-5865. The telephone
number is 222-3090. :

K&vin Aucoin)Interim Director, DCYF

Date: /7 »f)5~7&/,9

17
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COMPLIANCE WITH ‘GUIDELINES ON DISCRIMINATION BECAUSE OF
‘RELIGION OR NATIONAL ORIGIN

The Department will fully comply with all laws and executive orders. The Department will

strive to fulfill requests for religious accommodation through voluntary substitutions, flexible
work schedules, changes in job assignments, or transfers. The Department offers employees four
“personal days” of paid leave per year that may be used for accommodating religious holidays or
obligations. ' : '

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

A"\c—nv/lj \. s )

Kevin Am'zin, Interim Director, DCYF

Date:_ 41 -/ 20/

20
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POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES
' AND VETERANS

The Department of Department of Children, Youth and Families is fully committed to meet the
specialized affirmative action requirements to employ and advance individuals with disabilities
and veterans in accordance with the Americans with Disabilities Act of 1990, RI General Law
28-5.1, Executive Order 92-2, and Assistance for the Vietnam Era Veterans Readjustment Act of
1974. _ o

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

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

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

Patricia Hessler, Administrative and Legal Support Services Administrator is designated as the -
504 Coordinator for the Department of Children, Youth and Families. This entails coordination
of all divisions in the implementation of all Federal rules and regulations affecting the

“Department in terms of compliance with the mandates of Section 504 of Title V of the
Rehabilitation Act of 1973.

19
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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, w1ll not -
be tolerated. Violations of this policy will be handled appropriately as part of the

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

evin Awcdin, Interim Director, DCYF

Date: //PVI')N}

|
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

In our efforts to comply with federal law, state law, and executive orders on discrimination based
on sex, the department w111 comply with the followmg procedures and practices:

1. Candidates from both sexes will be recrmted for. a11 jobs.

2. Advertisements will not express a preference for apphcants ofa partlcular sex when: placed
for recrultment 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. Appropnate physwal facﬂlttes will be prov1ded for both sexes. Lack of facilities w111 not be
used to reject apphcants of either sex.

7. Pregnancy leaves of absence for female employees are granted on an individual ba31s
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 w1th Personnel Rule 5.0661 (d) and State and Federal FMLA provisions.

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

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

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

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

department to the extent that they are under-represented. Special efforts will be made to
include women in any management training programs that are offered.
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STATE OF RHODE ISLAND ARD PROVIDENCE PLANTATIONS
DEPARTMENT OF ADMINISTRATION
' Enterprise Folicy

Human Resources 2018 ‘
Sexnal Harassment Policy v . k‘zgf_‘;&gﬁ
04-02-18 _ : ‘Eyle Adsmonis@hrri gov

- 1. Scope

This policy applies to all State Executive Branch agencies and employees whether permanent, non- -
permanent, temporary, seasonal, full orpart-time. Employees are also required to familiarize themselves
with agency-specific sexus] harassment policies.

2. Imtroduction

The State of Rhode Tsland promotes a wockplace that is free of sexual harassment Sexual

harsssment of employees ocouming in the workplace orinother setiings related {otheir employment -

is unlawfid and. will not be tolerated. Any retaliation against an individual who has complained
shout sexual harassment or retalistion against individuals for covperating with an investigation ofa
sexnal harassment complaint issimilady unlawful andwill not be tolerated. To achieve awarkplace
free from sexual harassment, there are procedures by which inappropriate conduct will be dealt.

The State of Rhode Tsland takes sllegations of sexual harassment seviously, and will prompily

respond to cotnplaints of sexual harseement. Where itis determined that such inappropriate conduct
has oconrred, acfion shaﬂbetakmtopreventf\zthetoﬁ'mdingmmhmtanﬂimpmeﬁnﬂy

" comective action asis ecesdary, up toand inchuding disciplinary actionwhere appropriate.

Please note thatwhilnﬂﬁspoﬁcysetsfmﬂlgmlsof'pmmoﬁngawkph:eﬂmtisﬁ'eeofsmal
harassment, the policy is not designed or intended o limit the anthority to fmmediately impose
discipline or take remedial action for workplace conduct deemed ynacceptable, regardless of
whether that conduct satisfies the definition of sexnal harasement. :

3. Definition of Sexeal Harassment

To Rhode Tsland, “sexuat harassment” means any unwelcome sexual advances or requests for sexual
favors or any other verbal or physical conduct of a sexual natore when: .

(1) Submission to that conduct or those advances or requests is made aither explicitly or implicitly a
term or condifion of an individual's employment, or o
(2) Submission fo-or rejection of the conduct pr advances or requests by an individual is nsed as the
hasisforemploymgtﬂdeciﬂiumnﬁ‘ecﬁngﬂmimﬁvidml;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. Lenws Section 28-31-1 and Title VII, Civil Rights Acf 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 constitme sexual harassment. |

W]nle 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 sexnal ddvances, whether they involve physical touching ornot;

« sexual epithets, jokes, written or oralreferences to sexual conduct, gossip regarding one's -
sex life; comment on an individual's body, commcnt about an 1nd1v1dua1‘s sexual
activity, deficiencies, or prowess:

+ displaying sexually suggestive objects, pictures, cartoons;

« unwelcome leering, whistling, brushing against the body sexual gestures
suggestive orinsulting comments;

+  inquiries into one's sexual experiences; and

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

The complainant does 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 employnient opportunity or
benefit where employnient 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 halassment :
and/or 3) a person who has testitied about diserimination or harassment.
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4. Supervisor's Responsibilities

Supervisors who observe, witness, or are informed ot inappropriate behavior of a sexual nature or
incidents of sexual harassment niust 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, S

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 attaclied Agency Liaison Contact List and posted on the State of Rhode Island Division
of Human Resources website at www lir.11. gov.

6. Complaint Process

When a state agency receives a complaint, it will prompdy' 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 c.cmnmtted 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). ODEQ will investigate the complaint and also maintain confidentiality
to the extent practicablc (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 ODEQ is unable to conciliate the complaint, ODEO will schedule a
formal hearing. If, after a hearing, the Hearing Officer determines that sexval harassment occurred,
the ODEO will present its findings and reconumend corrective action. (Please note that if a
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complainant files a charge with either or both agencies specified in Section 8 below, the ODEO
will defer to the Rhode Island Commission for Human Rights (RICHR) or Equal Employment
Opportunity Commission (EEOC) for investigation and/or resolution of the complaint).

8. State and Federal Remedies

In addition to.the above, if an einployee 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 comyplaint filing process does not prohibit an employee from filing a complaint with

these ageéncies.

~ The United States Equal Employment Opportunity Commission (EEOC)
WWW.ee0c.gov
John F. Kennedy Federal Bmldmg
475 Govemment Center, Boston, MA 02203
Phone: 1-800-669-4000
TTY: 1-800-669-6820

The Rhode Island C‘onmnssmn for Human R1ghts RICHR)
- www.richr.ri,gov
180 Westminster Street, 3d Floor
Providence, R 02903
Phone: 401-222-2661
TTY: 7-1-1

Where it is deteumned that inappropriate conduct has occun ed, the agency W111 act promptly to
prevent further offending conduct and impose corrective action as is necessary, muludmg
disciplinary action where appropriate.

9. Disciplinary Action

If it is 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 couuselmg and
trainingto d1smplma ry actions, including termination from cmployment

10. Legal References

This policy is administered in accordance with the following:
Federal Law

Title VII of the Civil nghts Act ot 1964, as amcnded
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Rhode Island General Laws:

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

11, Signatures

L\\j&\‘\‘i g

. Bl»ilion Director Date
M '/)“Z' - b/ 3 /08
Director of Adminiatrntion Date
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III. PROGRAM STATISTICS

See Appendix P for the following statistics:

A. EEO/CIVIL RIGHTS COMPLAINT PROFILE

B. TRAINING PARTICIPATION SUMMARY

C. DISCIPLINARY ACTION |

D. APPLICANT DATA

E. APPLICANT FLOW DATA :

F. APPLICANT REFUSAL OF POSITIONS OFFERED

G. AFFIRMATIVE ACTION STATISTICAL SUMMARY

H. JOB GROUP ANALYSIS SUMMARY

I JOB GROUP ANALYSIS

J. DETERMINING UNDERPRESENTATION AND GOAL SETTING

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

Descrivtion of the DCYF Afﬁrmative. Action Program

Tn accordance with DCYF Policy 100.0140, Civil Rights and Federal Laws and Regulations
Regarding Nondiscrimination, DCYF employees and applicants for positions may file
complaints alleging discrimination based on race, color, religion, age, sex, nat10na1 origin,
disability, veteran status, sexual orientation, or gender identity or expression:

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

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

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

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

5. When probable cause is not ev1dent the parties are so informed by the State Equal
Opportunity Office;

8]
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6.. When there is probable cause of discrimination, the State Equal Opportunity Office
will try to conciliate the complaint; '

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

8 ‘When it has beén 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 o

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 establishes the procedures by which persons believing
themselves to be victims of sexual harassment may seek redress. Policy 200.0075 references the
Equal Opportunity Commission policy and advises employees to contact the DCYF Equal
Opportunity Officer or the DCYF Office of Human Resources to seek advice, counsel, or
conciliation regarding sexual harassment situations. :

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

Children Under 18 Children/Youth
years, Rhode Island' | in DCYF Care?
American Indian or 0.6% 0.4%
- Alaska Native
Asian 3.6% - 0.5%
.Black 7.4% 12.6%
Native Hawaiian or 0.1% <0.1%
Other Pacific Islander : ' .
“Hispanic or Latino (of 26.0% ©29.3%
any race) ,
White 57.7% 45.4%
Two or More Races 47% - 10.4%
‘ Unknown 0.0% 1.4%

1U.S. Census Bureau, 2018
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2Adoption and Foster Care Analysis and Reportzng System
(AFCARS), FFY 2018

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 populatwn 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 setve.

In addition to the iEqual Oppottum'ty Advisory Committee, (EOAC) the agency chartered the
state’s first executive branch Diversity Advisory Committee (DAC) in 2015. The DACis a
council of volunteers from across DCYF that aims to help promote diversity and inclusion. The

DAC believe that the makeup of our staff should reflect the diverse makeup of the children

DCYF serves. The DAC also strive to ensure equitable outcomes for our families.
The committee has recently helped to:

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

o Create educational and social opportunities to enCourage empathy and culturally
. competent thinking. '

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

Summary of Workforce Composition:

Please refer to Appendix O of this Affirmative Action Plan for a summary of DCYF workforce
composition by race/ethnicity, gender, disability, and veteran status. '

- Assessment of achievements,

Between July 2018 and J une2\019, DYCF experienced the following achievements:

e The number of employees identified as members of a minority groups increased from 138
(25.13.5% of staff) to 172 (25.94% of staff).
e The Department was able to achieve our goal of increasing the number of Hispanic in the
Officials/Managers Administrator job category increased from 1 to 2. '

e The number of employees identified as Black in the Professional job category increased
by 18. .
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| e The number of employees identified as Hlspamc in the Professional job category

increased by 5.

| o The Department was able to achieve our goal of increasing the number of minority hires
in the Para-Professionals category.

Numerical Goals Not Met: -

In the last EEO Affirmative Action Plan, there were several numerical goals that were not
achieved: . ‘
e DCYF set a goal of increasing the number of Veterans in “Professional” job category by
1 something that was not achieved.
o DCYF set a goal of increasing the number of Dlsabled employees in “Professional” job
something that was not achieved.
e ' In the last EEO Affirmative Action Plan, DCYF seta goal of increasing the number of
increasing the number of Veterans in the Technicians category was also not achieved.
e 'DCYF set a goal of increasing the number of minorities in the Para-Professionals
category which was not achieved however we were able to 51gn1ﬁcantly increase our
mmorlty hiring in the category of Professionals.

Barriers:

: 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
hiring decisions are made before workers can compete for positions at DCYF. Caseworker and. -
I Child Support Technician positions typically must be filled as promotions or lateral transfers
from other agencies or from the RI Training School (RITS). Child Protective Investigators
typically hire from within the union before accessing the state’s Open/Competitive List. The
agency has much more control in hiring entry level positions at the RITS using targeted
recruiting strategies when we have partnered with ODEQ. Likewise, the agency has more
options with the recruitment and hiring of classified and non-classified positions.

Cor reclive actzon of problem areas

DCYF strives to ensure that all applicants and employees at DCYF are treated fairly in
accordance with our Affirmative Action Plan. DCYF intends to continue to focus on the
following action steps:

1. The Department is now implementing programs and initiatives that will help support
DCYF’s Diversity Vision Statement.

2. The Department has begun training ell new supervisors involved with the interview
process on biases in the workplace.

3. Continue the commitment to hire divetse staff at all levels at all levels of the agency.
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4, For all Officials/Managers/Administrators positions, identify and utilize strategies to
recruit applicants of diverse backgrounds. This includes promoting open positions on
national networks, job boards, and local media publications to increase the number of
diverse applicants. The Department will also send out notice to all staff when a
promotional opportunity is available. '

B. EMPLOYMENT RECRUITMENT AND SELECTION PROCESS

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

2. -The Department of Chlldren Youth and Families has continued its efforts to ensure
activities are directly related to the goals of enhancing diversity in the recrultment and
hiring process. ‘

3. The Diversity Advisory Committee (DAC) will review quarterly the applicant flow of all _ |
job categories. A report will be prepared for submission to the Department Director for ‘
review.

4. The DAC shall evaluate these repnrts to determine new policies and directions for this
aspect of the Plan. ' ' | ‘

5. The impdrtance of all EEO cards to be completed and forwarded in a timely manner must
be expressed to all interviewing officials as this mformatmn is requlred to complete the
plan and to momtor its progress.

-6. All DCYF’s interviewing officials who are involved in the evaluation and hiring of , i
applicants must be carefully trained to assure the elimination of bias. They must have ‘
read and have available the Afﬁrmatlve Action Plan.

7. 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. }
, : |
|

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

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

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 umon 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.R1.gov website for ten (10) calendar days. If

_ there are no lateral transfers and there is a valid civil service list, we must recruit from

- this list. For non-competitive bargaining unit positions, before outside recruitment is

initiated, lateral and promotional bids are considered. In the case of recruiting for a
position that is in an under-represented job category, a request for a supplemental list of
minorities eligible applicants will be made from the RI Department of Administration
Human Resources, Office of Diversity, Equality, and Opportunity.

3. All DCYF positions which are not covered by a union contract shall be announced by a
notice of position vacancy posted for a minimum of ten (10) calendar days. All

vacancy notices will be posted on the Apply.RI.gov websne

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

5. The shorter the period, the smaller number of apphcants Therefore, dlvers1ty cannot
always be achieved.
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6. To enhance actual opportunity for employment in the DCYF, state job postings are
available to the general public via the Apply.RI.gov website. '

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

F. TRANSFER AND PROMOT 10N PRACTICES .

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

G. TECHNICAL COMPLIANCE

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

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, Arbltratlon Non-

_ union employees have recourse to the Personnel Appeals Board :

3. Any employee who voices concerns regardmg discrimination is referred to the State
Equal Opportunity Office. Thus, individuals who are involuntarily terminated have a full

process for protectmg their rights agamst 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. '

" I TRAINING PROGRAMS
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~ All néw hires to the Department must attend the Civil Rights and Sexual Harassment Orientation

which is presented by the State Equal Opportunity Office. Notice is sent to the employee and the

division when the classes are to be held. Supervisors are responsible for ensuring employee
" attendance. : ' '

Upward mobility is a systematic management effort that focuses on developing career
opportunities for lower level employees who are in positions which do not allow them to realize
their full work potential. One aspect of upward mobility is providing training that will enable

- employees to acquire the needed skills and knowledge for advancement. Management should -

encourage employees wishing to improve their education and long-term careers. Whenever
possible, units should pay. for job related training courses. These principles are recorded in
Rhode Island’s general statutes as well as brochures published by the State and are available to
the public. S :

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

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/. '

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

. A. POLICIES AND PROCEDURES

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

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

3. Work Environment: As per the Department’s guidelines for Unbiased Work
Environment, the Department strives to maintain a working environment free of
discriminatory insults, intimidation, and other forms of harassment. ‘
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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 restructurmg,
acqu1s1t1on or mod1ﬁcat10ns of special equipment.

DCYF is cornmitted to fully meeting the requiremenfs of the Americans with Disabilities Act of
1990, R.I. General Law 28-5.1, Executive Order 92-2 and Protected Veterans Readjustment Act
of 1974, to take Affirmative Action to employ and advance 1nd1v1duals with.disabilities and
veterans. :

A policy statemént regarding Individuals with Disabilities, Disabled Veterans and Protected
veterans is included in the DCYTF Policy and Procedures section (see Appendix B.) This policy

identifies the responsible person and outlines internal and external dissemination.

B. REPORT ON LAST YEAR'S ACTIVIT. I_ES

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 1nd1v1duals with disabilities parking =~

capacity.
C. REPORT ON THIS YEAR'S PLANS

DCYF will focus on continuing to address needs and actions for individuals with disabilities,
disabled veterans, and Protected veterans, continue to familiarize departmental managers with
the requirements of the Rehabilitation Act of 1973, Sections, 503 and 504, as amended The
Americans with Disabilities Act., 1990 on the part of departmental employees.

DCYF will continue to review facilities to assure accessibility with the acquisition or
modification of equipment/facilities if reasonably possible. All new employees shall receive a
copy of the Self-Identification of Disability form from the Division of Human Resources,
Personnel Office during orientation, All completed forms shall be retained by the Division of
Human Resources in a manner to guarantee confidentiality and appropriate follow-up.
Completed forms shall be retained for a period of two (2) years following the date of termination
of employment by an md1v1dual

VL. DETERMINING UNDERREPRESENTATION AND GOAL SETTING

An analysis of the data reveals that Hispanic and veterans are u.ndexrepresented in several job
categories, The Department is committed to increasing representation among these groups whﬂe
understandmg this is a long-term, multi-year process
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DCYF’s hiring goals, found in Appendix O, are based on hiring history and represent the
Department’s commitment to making steady pro gress in a way that is both attainable and
measurable.

APPENDIX A: DESCRIPTION OF JOB CATEGORIES

Officials and Administrators: : ‘

Occupations in which employees set broad policies, exercise overall responsibility for execution of
these policies or direct individual departments or social phases of the agency’s operations or provide
specialized consultation on a regional district or area basis. Includes: Department Heads, Bureau

" Chiefs, Division Chiefs, Directors, Deputy Directors, Controllers, Wardens, Superintendents,

Sheriffs, Police and Fire Chiefs and Inspectors, Examiners [Bank, Hearing, Motor Vehicle,
Warehouse], Inspectors [Construction, Building, Safety, Rent-and-Housing, Fire, ABC Board,
License, Dairy, Livestock, Transportation], Assessors, Tax Appraisers and Investigators, Coroners,
Farm Managers, and kindred workers. ‘ '

Professionals: '

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

- Pilots and Navigators, Surveyors and Mapping Scientists and kindred workers.

Technicians: ,

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

" Fire Sergeants, Inspectors (Production or Processing Inspectors, Testers and Weighers) and kindred

workers.

Protective Service Workers: : e

Occupations in which workers are entrusted with Public Safety, Security and Protection ﬁroni
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 aprofessional or technician in a
support role, which usually require less formal training and/or experience that is normally required
for professional or technical status. Such positions may fall within an identified pattern of staff
development and promotion under a “New Careers” concept. Includes: Research Assistants,
Medical Aids, Child Support Workers, Policy Auxiliary, Welfare Service Aids, and Recreation
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Assistants. Homemaker’s Aides, Home Health Aides, lerary A351stants and Clerks Ambulance
Drivers and Attendants and kindred workers.

Admmlstratlve Support: :

Occupations in which workers are respons1b1e for internal and external commumcatlon 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, Cashlers Toll Collectors, and
kindred workers

Skilled Craft Workers: :
Occupations in which workers perform _]ObS which reqmre spemal 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 apprentweshlp 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.

‘ Serv1ce/Mamtenance

Occupatlons in which workers perform duties whxch result in or contnbute 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 Apprentlces/Tramees/Helpers and kindred workers.
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APPENDIX B: RACIAL/ETHNIC IDENTIFICATION

~Racial / Ethnic Designations .
Minority Group

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

BLACK OR AFRICAN AMERICAN (Not Hispanic or Latmo) 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 Amerlcan,
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 Amerlca) and who
maintain tribal affiliation or community attachment.

ASTAN (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 peoplcs of Europe
the Mlddlc East, or North Africa. _

NATIVE HAWAIIAN OR PACIFIC ISLANDER (Not Hispanic or Latmo) A person having
origins in any of the peoples of Hawaii, Guam, Samoa, or other Pac1ﬁc Islands.

TWO OR MORE RACES (Not Hlspamc or Latmo) All persons who identify with more than one
of the above five races.

Standards adopted by the Uhited States Equal Employment Opportunity Commission and the

Office of Federal Contract Compliance Program.
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APPENDIX C: LAWS GOVERNING EQUAL OPPORTUNITY

PRIVATE EMPLOYMENT, STATE AND LOCAL GOVERNMENTS, EDUCATIONAL

INSTITUTIONS

e RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN: Title VII of the Civil
Rights Act of 1964, as amended, prohibits discrimination in hiring, promotion, discharge,
pay, fringe benefits, and other aspects of employment, based on race, color, religion, sex
or national origin.

o 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.

e AGE: The Age Discrimination in Employment Act of 1967, as amended prohibits age
discrimination and protects apphcants 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 agencles and labor orgamzanons

¢ SEX (WAGES): In addltlon to sex d1scr1m1nat1on proh1b1ted 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

e DISABILITY: The Amencans w1th 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 apphcants employees with disabilities with reasonable
accommodations that do not impose undue hardship. The law covers applicants to and
employees of most private employers, state and local governments, educational
institutions, employment agencies and labor organizations. '

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:  Executive Order 11246, as
amended, prohibits job discrimination based on race, color, religion, sex, or national origin, and
requires affirmative actipn to ensure equality of opportunity in all aspects of employment.

INDIVIDUALS WITH DISABILITIES: Section 503 of the Rehabilitation Act of 1973, as
amended, prohibits job discrimination because of a disability and requires affirmative action to
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employ and advance in employment qualified individuals with disabilities who, with reasonable

-accommodation, can perform the essential functions of a job.

' PROTECTED VETERANS AND SPECIAL DISABLED VETERANS: 38 U.S.C. 4212 of

the Vietnam Era Veterans Readjustment Assistance Act of 1974 prohibits job discrimination and
requires affirmative action to employ and advance in employment qualified protected veterans
and qualified social disabled veterans. Applicants to and employees of companies with 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 protected veterans Readjustment Assistance Act should contact immediately.

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 FCCP regional or district office, listed in most
directories under U.S. Government, Department of Labor.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX: In addition to the protection of Title VII of the
Civil Rights Act of 1964, Title VI of the Civil Rights Act prohibits discrimination based on race,
color, or national origin in programs or activities receiving Federal financial assistance.
Employment disctimination 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 based on 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, as
amended, prohibits employment discrimination based on disability in any program or activity
that receives Federal financial assistance. Discrimination is prohibited in all aspects of
employment against individuals with disabilities who with reasonable accommodation, can
perform the essential functions of a job. ' :

41




DCYF Afﬁrmaﬁve Action Plan

TITLE 28 - Labor and Labor Relationé

CHAPTER 28-5.1
Equal Opportunity and Affirmative Actlon

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy. — (a) Equal opportunity and affirmative action toward its
achievement is the policy of all units of Rhode Island state government, including all public and
quasi-public agencies, commissions, boards, and authorities, and in the classified, unclassified, .
and non-classified services of state employment. This policy applies in all areas where the state
dollar 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 penodlcally rev1ewed
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; prov1ded that the mandatory provisions of thlS
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 subJ ect to the prov1s1ons 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 diréct 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 actlon — (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 prepate an affirmative action plan. These plans shall be prepared in accordance with the
criteria and deadlines set forth by the state equal opportunity office. These deadlines shall
provide, without limitation, that affirmative action plans for each fiscal year be submitted to the
state equal opportunity office and the house fiscal advisor no later than March 31. These plans
shall be submitted to and shall be subject to review and approval by the state equal opportumty
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, concﬂlatlon and persuasion to achleve comphance 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 afﬁrmatlve action steps towards the
achievement of equal opportumty

() The state equal opportunity admmlstrator shall serve as thc chief executive ofﬁcer of the
state equal opportunity office and shall be responsible for monitoring and enforcing all equal
opportumty laws, programs, and pohc1es within state government.

(f) No later than July 1 each state department or agency, excludmg 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 vequal
opportunity office, except where superseded by federal law,

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

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

() Relevant provisions of this section also apply to expanding the pool of applicants for all
positions where no list exists. The equal opportunity administrator is authorized to develop and
implement recruitment plans to assure that adequate consideration is given to qualified minority
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applicants in those job categones where a manifest 1mbalance exists, excludmg 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 de51gnat1ng 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 opportumty 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 regulatlons
concerning hearings of discrimination complaints.

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

SECTION 28-5.1-4 | - |
§ 28-5.1-4 Employment policies for state employees. — (2) Each appointing authority shall

‘review the recruitment, appointment, assignment, upgrading, and promotion policies and

activities for state employees without regard to race, color, religion, sex, sexual orientation,

~ gender identity or expression, age, national origin, or disability. All appointing author1t1es shall |

hire and promote employees without discrimination.

(b) Special attention shall be given to the parity of classes of employees domg similar work
and the training of supervisory personnel in equal opportmnty/afﬁrmatwe action prmc1ples and
procedures,

(c) Annually, each appomtlng authorlty shall 1nclude in its budget presentation any necessary
programs, goals and objectives that shall i 1mprove the equal opportunity aspects of their-
department's employment pohc1es .

(d) Each appointing authority shall make a monthly report to the state-equal opportunity office
on persons hired, dlsc1pl1ned terminated, promoted transferred, and vacancies occurring within
their department -

SECTION 28-5.1-5

§ 28-5.1-5 Personnel administration. — (a) The ofﬁee of personnel administration of the
department of administration shall prepare a comprehensive plan indicating the appropriate steps

" necessary to maintain and secure the equal opportunity responsibility and commitment of that

division. The plan shall set forth attainable goals and target dates based upon a utilization study
for achievement of the goals, together with operational assignment for each element of the plan
to assure measurable progress.

(2) The office of personnel administration shall:

(i) Take positive steps to ensure that the entire examination and testing process,v including the

- development of job specifications and employment qualifications, is free from either conscious -

or inadvertent bias, and -

(ii) Review all recruitment procedures for all state agencies covered by this chapter for
compliance with federal and state law and bring to the attention of the equal opportunity

. administrator matters of concern to its jurisdiction.

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

§ 28-5.1-6 Commission for human rights. — The Rhode Island commission for human rights
shall exercise its enforcement powers as defined in chapter 5 of this title and in this chapter and
shall have the full cooperation of all state agencies. Wherever necessary, the commission shall, at
its own initiative or upon a complaint, bring charges of discrimination against those agencies and
their personnel who fail to comply with the applicable state laws and this chapter. This
commission also has the power to order discontinuance of any departmental or division

- employmient pattern or practice deemed discriminatory in intent by the commission, after 2

hearing on the record, and may seek court enforcement of such an order. The commission shall
utilize the state equal opportunity office as its liaison with state government. The Rhode Island
commission for human rights is authorized to make any rules and regulations that it deems
necessary to carry out its responsibilities under this chapter, and to establish any sanctions that
may be appropriate within the rules and regulations of the state.

SECTION 28-5.1-7

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

(b) At the request of the state equal opportunity office, each appointing authority shall critically
analyze all of its operations to ascertain possible instances of noncompliance with this policy and
shall initiate sustained, comprehensive programs based on the guidelines of the state equal
opportumty 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_—brientation, gender
identity or expression, age, national origin, or disability. The programs shall be conducted to
encourage the fullest development of the mterests apt1tudes skills, and capacities of all
participants. :

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

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

SECTION 28-5.1-9

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

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

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

(d) The department of labor and training, the govemor'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 opportumtles
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 opp(jrtunity 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 establishcd by the departr’nentrof
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 governiment, in addition to apphcable federal requirements.

- SECTION 28 5.1- 12 '

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

' SECTION 28-5.1-13

§ 28-5.1-13 Private education institutions. — The state equal opportunity office shall review
all private educational institutions licensed or chartered by the state, including professional,
business, and vocational fraining 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 part1c1pat1on in any
state program or of eligibility to receive any form of state a551stance

SECTION 28-5.1-14

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

SECTION 28-5.1-15

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

SECTION 28-5.1-16

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

SECTION 28-5.1-17

§ 28-5.1-17 Utilization analysis. — (a) The personnel administrator, in consultation with the
equal employment opportunity administrator, and the human resources outreach and diversity
- administrator within the department of administration, shall annually conduct a utilization
analysis of positions within state government based upon the annual review conducted pursuant
. to §§ 28- 513and28 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 deﬁc1ency, to the extent permitted by law and by
collective bargaining agreements. :

3 The initial analysis shall be directed toward service-oriented departmenfs of the state, state ' !
police, labor and training, correctxons 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 electromcally 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 sectetary of state's website. Consistent
with § 28-5.1-6, the Rhode Island commission for human rights shall have the power to order
discontinuance of any department or division employment pattern or practice deemed
discriminatory in intent or result by the commission.

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

SECTION 28-5-41.1 - .

§ 28-5-41.1 Right to fair employment practices — Gender identity or expression.
Whenever in this chapter there appears the terms "race or color, religion, sex, disability, age,
country of ancestral origin, or sexual orientation" there shall be inserted immediately thereafter
the words "gender identity or expression.". ' :
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STATE EXECUTIVE ORDERS
EXECUTIVE ORDER 17-02
Promotlon of Diversity, Equity and Opportumty

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

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

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

EXECUTIVE ORDER 94 22 o
- Promotes Mmonty Busmess Enterptises 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 pohcles practices and programs regardmg
accessibility of State buildings and propertles to dlsabled persons. :
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State of Rhode Island and Providence l’lmta:inns"_l: :ﬁ
) A "-:1-

Ging M. Bamondo ks =

Governue i {g
EXECIITTVE QRDER.
7-0z
January 5, 2m7

WHEREAS, Rhode Island is eotinmitted to equal opportunity and equity in all aspects of
state governmment employment, procurement, programs, and activities; and

WHEREAS, diversity and inclusion are oore values that are essential to 2 creative,

innovative, and productive workplace, as well as a thriving business climate in Rhode Island; an

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

WHEREAS, building a framewnrk for open dialogue and eommunication between our
state-govermnent afid its people is an important step toward tommunity engagement; and

'WHEREAS, this administration is committed to establishing z close and collaborative
working relationship with a diverse group of community Parmémwho share in our interest to
promaote equity and fairnéss in state government.

NOW, THEREFORE, I, GINA M. RAIMONDO, by virtue of the autherity vested in me as

. Govemor of the State 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 ("ODEQ") within
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- State of Rhode Island and Providence Plantatlons
State House, Room 224 }W
Providence, Rhode lsland 02903
401-222-2080 ‘ SEOAFTARY OF ATATE

Lincoln D. Chafee
Governor » I:XECUTIVE ORDER

13-05

May 9,2013

PRCMOTION OFDIVERSH Y, EQUAL OPPORTUNITY AND
MINORITY BUSINESS ENTERPRISES IN RHODE ISLMD

WHEREAS, Rhode Island was foundcd on the principles of tolerance and dlve:suy,
and

. WHEREAS, for generations, minority populations have enriched the fabric of our -
State, strengthencd 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 recrnit minority talent to the workforce; and

WHEREAS; it is 2 priority of the Chafee Administration to reflect these changing
demographics through substantial minority employment in State government and
increased opportunities for mmonty business enterprises to participate in State
procurement and constructlon 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 i lmprovc the State's ablhty 10 serve the
people of Rhode Island; and -

WI-IEREAS, over the past 30 years, Rhode Island’s population has increased from.
seven percent (79%) to twenty-four percent (249b) people of color. In addition, in just the
last decade, Rhode Island’s Latino population grew forry-four percent (4494), adding
almost 40,000 residents, The Asian-American and African-American populations also grew
by twenty-eight percent (2890) and twenty-three percent (23 %), respectively, over the
same time period; and




DCYF Aﬁ'lrmaﬁve Action Plan

"Executive Order 13-05
May 9, 2013
Page 2

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

- WHEREAS, R.I. Gen, Laws § 37-14.1-1 ez seq., enacted in 1986, declared a State
policy by which minority business enterprises (MBRs), 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.J. Gen. Laws § 28-5.1-1 et seq., the Equal Oppormunity and:
Affirmative Action Act, enacted in 1988, declared a policy of affirmative action to achieve
equal opportunity in all units of State government, and established a State Equal ‘
Opportunity Office within the Department of Administration,

NOW, THEREFORE, ], LINCOLN D. CHAFEE, by virte of the anthority vested
in e as Governor of the State of Rhode Island and Providence Plantations, do hereby
order as follows: '

' 1, The Director {Director) of the Department of Administcation (Department),
shall review all divisions and offices within the Department charged with
facilitating equal opportunity employment and MBEs, inclading, but not
limited to, the Division of Human Resources, the State Equal Opportunity
Office, the Human Resources Outreach and Diversity Office, the Division of
Purchases, and the MBE Program, and shall make recommendations to the
Governor to improve collaboration between these offices and all exccutive
departments to ensure these programs are more effective. These .
recommendations shall enconrage measures of quality and accountability in-
equal opportunity and affirmative action hiring and MBE procurement as
allowed by law. In addirion, these.cecommendations shall include steategies
for recmiting, 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 deparmments shall
comply with the Director’s recommendarions and shall cooperate fully with
taking steps to increase minorities in the State’s workforce and increase the
usage of MBEs with State contracrs.’

2. Bvery State agency, in partnership with the Office of Equal Opportunity,
shall track and maintain hiring data as part of the agency’s performance
management functions. Each agency shall provide the Office of Equal
Opportunity, which shall coordinare with the Office of Management and
Budger’s Office of Petformance Management and the Office of Outreach ‘
and Diversity, with a plan for improving minority hiring no later than
October 1, 2013.

54




—_—— Tt . e ———

DCYF Affirmative Actioﬁ Plan

" Executive Order 13-05
May 9, 2013
Page 3

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

4, The Director shall f)repare an annual report to the Governor due on August

1, 2013 and cvery August 1 thereafter, for the prior fiscal year,
demonstraring the State®s progress in minosity 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 Stare agency on an annual basis, as

" required under R.I. Gen. Laws Chapter 28-5.1.

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

.This Order shall take effect immediately.

So Ordered: _‘

o

Lincoln D. Chafee b'
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B AT o

~ State of Rhode Isl:md and Providence P‘Immtmm

Sinte: Flousu
Providence; Rhode Taland 029031196
012222080
Donald L, Carcieri
© 0502

Jansary 17, 2005

| OF 4 DIVERSE STATE GOVERNMENT WORKFORCE -

WHERE&S Rhode Tland Seate Gmemment is comimined to fosrering A
ompetitive and dh’t:m; warkloree comprased of iughly sllled and capabic .
émployees theough the restultment, training, retencion, zad promnuu uf q&mhfmﬂ
men snd women from diverse vacisl, ethnic, linguistic, socloeconomic, and
educationat hackgmunds 35 welt a5 indivichuals with dtsab;lmus. and

WHEREAS, it s in t‘nx: best fterests of ﬁusam and government wewe
an opet, inclasive and equitable human resources paradigm that capitalizes on
workfote mcllcnc«; and the urength of individusl differences; and

WHEREAS, the Rhod: Isiand General e\ssemhly has detmnmed :J:cm @ “(JSTS .

;mmpeihng interest in pmmatmg équal - op;mrmmty, and

 WHEREAS, diversity requms leadersmp commitment and accountabilicy,
- alpmsgwich the assessment and development of policies and pracrives 1o assure “thae
the State’s operaring syswem is based o principles of equiry and mclusmn, and

WHEREAS, the state’s commitment o equai oppottunicy, diversity, md
- oiaduct that fnscers l‘EEpCCt inthe warkp Lace ls unwaverlng '

NOW, TTIEREFGRE, I, DONALD L. CARC!ERI, by rhc nuthouﬂr vesied in
- mie a4 Gavernoe of che Srare a‘r’ Rhod;: Island and Providence Flanmations, do h erebv
S ord:f i foﬂom e v , S

G540 & P g0 5 3 %
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Execarive Order 05-02
Juaway 17,2005

Page2
1.

!‘J

There shall be establishied. withit the Department of Administration a
Human Resoucces Ougreach and Diversity Office. This Office shall
repoit directly to the Direcor of the Department of Administration or
deignee on the siate of diversity in Rhode Tsland State government and

. shall wm‘k tuwurds dweInpmg ] husmgss case far eqmry ‘mth an -

reasonable opponumnes for pubﬁc service,

Thc Hutnan Resaurces Crucreach and Diversiey Ofﬁce Icspbnslhi}mcs

: shall include:.

+  Developing guidelines w elfer:(um itz mission;

+  Researching and developing best pracrices for the pmmbﬂon of
diversity throughowrt St govemnment;

+ " Providing guidance and rechrical support 1o stare ‘cn:i:ié;;

«  Developing 2 steategic and focused receaitment and wacking

inivlative for fudivi duals interested i state employment including

fostering relstionships with community-based organizatons v
strengrhen and sup pore recrwitment and ousreach activities;

+  Initiating training Seminars including a diversity ancargness program
to share the benefits of diversity and to encourage a cuitufa!!y
sensitive workforce enviranment;

¥ Subrtumng art ann Bal benchmark reporr 1o the Director of the’
Depmmert of Ad miniseration or designee.

Tn assist zhe Dfﬁcﬂ i carrying outits responsibilivies there shali be

established & Diversity Advisory Counell, selected ahd appommd bythe

Governor, and comprtsed of fiféeen {15} members, consisting of four (4}
members af the pub!m and one (1) member front each of the falluwung
govarnmental entitiess

Office of the Governor
Human Resources Guireach and Diversisy Office
Depiattment of Labor & Teainisig
Gfﬁre of Peesonnel Administration Human Resoorces
.Office of Labor Relatons
Ofﬁcc of Equal Opportunity

© Governor'sCommissior on Women - s, 0
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Bxecutive Ovder 0502
Janusey 17,2005
Pa@e 3
Gcw:m;nr T Compussion on Iﬁisabih:its

‘ Office of Higher Edncation’n - '
Rhode Tshand Commission on the Deaf and Hard of Jearing

Division of Legal Services within the Departinent of Admtm»rraﬁou. :

The Dﬂf&fﬂf of Adminiseration or ées:gﬂee sha!l c:hmr the ﬁounﬁi The
Council shall meet quartezly.

. ' This Exeeutive Order supcrsedcs and rescinds Executive Oxder No. 004,
a5 effxcnwﬂ 1mm:dmt¢l)* upou the dzbe herest, ‘

" %o Qr’&;’m&

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

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

WHEREAS, Rhode Island has an unwavering commitment to providing equal employment
opportunity in state government to all qualified individuals without sexual harassment or

- discrimination on the basis of race, color, creed, religion, age, sex, ethnicity, national origin,

veteran status, marital status, sexual orientation, gender identity, or the presence of a sensory,
mental, or physwal dlsablhty, and

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

WHEREAS, to provide equal opportunity for all employees and apphcants in all aspects of
employment including, but not limited to recruitment, hiring, retention, training, compensatmn
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, 1, 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. Puisuant to all applicable Federal ahd State law, all Agencies are to develop, promote, -

momtor 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 opportun1t1es 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 ernployee or applicant for
state employment who believes he/she has been discriminated against or sexually
harassed to immediately report such conduct to appropriate official(s).

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

All Agency Officers shall annually attend one (1) Equal Employment Opportunity

training session and one (1) training session on the prevention of sexual harassment. Each
Agency Officer shall work cooperatively with the Diversity Advisory Council as established by
Executive Order 05-02 and the State EOO to conduct a semr-annual review and evaluation of
hmng/promotron activity within their unit.

All Agency Directors shall work cooperatively with the ‘Agency Officer to monitor and main‘tain
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 prevent'ronof ‘sexual harassment -
including but not limited to the following provisions: :
0 Title VII of the Civil Rights Act of 1964, as amended, that pl‘OhlbltS 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; -
0 The Equal Pay Act of 1963 that prohibits discrimination on the basis of gender in
compensation for substantially similar work under similar conditions;
0O Title I of the Americans with Disabilities Act of 1990, as amended, that prohlblts
" employment discrimination on the basis of disability in both the public and private '
+ gector, excluding the federal government;
O The Civil Rights Act of 1991, as amended that provrdes for monetary damages in
case of intentional discrimination;
O Section 501 of the Rehabilitation Act of 1973 as amended that prohxbrts
employment
discrimination against federal employees with disabilities;
0 Title IX.of the Educatron Act of 1972 as amended that forbids gender
discrimination :
in education programs, rncludmg athletics that receive federal dollars,
O  The Pregnancy Discrimination Act of 1978, as amended, that makes it illegal for
employers to exclude pregnancy and chrldbn'th from their sick leave and health
benefits plans; and
0 381U.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. Al Agenciéé of Rhode Island State Government shall also comply with State laws pertaining
to the promotion of equal opportunity for all qualified individuals and the prevention of sexual

- harassment including but not limited to Article 1, Section 2 of the Rhode Island Constitution; all

applicable provisions of Rhode Island General Laws Chapter 5 through 6, and Chapter 51 of
Title 28. These statutes require Fair Employment Practices regardless of race, color, religion,
sex, sexual orientation, gender identity, expression, disability, age, or country of origin; positive
action be taken to affirm the civil rights of protected classes of individuals; promote
nondiscrimination, and prohibit

sexual harassment.

6. Pursuant to Rhode Island General Laws Title 28, Chapter 5.1, the State EOO shall be

responsible for assuring compliance with State and Federal laws prohibiting discrimination and

* all applicable provisions of this Executive Order.

7. Pursuant to Rhode Island General Laws Title 28 Chapter 51, the Office of Labor Relations
within the Department of Administration shall be responsible for assuring compliance with State

~ and Federal laws prohibiting sexual harassment and all applicable provisions of this Executive
- Order. ‘ . '

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

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

10. Pursuant to Rhode Island General Laws Title 23 Chapter 23-1.8, the Commission on Deaf
and Hard-of-Hearing shall be responsible for assuring compliance with all applicable provisions
of this Executive Order. ' ‘ 5

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

12. Pursuant to Rhode Island General Laws Title 28-5.1-3.1 each Agency of State Government is
responsible for assuring compliance with all applicable provisions of this Executive Order.
Individuals believing that they have been discriminated against or sexually harasséd in
employment by or through state government should immediately contact:
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Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Ofﬁce

One Capitol Hill _

Providence, RI 02908 -

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

Rhode Island Commission for Human Rights
180 Westminster Street, 3rd Floor Providence, RI 02903
Tel (401) 222-2661; Fax (401) 222-2616; TTY (401) 222-2664

Goveror’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

effective 1mmed1ately upon the date hereof.

.So Ordered:
‘.Donald,L. Carcjeri
Dated: January 17, 2005
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State of Ahods leland
" and Providence Pariations

" EXBCUTIVE ORDER

No. %412

" December 23, 1994

. WHEREAS, it s the policy of the State of Rbode Island and of this
administration that Minarity Business Enterprises and Women Business Enterprises,
(herein defined as “M Es™) shall have the fallest possible oppornuity to pardeipse in
State funded and State directed publie construction programs aod projects and in Stte
purchages of goods and services; and - »

WHEREAS, the General Assembly in 1986 eoscted Title 37, Chapier 14.1,
(berein defined as the MBE statute) and thersin authorized the Director of the
Department of Administrarion 10 establish rules and regularions for giving MBEs
- preference fn contract and subcontract awands; and

WHEREAS, on June 23, 1994, 1 signed Executive Onder 94-9, reorganizing

‘mdMgmﬂwmmmﬁmmmmm,mmmkmwam_m :

restrushure and clarify the responsibilities of the MBE prognim; and

WHEREAS, 18 Governor, 1 inend o afflrm and carry out the State’s policy of -
epcouraging full compliance with the MBE ststute throughout Stte government;

NOW, THEREFORE, I, BRUCE SUNDLUN, by virtue of the authociy vested
in me as Governar of the State of Rhode Island and Provideace Planiations, do hereby
order as follows: s S

"~ Titis Executive Order shall spply to any uod all State puirchasing, incloding but
oo Limiterd i construction projects of contracts, professional services, and purchnse of
goods and service funded in whole or ia part by State Aunds, or funds which the Stue
expends or sdminstéts as the recipient of a federal graat, oc in which the State is 2
signatory to the contract. ‘

smam. DAtro— e = 4y

Y
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Bxecutive Order No. 9422
- December 23, 1
- Pagel -

W Tie Disector of the Departinent of Administration shall assume overall
responsibility for the MBE Compllance Program. The Direcior of Administration shall
mmmwufmm-ﬁmmrmmm«mm day to day
operational responsibilizy to that official. The Administrator - MBE Compliance shall
serve &5 the primary operational officer of the MBE Program and shall be supported by
staff as determined by the Director, Department of Administration. The Administrator
- MBE Compliance shall assume responsibility as the Executive Director of the MBE.
Comissinn and peovide staff support for the Comumission, The Administrator - MBE
Comptisnce shall, with the support of the MBE Program stff, acvise and assist the

Governee, the Director of Administration, the Purchasing Agent, wnd othee entities snd

individuals directly affecisd by the contract and procutemient practices of e

govermment, The Administratot » MBE Compliance shall assist in the development of

effective and innovative strategies for promoting MBE participation in the State’s

procurement, construction, professional, consulting, and legal seevice consracts in
 order to comply with R.1. Gensral Laws Section 37-14,1-7. a

(B) ‘The MBE Program shall:

1. Assist the Director of Adslalstration 1 issue rules, regulations and
peporting requirespeots necessary fo implement the objective of this Executive Order.

2. Monitor the progress of each department, agency, and quast-saate
guthority or corporation bn the sttainment of MBE policy ohjectives, participadon
gorls, sod roquicemments. o

7 3, Conduct such activities as visits w job sites, public bearings and
examinatinn of records and practices of various departments ay may be pecessary o
enstire complixnce with the requirements of this Exccudve Order, _

- 4. Amange for techoical assistance, support and resource identification
0 asslst the various departmant, ageocy and quasi-state authority or corporation.

‘ 4. Wdentify and seek assisance from various commupity based
organizations, local, state wnd federal agencies active in the field of MBE development

a3 well a3 offices in other state and federal Jurisdictions,
« ;-..‘ -’M-q T av:\. * --;_.'n‘ [
lxi,.c" Foawd 3 - ,,‘.1,‘.._,:
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Executlve Order No. 94-22
December 23, 1994 -
Paged

(A) There is bereby established a Misiority Business Enterprise Commission
(bmlndcﬁmdns-the.'mECommisma')hmmmmchvamth;a_
Director, Department of Admiinistration and the Administrator - MBE Complisnce in
mesting and carrying out the MBE compliance rales and regitlations propmigaied by

(8) The following oMicials and individual persons are hereby appointed 15
ummof-wmeComnﬁaim,mmuM; casure of the Govemor.

A cabinet evel offcial to be appointed by the Governor
Director of the Department of Administration (or designee), Chair
Represcomive Joseph Newsome  +

 Excoutive Director, Commissicn !or_. Human Rights

. Casby Harrison, 1
" Licht & Semenoff
President (or designee) .
Black Contractors Association of Rhiode Istand

. Executive Director (or designee) ('
Rhode [sland Commission on Women

resident (oc desigoee)
Hispanic Costractors Assoctaton

(C) The fullowing officias shall serve as non voting advisors 10 the MBE
Commission: _

Direchoe ot‘Policy :
Gaovermar's Office

b R S R R S
. 4 - mowe g ~
o P PNT O TTERT L
2 n: ¥ <

4:- i n Toad 2 ome s
j e gt
L‘; 5] 2 ! l??‘:‘

“s
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Exscutive Order No. 34-21
Page 3

Department of Admisisration » Division of Purchasing

Assoctare Dirvotor - Department of Adminismation
Division of Human Resources o

Sits Controlier | — o
Department of Adminstration - Offior of Accounts asd Costrol

Enpartioent of Transportation

(D) Tt following official sball sarve ss the Executive Divector of i MBE .

Administrator - MBE Complinnce | |
Departmant of Administration < Division of Haman Resources

The MBE Conmission shall meet 1o Lo than vix ticses per yeir and upon the
~call of the Chalrperson ar four (4) Commissioa meabers t consider whatever busiacss
‘the Chalcpersen or Commission membecs may dien: sppropriate. Four (4) memberns
shall constifute a quorumi of the Commisiion, o : o

{A) Each governmwntal department, agency and quasi-stats sutiority or ‘
corporation émpowered 0 expend or sdminlsisr Stae funds sliakl develop snd submit as
purt of ity sarual budge, s MBE plan o most the gosl of awarding 10% ofthe doitac
valug of il procurements ud construction projects to cerdfied MBEs.

©{B) The Director of each dopartment, agenty or quasi-sute suthorlty o
rorporation empowered 1 expend Stae fundy, shall designate & highly placed official
(*MBE Coordioaio™) 10 kave averall reaponsibility for promoting greaser pirticipation
of MBE in his or her departoent of agrocy or quasi-state authority or sorporation,
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Exeuive Ondee No. 9421
December 23, 1994
Page 6 '

" (C) I the rules i regulations proqulpaied by e Departmeatof

. Administeation ar 10l being met, the Department, sgeosy o quasi-state authority o
WMW;WNMWMMMM’:MW«
MBE Complisacs sating the reasons fot b8 inability o comply with such rules aodd
regulations, and identify the remedixl steps it shall ke, Such remedial strps muy

| 1. Targeting some hid inwitations to MBES. |

2. Prouwtiag joine vezmares between MEES s noo-MBES,

3. Recuiriag prime contractors, where subcontracting ogpertunities
excst, o subcontract 4 mivimun amount of wock on projects o MBEs. -

4, Derigoating MBEs as suggesied veadons when submbting requesis (0
the parchasig agent. SR 3 .

5, Dividing large coniracty nto smaller wsit 80 affoed cpporsides for
MBEs, whice legally peomissible. o ~ .
SR 6. D&v:bm:xrlmbmwinprﬁnwommm, whenever possible,
1 purchase supplies, services ind equipment from MBEs. S

| WMWMMWMWWWWM '

agenes will provids masinum wpport 9 somply with the requiremeres of the MBE
statuse s stetod herein, Such effors will inchde; R

. 1. Notifying all possible bidders, especially poential MBE swppliers of
purchasieg for depanments, ageacies asd quai-sate authorities or Corporations. Such
etification pright inchude direct mail, advertising in media reacking the penority

ocanwasty, wd such cthat outrsach offorts as ay be neaceteary.

2, Seekicg out MBES from the list of certiied MBES lobe inchided fn. . -

I I

i -

prospect’ mmmwmmm,nmmmmk R
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Executive Order No. 94-22
December 13, 1964
Page 7 :

3, pmwm;mmﬁmmmimtymplmmmmwmmmm
information sesslons doc existing wed patential MBEs,

4, Manmrtmawmﬂmﬁmdmmmﬂmaw&mmdﬂm
s, rmvmmhmfomuanﬁmyhemwwdwmm&mwm.

{ :lw
ormising Ky fuch oter acitvities {hart genernlly mwm abjectives o
Exmu?m mr Mhyﬁmml Laws Section 37140 e,

: mmmmmamﬁm;{mm mmmmmamm
Oxdctm 9,

Thls Executive Order shalk mcﬁm imadimly um&e&mhcwqf

T C R
‘ o - P e
. 5 ,r"‘i ?1 - v
;. Tt -«4- - anilt Al
RERAE

» “1 . ’

S
Sl g
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< A OO HPESR My o asem o L g X

S Jwspewempesmoco . TRECEIVED |

s e Dunun, Boversor et o . LR
e EXECUTIVE ORDER ITLRER S IV

-
S

0

e ’3"1 | ADWNETWIVE FECORDS DN, :
JKNUARY 18, 1993 e

“wanfiam. T, BRUCE BUNDLUN, by the suthority vested in me a5 Governur of
Bviteow tha State of Rhode Island end Providence Plantations, do hersby
ordax a8 follovsy v

1, Equal Oppoctunity and Af€irmative Action tovsrds ite
schisvemant iz the £ich and unwavering policy of all units of Rhods
Tsland State GUvalirent. . :

) 2. 'Rhode Ysland Stats Goveynnent is coamitred to provlding , :
equsl opportupiky 1n every aspsct of its proyrema and will nok . o
discrininste bacwmus of rage, mex, naticnal arigin, e, religion,
gexosl arientation, or disability, Becanse my adsinistration

recognizes the need to aliminate the vestiges of past saadatal
diacrinination, ik will take aﬂﬂm;tiv‘e- avtion to ensura that irs
anployment. oprorkynities are available o evary qualitied Rhole
IslinleL, : o

3. Within agencies, fepartients of stete governmsnt, and Lthoss
agencies croated by legislative wiatutw, the following srems will ba
sduinirtared without regard to racs, colof, sex, age, religion,

- gagusl orieatation, ox Alzabdlitys . : :

Rirings : Work Assignoents
o HalagyMage ' Ligave ‘
' tay-pifs - Training
Transfers Recall From Lay-ofls
Promgtions Appointmants
Demoticns bixcipline

Ly

g,  In sdditioe, ny sdministrstion will net belsrate
a.;wdﬂmu-m by any tecipient of state gavernment funds., This
{nclodes lending fmstitytiona, JQuvelopers, costreciors,
sub-contrectora and estities dolng Business with the Stata,
Delitacate or parsictent wiolation of the aftirmatlve sitlon
policias set forth hersin mey zesult la the withdrewsl of Etute
suppark ox involronent in 2 projoect and/or deharment fron further ey
Stats invelvement. XAny Derson or corpotation dolug usiness with
s State skall cuoperaty with the nonltoring of this poliey.
the Dipector of Administration shall promulgate such riles and

- gogulations s Are WCRSBECY Lo errectuite coxpliince with this
paTRgIaph. ) )
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BESTTRTE CJPS

mmmmm _

Executiva Orer #3-1 AT
Aftizwetive Aotion Pollcy Htatemenk

§. In additinn vo Rhods Ieland State Governeant, anch w& every

winployes of SRAte govelnoeal 1y rusponsibie lor sseuring that i}
aspects of Bhate prograns for whioh ha/tuke it vemponsilile for are
available without discrimiration. Department Dérectors ond their
genior statl sps responpible for the implementstion of this policy
and they will be ovaluated ag to thelr xole 10 this tmplementetion,

B. Al D_egux,tmnt- plrockors and sppolnting authoritias shall
niaeninh e highly places person, who ahall repoxf to the Dapapiment
Divectoer and who shall be duaigreted a3 the Departnental Atfirmative
Aotion Dfficez, The Departmental Affirmative Action Officer shell
tttond at least one EXR tralnirg sesyion sraunslly and the DEficer
shall asaist 1o the davelepmont and enforcenant of affirmative
sction plans. Rich Dapartmental AfCipuitive action Officer ahall
work conperatively with the Persoonel Adeinistrater to copduct 2

quegtecly revien of hiring/prometion sekivity within their usit to

evslpite and regart to hissher Department Dlrectox os sfEirmativae
action progross oF Tack jthareof, Each papacknvental Affirmative
action Officer shall subiit information on rhe statys of theirx plans
bwice snnuAily to thelr zespective Department Dixectors. . '

%, The GOGvernpr s rxecutive Commitiee for K.I:ﬂxmtiw hokion im

following: the IR0 Asministrator, the Executive Directox of the
Bumsn Rignes Comsisslon, the Bxecutive Bearstary of tha Covernor's
Comrission on the Handicspped, the Dizector Hf the Cotnd ssion o
Women, the Lrxecutive Director of the Minority Busipess Enterprise
Cawmigsion, the Chief of the Merit Eslection and Classifiontiong

. Unit, the Adwinlstrater of Purchasing Systens, and the Personnel

rdministrator wip shall Chelr this Com 3-8

i. The Cnmiéﬂtaa pnall advise the Qoveruox is the tcmxhtﬁonf
snd coorginstion of plans, policiss and preqrans ralsting to egual.
apportunity and affirmative sction in all State depaximents snd

agencies ¥nd in assuring effective implemantation of zuch policiex,
plans and progreee by Auch agancies. ‘ :

Y. Upon ths ,mqmit of Ehe Erecutive Committes, t_b» Dapartnsnt
pirecter of csch State agency and Lhe Departmental ALLirmative

letien Officer shall maeC With Lhe Commitbes sad yoport .id peren TS

such Copmittes ou the ngoney's affirmitive ackion program, . It shall
be the Zxecubive Coanittes Chair's responsibility to schodule much
meetings, and Ly shmil be the duty of every agency head to comgly

" netaby establisbed end its peabexabip shall Berdatter donsist oC the
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Page Three | P ﬁ-

pxacutive Order 53-1 R ..
ACElcmstive Aotics Policy Statenent - m"‘m o,

vith such requests for dats or other informaticn of reports 13 the
Exscutive Comuities my Jees pppropriste for saalysis and review in
advance of aeh eting. ’ :

- 10, In pddition ko khe Sutiex of the State EEO oftice set forth
5o Title 26, Chapter 5,1 of the Rhode Islznd General Laus, tha State
EEo Office mnallt - | ‘

. A} :ré.'}-iw the Atfiroative Mtion plans ﬁubnﬂtmd snpually by
 gach state dopartment or agency and pregare 2 Coaparative analysis
of the strangths and weaknssses of the plans;
g) make recomnavdations to the departments on proactive policy

{nitistives that may enhance affirnative action plan objectives;

C) prapete an Executive Sumary of the dspm:inmtu plany toc
gubmission tp the Governor anmusily on wovenbog 15th; and

! ) ' ' .
by work keoperatively and in conjunction with the Depaximental
 Afgirmtive dotion Officers, Dapartuental MBE Covrdinators, and
grate Olficials serving on the governor's Exscutive Comuittee for
AfEiimative Action, } | - : '-
11. The State Equsl Opyoi:miti" ortice shell be responsible For

sasuring tonplisace with Ehnﬂe.lslanﬂlmmul Laws Title 28, Chapter
5.1 and the provisions of this pxecutive Order.

12, 'The Rods Island Conmission for Human Rights shall be
. resposaidle For assuring compliance with Rhode Talond Genaral Laws
©  gitle 18, Chapter 5, Sections § through 40 and the provisions of
rhis Bxecutive Order. ‘ :

13, 7The Bhods fsland doversor's Commission on the Handicapped
ghtil be responsivle for assucing. compilance vith Bhode Taland
General Lows Title 42, Chapter 51 and the provisions of this
gxecutive Order, '
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Page Four D mimg|

Erpcutive Ocder 53-1 . LI
M Eizmstive Aotion Policy Statement o T DY, |

14, ALl vaits of Rhode Yaland Stats Govecmeant rhall coaply
whith a1} stats aed federal Imws pertaising to aqual optottunity esd
affivostiva action including: - —

Rhode Tsland Falr Enployoant Fractices Act,
ghode Islend Hendicappsd Produots Procurement Aok,
fihods Islund AYDE Disctinipation Act, ‘
Feasral Executive Otder 11346, os amanded, o
‘I’iu';ge‘gi and Title VIV of the Ciwll Rights ACL OF 3394, 03 T
BM N : . ) R
kgt Discrisdnction in gaployment act of 1467,
tqual Pay Act of 1943, -
kebabllitation Aot of 1473, Section BO4, -
- jmericing with Disaddlities Act (ADA} o0& 1390,
Vietnms Era Veiorans Mt of 1974, - :
sarwias Oulf Conflict Supplipental Authorization end Pezscnsel
. Benefita Act of 18%l, o :
& Age Dlacriminetien hot of 1575, ‘
YAucation Apendmeatys Act of 1972 {Hitie 1IX),
Civil ‘tiihku Aok of 1081, “
Thoda Tsland Executive order 93-3 (Americuns with Disabilities

MCEy

mmiu 1s81and Executiye Orde: 91+39 (Suxyal Maressment), -
gnode Ialond Execubive Oxder 93«4 (Minority Busiress Encerprise
tomsission), and ' )
gnode Ixleed Lxecubive Ordes $3-1 {(Affirmative Action Palicy
gtatement). . ' ‘ . |

* 15, Parsons with disadiiikies requesting roasonible

atconmudetion should contact thair own dapArtment/agency's persvansl
office ot MIA Coordinator,

1§, Parsons having guestions gr nesding sdgistance for minority
‘of woRgn bhaileess entorprisas should contact tbe Exacutive Directos
of the Ninovity Rutinass Eoterprize Comnlssion ab 277-6246(v}
271-3090 {£dd) . ‘ , .

-T2
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Paje Five -
gxecutive Order 931

AfELrgabive Action Policy fiteteneet

[ RECEIVED"]
. VR R g

| AToSMGIIIIVE ECORRS DV,

YN ﬁitlzﬁém‘cf Rhode Tsland belisving that thay have Do
discrininsted sgaingk in the paesult of sohieving the quality of
life w0 A:fo.xamntipm.m should contect: - S

Gevernor’s Comissios on the Handicopped
£55 yaliey Sirect, Duilding #51
Providance; 8L Q200B-5686

PRI, #277-3731
 top N277-3701
CPAX KET7-2333

g1 Comizsioh tor Emsn Rights  R3 Btate Bqual Opportunity Office

10 Abbukt Fark Place

Ona Capitol Hill

Providence, X1 O2503~3768 Providence, RX 029085885

. TEL, F217-266)
3 . up 42712684
1 FAX §211-2616

YEL. #277-3090
1bb 42776144
FAX #2771-6370

This raecutive Ordex shall sphtceds and rescing Executive Order
%o, 65-13, and becong aftective irmedistely on the date hecaof,
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Sute of Roceiand.
audd Providence Mantations
bxn Sandhit Mknwt
 EXBCUPTVR OUDER
no. ¥2-2
l IRRUART 13, 1942
N CONPLINKCE WITH THE ANENICAKE WiTH DLSS
m‘ﬂmm ‘

Proriiguie NAKREAS, the Americand with plisbilities kot (“ADA®) was enncted

) v the Yalied stateR Congruss on Jaky 2%, 1990 Lo expand the wivll

' righes of lndividusls with dissbilities in the sreos of swployment,
transporbabion, public secomnodotives and eemmunioakiongy and

WIEREAS; the primary ébjoctive of the ADA ip Lo raquira ‘
enployors and publio service providers te plininsbe iny and all
barriers, practises or policies thit muy fiscrininate against fr
nthacwise deprive individials with disahilikies of the full ase and

enipywent of publin acoommedations, public krangportation,
telscomunlcation systems and emplyyment opportumitiesy ard

 WHEREAS, it was aaticipated thit khe poopess of Tempving any and
811 such barriers would best be ettectuated by aeveluping &
cotprebhengive gtatewids plany &nd b ' S

on Lbe Hinddceppad ke creste 6 Coutdineliag Commithee wn the ADA
Lhat would bring represcntetlven Ecom sl poguente of Seate
grvoarnmenk togathes ko participata in jainst emlf evaluakion and ADA
gempliznce plannbeg) ahd '

WHEKERS, in Jupe of 1381, T directed iho Gevbrner' s Cermission

} WHERESS, the Conrdlnating Conmittee, chaired by Kanvy
L Huskad-Jonsen han developed ard prigented me with & statewide plan
' for mestlng the mendates of the ADL entitlad "AMERICANS WITH
DISABILITIES ACT; SRLF EVALUATION AND COMPLIAKCE ELER XUR THE STATE
OF RUODE ISLARD;* (hersinatter “ADA (ompilance Plan®} ‘

 NCM, THEREFORE, [, BHUCE SURDLON, by virtue of Lhe authority

vasted 1a mo as Governor oF the Btake of Rhede Islend and frovidensce

| Flankations, #¢ hexeby ordsr sx Eollows:

1. The NThoda Ieland Stake ADA Compliance Plan ghall he
Inplotontod Fodthwith go that individuals with disabilitins mey ba
fully intmgrated intn 8)1. mspects of Rhade 1aland Iifs dn tho most
sxpaditious nannar possible. ’
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- Jonuary 23, 1992

N TG A ST

PAgR TR
frecutive Order 9§22

3, tThers shall be nlﬁ_t;um ADA Coordinntor o aszume gyerall,
day-to-fiay responsiblliby £or Anplemsnting the ADR Complianes Plen,

3. Tha Chaizpaxson @é the Covernpr's Conmiezion on the
Hendicapped ke hereby dssiyseted to serve at the GoverneT'o pleapwee
4k the State ADA Coordimestor. The Execubive Secretary of Lha
Goveraor's Commission on the Handicapped i3 kereby degiqnated to
garva ay Daputy Cou.tﬂiiml:o'ifr:, ‘

%, The Sutles of the EMJR Goorcinator shell lnclude:

A. monitoring the State’s compllanes wikh sl
fodornl and state Lawe sud reyulstions affecting
inaiviguals with handicaps, Lecluding but noy
Jimited to Section 504 of the 1973 Rehsbilitation
ant and the Amevicans with Disahilitias Acty

5, establlshlog a technloal asslstauce progrem Lo
inform and zdvise Stite and Ifcal goverament
agonoies, bwmin service providers, providers af
puhliy mcqcrmedationd, resl satate syontu,
brokers, develepers, scchlitecks, landlords,
buildars, and other sffectsd entitles and
individusie on their ehligakiens undec the ADA:

¢, establlshiiag a grievetms: progedure Lo prooptly
and esuitabiy resolve ccoplaints of noncogpliance
with Ehe AB involwirg departments, agencies or
diviniond cof) Btate gevernmenty

B. astabllishing a proceturs for inifiating
aoaplrints againgt ary departmeént, agency af
Aivision within Stete govermnent thak wilifully
tails t0 cuoply With the requlrenents of the AbA
or the ADA Compliance Plans .

%, developing, poking perkedic ravisions to, snd
prerseelng Inplexgntetlon of an ADA Trepsltiun
Pian for the resoval of environmental and
ooxpinioation barriars in State cwnod freellilbies;

pxasming qu tuture nescings uf the Stele
Cnard.inatingé- Cormittee on the ADA.
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Page Three . ’ Co : o mnm ‘C\
Eascanive voder $2-2 AR o Vg )
dinuary 23, 19%2 ) : C ’.{;& - X =
@, Suue] S
e
'

5. The Slste Coordineking Committee bx the ADA ghall pontinug
to exist snd shall continwe to be staffed by Lhe Governor's
Commission on the Hondicepped. Ths Comndthea shall advige and

© &swist Lhe ADA Cooedinater in the implementation of the AL
Complinnce Flan, It shall alsg prapare a statue rapart to the
Povernnr on ot before Ockober 1, 1382, snd snnueliy thereatter.
6, The Governar's Copmigsion on the Handicapped, the Stete
Buiiding Comnission and the Copmission for Human Rights shall,
 wheagyer possible snd sppropriste, ovoperate with o ssrigt tha ADA
Cogrdinator tor ; - o

A, Anfuce conplisnce with the bullding sccessibility
~ and public accoemodarions senticns of the ADA; #nd

B. eurcy out the cutiss of the ADA Coordinator
enumerated above. :

Thiz Exsovtive Ordar shall take mffent~onithe date heveof, .

. o ' (‘; jr/
759 ;

Late
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Staig of fhode kkand and Fravidenoe Plartalions
E BN CHAMIER, FROVIENE

H

Edwiard U Difreto

| PIBCUTIVE ORDIR
Qovernsy : |

APRIL 15, 1036

| ey poLICY

WHEREAR, the fiate of Rhode lyland has leen a hone and a.
haven for imadgrants snd refugees mince the peginaing of dus
reporded histocy; and ' - o

WHEREAG, Fot wopw than three cepturies people driven fron
sheir homslands byl various forms of persecution have come to
Rhode Taland and found the epportunity and the means to patab-
1ish & now 1ile herep and v

WHSHEAS, tha Unitad Statas pefuyes Act of 1980, Pub. L,
No. 46-212, authorizes the grant of szylum fo refagaes who
are defined ap any person cutside bl or he country of
parfosality *whe ls unable or unvilling to rotirn to, and iz
ynable or unwilling to svall bimself or hersel! of the .
protectlon of that! sounbny becaude of pafaecition of & well-
tounded fusr of persecutien on accoent. of race, rollglen,
patlorality, membersniy ia a parcievlar seotal  qrong, of
political epinfenty and : - ’

WHEREZS, Rhode faland tecaptd snd woloones che opportunlty
ety bibn part in ouk national refugee rasatilement progran and
ko carry out e athte's exanplacy hstorical role in aspleting
peaple flzeing dangers and dndus herdshipsy and

WUEKEMS, the refuges expprience 1o a mador uphedval in
the Liven of these individuals, and in grdec for ther Lo
adiust suscessPully to a new soontry and eulture, o period H
sranzition is nepesaary to learn a nev language anpd ultured
ant ER ‘ :

P o L . | b
WHERTAS, Rhode fsland repognizes that refugees Dave i

great potantial bolcontributs to the state and icd capmunities,

and that {t (4 In the intecest of #ll rhat thaip potenbisl be
nustured and ancoupageds wnd '

7
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pxeciative Ceder ﬁ'ﬁ?i_ 0
Tage WO .
?»’pl’ 11 1% ¥ 1‘3 Eﬁ

WYERBAS , Che tnods 1gland cEfice of refugre pesettiencst

vou crested For the pucpose of implepesting the pequizement s

of the Refuges Aot of 1980 (P.L.9G(-112) %o aunint cefugees i
the state to bwcone self-sufficlent as fapldly as poggible; and

COWHERBAS, thi  Governot's paviinty  Couneil  on Refuged
resebtiement, craated by Edecutive Otder Ba-24, wos estahlished
ior the porpese of forging a 1inkage bevween the refugee
comsanity aud tha larger Aode Inland poalatyy dnd -

KoW, THEREPCRE, 1, Edward D. pizeets, by wittwe of the
aubhority vesred dn nr as coversor of the State of Rhole
relond and Providesce Plantations, herevy ordec and dltent
the fellaving: P '

'y, vhe Hieda Tsland Offloca of Retuyey Reastilenant
‘ ghall be puthorizad to coordinste conanltatlons among
the Folloving entdties apd sgenclesy roluntary agan-
clen (PVOLAOE®) and thelr savlomd olbices; Joonl
offiniala] stata depdrtments; nemely, the Depar thent

of Baployneat ‘Seourily. the . Qepartment of Health,

k¥he Bepartment of Hunaa Bervloag, the pepartment of
Mestal Bealth, Retsrdaticn .and Hospirals, the Deparc-
sont for okildren and Thelr Famidies, the Pepartasnt
of Bocnomis Devalopment, bhe Depavteent of Granipas-
ration, the Depattneat <f Blucation, the HEfice of
the Attorney General and other approyriate puslic
and private agencies, '

5, Phe ahove consultaticss shall he bo derarmire the
seailahiliby of negded mervices sugh ay  hovslog
availabill&y and comnipity responsirensss: to pvali-
ats meononic conditiong, and te determina the procim-

sty of organizaxlons and Lgscigﬂtiwua'xhiﬁn-prmviﬂﬁ

pHppott,

1. . ALL transiticnal seevices shall be provided with o
riow te maginlze their aseowsibility snd eltueal

appropr iatenegs.  The gharacterigtbics and  cOROREne
of the refuges cosmunities should be taken intg

gocrunt ip the shepiny of specifie sucvice delivecy

pracedusys and mechanisns and the determination of
their eeluural and Muguistio sensixivity.

78




- DCYF Affirmative Action Plan

gxnouiive Order #6-10

page Thros
April 1%, 1986

44

s

- Complianca,

/

Thage stat% agencies 4z previously stated that conduct
programs and activitiés dlrectly or Indlvectly relat-
kng to thd worvice needa of the refuges population
ghall immedintely wndertake an sfficmtive planning
provens with regard o refugees, This planning

process shall be completed by Octobar 1, 1986, and
-~ phall include the following elements:

A, Nends husessmontr Determining the vervent and

potential requirements cefugees have Tor the

agencies’ services;
P

L ) L ' -
B, Curcent Use: Measuring and documenting the
 gxtent to which velugees now use the serviees;

. % , : -
¢, paenoy Hecvice Plan for Refugses:  Tormulatg-

Tmgla plun, Incoluding a timotevle for imple-
mentatlon, that ensures that delivery of the
: agahciﬁw' Barvices to refugees deats the nepds
{dentified in the Acuds avsesueent and axe 1o
sompliance with Picde V& of the Gnlted States

Civil Rights Aot of 1964,

ﬁhmﬂa-lﬁi&%f:ﬂffigﬁwaf Refdgen Rnﬂattlaﬁeﬁt‘anﬁ
thode TeTand HGUET Opborturlty Offide Adsistance -

| ‘ , S
The Wode [Talund Office of Refuges Repattlement and
Ehe Rhode Taland Office of Bgual Opportunity shall
provide technical aseistance Lo the agencied through-
out the planning process and  ahall wmonitor the

. ageasiéa"@tmgnésa_ in the lmplementastion of thelr

plang, Technleal ssaiutance when negsssary wlll be
requeatad from the Fedarsl 0ffices for Civil Rights

)
2
i

Atate Agsncies Preparing Agency Seryles Plans -

the following wstat? sgonales mhall angage in  Lhe
planning processr  the Depaytment of Human Jervices,
Thi Department of Heslkh, the pepactment of Employ-
ment sgcurity, The Department of Jental Health,
Retapdation and Hosphtals, the Dapartment for Childe
ren ard thelr Pamillps, the pepartment of Education,

. %
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Executise Order S6-10

H

B
H

Y

#

L - | |
the pepartment of Beononlc Development, wwld  the
bepartwent of Trassportation.

teansitional Bducation Program -

QYRR ghall peet regilirly with the Department of
Erﬂmatimé to ooordipate the provision of the tran-
aitionel program for refugee okbildran, hilingual
sducetion programs; adult =ducation services, “&nd
other edupational proqrams of speclsl concern to o
rofoges communlities, '

g .

consyltation yith Atrorney Geperal -

RIDHR shall work with the Offics of rhe Attorfey
guneral, specifically the Clvil Rights Division and
the piviedon of Consumer Protection, in its gffort

to susure| that necessary Htate protecsion and servides
are gvaiiable to the relfuqee gopulation,

1

rhig I’%:xﬁ»-ttxzt;;ii}?; *Z?i;ﬂm*: ghall take-offect an. the dnte horaol,

Ny 0f9 K

Biward D. Dipiete
fgovernor

e et e A I s e
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State of Rhode Islnﬁd snd Pravideace Plantaclons

EXECUTIVE CRANSEH, TROAYINE

s, B5-16
: m 23!-'1%“

WHEREAS, Title ¥V of: tim Rehabi litation Aot of .19:3 Bets tmt:n the
edvil rights of mmimm-ﬂ peracns} and v

. : WRERS, Ll cnpped peracos hwe a klygbk. o cxpect: and iy acoan to
varions ildihgs -md properiies wiich wnt f or tte besterremt of all -
perposy and

WHEREES, undor smtion 504 of rltla Y of the Rehabilitatien Aot of
1973 the State has been nandated to oreate policies, practices and
vepane regarding acoesaibility of Etaw«hwudinga ard pmperti% to
handicapped persxs; mi .

VEEREAS, euch a dmigmuon would allew Ecr the expedient cmpllmm |
with the mandate of Section 504 thereby S4rving the needs of

handicapped pexsos in the best: possihla mannes ,

WM, THEREPCRE, ayvmnmoﬁﬂnnuﬂwit} vested inme e Sovermor of
the $tate of Rhixle Islant% and Providence Flantations, it is Gedeved ap
fullawe*

1. The Director of Mmmﬁmrat:iun ig harely dmigmted tha
State's 504 Coordinater and shall delegabe ap&utmnul
control to the State dul Mmq tode Corsdseioner as his

-, designes,

2 The duties: cE the Coaxdinator shall be to coordinate adl
State ngmtmzﬂ 1y the jpplementation of wil fedexal Tules
ind requlsticos affecting the State in beps of cmpliance
with the pandates of Secticn 504 of Title V of the
Pedebilitabicn Mk off 1F73.

3, fthe &m:aimmr'a duties ehall inclisier

e Bntkonty wmrd@arimmtsta;;mpareadmlm
t:rars:ttlm plans in accordanos with 504 regulations.
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Executive Ovder Ko, a.‘rvlf:

b mamllmting the fommlation wngd review of transition
plaps; with advisory panels who way represent

hmmw oyganirations,

LM Granting final epproval of transition plans and

. mmaging the constyuction, design or altorations of
; buildings and sites necessary te bring all proguans
ko compl.innge, o

. authorization to ooordinate and mediste matters
| eaicerning 504 complispos. |

£, Msinting public and private sectors thwogh the use of
proper agencies on techoical anployment  and
arcdibectural matters ooncerning 504 cumpliance.

g mml:iiahmnt of a maumaf complaint pr@t:@(‘.%ﬁ;m
_necessary to resolve all’ complaints to agencies
pertaining to 504, ; _ '

i | % :
h. 'the State 504 Cooxdinator or £l State Bullding Code
. Conmissicner as hiy designee is hereby suthorized to
, : jnitinte complalnts against those agenclies;
{  awdniptrators, sgEnts or coployees of any depesrtment
- : T or division within state goverrment whe willfully Jail
to eooply with the requirements,

i . . .

i, the 508 Coordizator and the State bud 1ding Code

, cmmniglﬁimer 86 hig desjonee mhall conault with the

Chairman of the Governox's Commission on the

Hapd{ clappexd with respect. to inmplementation of tha above
dutdes s xespouaibdlities. :

~ This Executive Oxdt%r shall take effsct on the date Jiereof. Thie
Executive Qo rescinds Brecutive Order Mo, Bi-16 dated Septesber 29,

1980,
) :ﬁhﬂ”éﬁigrg

Berd D, Difrebe
GOVERNOR
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APPENDIX D: GUIDELINES FOR PREVENTING SEXUAL HARASSMENT

State of Rhode Island

Guidelines for Preventing Sexual Harassment : ‘ ,

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

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

- The appoainting 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 v
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 efther a superwsary
or agency capacity.

- With respect to persons other than those mentioned in the previous paragraph an appomtmg
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 lmmed/ate 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:
STATE EQUAL OPPORTUNITY OFFICE
" ONE CAPITOL HILL PROVIDENCE, R102908-5865

PHONE (401) 222-3090 FAX (401) 222-2490 R Relay: 711 Revised (2005)
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APPENDIX E: GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

§

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

GUIDELINES FOR ENSURlNG UNBIASED WORK ENVIRONMENTS

Rhode Island General Law 28-5.1, Executive Order No. 05-01 of the State of Rhode island and
Title VIl of the 1964 Civil Rights Act, mandates employers to maintain a working environment free of
dlscnmnnatory insults, |ntvm|dat|on 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 dlrected 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 glrls" when
referring to female employees. ' '

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

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

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

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

{2005)
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APPENDIX F: EMPLOYEE SELF -IDENT IFICATION of DISABILITY FORM AND REQUEST
FOR REASONABLE ACCOMADATION
.CONFIDENTIAL

In accordance with the Americans with Disabilities Act of 199CL Rhode Island General Laws

. §28-5.1 et. seq., and Executive Order #32-2, 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; S AGENCY: _

JOB TITLE: L DATE:

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

Disabling conditions include, but are not Iimited to:
[] aiDs
[] Aicoholism
| Blindn'eyss or Visual Impairment
|:| Cancer
[] cerebral Palsy
D, Deafness or Hearing Impairment
] Diabetes
] Dfug Addiction
l:] Epilepsy
D Heart Disease _
|:| Mental Retardation |
|:] Mental or Emotional lliness
D Multiple Sclerosis
] Muscular Dystrophy
[] orthopedic

O] Pérceptual Disabilities such as: Dyslexia, Minimal Brain
Dysfunction, Development Aphasia or Speech Impairment
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[ other

[:I Yes, | request a Reasonable Accommodation Needs Assessment Review

[] No Reasonable Accommodation is needed at this time - -

Additional Comments:

LA

o
Sigrature:

RIEEO 5/09A

REVISED 7/02/2002

RI SEOO (401) 222-3090

'

Date:
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APPENDIX G: | AFFIRMATIVE ACTION FILE CARD

RHODE ISLAND STATE EQUAL GPPORTUNITY OFFICE | REQD-03/78

, AFFIRMATIVE ACTION FILE Rised 3710
TOBE COMPLEYED BY APPLICANY ONLY

Applicame | ) | : ‘ : .!

o ity . State

(Male 7| [Fermale [~ 1 [WhiteT| Bk [ | [Wispanic[ 7]  [Americanindian/AlasianNative | |

]

lAsimAmerimlﬂ'adﬁclslmdu [ | |Disabled [ !  AgecAD R Over | P mem " | iDisahledYeteran [~ |

Departenent - _ Division

Appropsiation Xecount Ne. i Grade, Position No.

Title:____ ‘ ‘ EffectiveDate _
Promotion____ Transfer____ Hiced list___ Nolist ___ Offered __ MWotOfered ___ Refused

Reason

Inteeviewer : : Blate.

finot of| Hispam:nngln] Al pu'mns hawng origins.in any afthe nngmfpeuple of| Eumpe_ﬂurlhﬁnfrn orthe mddle East.

(nat of Hispanic onigin] All persens having origins ihany'ufme Bark: raci=l grovps In Africa.

All persons of Mexican, Puerto: Ricars, Cuban, Cenltral or South Amverican, or other Sparish culture or origin, regardless of race.

IAMERICAN INDIAN OR ALASKAN MATIVE:
All persons hiaving origins in any ctftheangmal peuples of North Amesica, and vihurnamtmn cultural identification through tnbal
affliation. or community recognitio . o

IASIAN OR PACIFIC ISLANDER:
All parsons having origins in any of the ariginal people of the Far East, Southeast Asia, !he Indiant Subcmtmem, or the Pacific

Islands. This area includes, for example, China, Japan, Kovea, the Philippine Idands, apd Samoa,

All persons with @ physical o mental disability that substantialfy impaies or restricts-one or sora of such majoe life activities such as
walking, seeing, hearing, speaking, working or lsaming. A history of such disability, or the belief-on the part of others that a person
has sech a disabitity, whether it is so-or not, alsois recognized asa handicap by the requlaiion.
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APPENDIX H: STATE EQUAL OPPORTUNITY OFFICE DISCRIMINATION COMPLAINT
PROCEDURE

RHODE ISLAND EQUAL OPPORTUNITY OFFICE
Telephone; (401) 222-3090 RI Relay # 711

The State Equal Opportumty Office will accept, from both State ]:',mployees and apphcants for State
Employment, complaints of discrimination that are based on race, color, religion, sex, age, national
origin, disability, sexual orientation, gender identify or expression, and sexual harassment.

N

1. A complaint must be filed formally on the “Complaint Information Form”, available through
' the State Equal Opportunity Office within ten (10) working days from the knowledge of the

alleged incident of discrimination, unless it is an ongoing discrimination.

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

3. The Agency Director (Responder) will be notified of the alleged complamt -

4. Upon the completion of the investigation, the State Equal Opportunity Office will make a
determination as to probable cause based on the summary of facts.

5. When parable cause is not evidence, the parties are so informed by the State Equal Opportunity
Office,

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

- 7. If ar 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. If and 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 ﬁndmgs and recommended
corrective action to both parties. .

If the corrective action is not implemented within the speclﬁed time frame, the State Equal Opportumty
Ofﬁce will notlfy the Governor.

An individual may also file a complamt with the RI Human Rights Commission or the Equal Opportunity
Commission. If a charge has been filed, elther :simultaneously or at a later date, with the RI Human '

Rights Commission or the Equal Employment Opportumty Commission, the State Equal Opportunity .
Office will defer to either Commlssmn for the mvestlgatlon and any- resolutlon and/or prosecution of the
charge. :

(Revised 2003)
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APPENDIX I: STATE EQUAL OPPORTUNITY OFFICE — COMPLAHVT INFORMATION
FORM : _ ‘

DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN SERVICES
Office of Personpel Administration

Equal Opportunity

' COMPLAINT INFORMATION FORM

1. Complainant Information:
State your name and address:

City State Zip Code
Telephone Number(s): ‘

Work: i

Home:

2. Name of Department:

3. Name of Inmediate Supervisor:

4. Respondent Information:
Name and address of agency involved:

City State Zip Code

S. Naine and Title of person(s) charged:

6. Date of Alleged Violation:

3. Basis of Alleged Complaint:
Race/Colot: Specify

Sex: Male Female
Age: Date of Birth
National Otigin: Specify

____Religion: Specify :
____Sexual Harassment
__ Sexual Orientation
——_ Gender Identity or Bxpression
9. Nature of Charge:
_ Hiring
____Compensation
___Job Classification
__ Discharge/Termination’
___ Promotion
__ Training
____Demotion
____Qualification/Testing
_L#yoff
___Recall
: ____Seniority
;lntimidation/Reprisal ’

: Harassment

7. Place of Alleged Violation:

Case Number

RIEOO-03-87 Revised 2003
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- COMPLAINT INFORMATION FORM

(Continued)

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

11. Why do you believe these events occurred?

12. Have you brought this charge to anyone else’s attention?

13.: Please list below any persons (witnesses, fellow cmployees,’supervisbrs, ot
" others) that we may contact for additional information to support or clarify
your complaint. ‘ : :

Complainant Signature Date ‘ " Interviewing Officer

90




DCYF Affirmative Action Plan
APPENDIX J: EXIT INTERVIEW

CONFIDENTIAL EXIT-INTERVIEW FORM

1. The purpose of this Form is to record information concermng reasons why employees are
termmatmg/transferrmg from State Service. .

2. The Form asks specific qﬁestions concerning:.

Employment

Career Opportunities , : .

Fair Treatment ’ ' oy . ,

Future Employment with State Government ‘ p
If you feel you were discriminated against

mouows>

'3, The Form is comp]eted by the employee who is leavmg the department (resignation, transferring -
" to another department, retlrement etc.) The person is interviewed by the Equal Opportunity
Officer.

4. The Equal Opportunity Officer should be notified at least ﬁve— (5) working days before the
employee termmates or transfers.

5. The Form is voluntary and confidential.
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APPENDD( K: EQUAL OPPORTUNITY ADVISORY COMMITTEE GUfDELINES

EQUAL OPPORTUNITY ADVISORY COMMITTEE
Mission: fo provide two-way communication and suggestionS on various aspects of the equal .
opportunity program to the agency head and equal opportunity coordinator in an agency in state,
govermuent. . : '

Estab'lishing the Comittee:

=

. all'employges should be informed of opportunities to serve-on the committee: . . .4 -
. agency head appoints the committee from a list of volunteers.
. volunteers ‘ ‘

oW

1. each division of agency
2. various job levels o . .
3. “minorities, womex, and pérson with disabilities | T

2. Strﬁcture: ’ e e

. terms of membership
.. electiong of officers
. how many members-
. alternates
sub-committees
meetings

. minutes

QTEWOOW

| gt "3, Functions (role):

. advise — not perforin

develop short-term objectives

identify areas of possible discrimination

. assist the designee of the agency head with preparing the affirmative action plane.
monitor the progress of the action goals and programs, il necessary, make

recommendations to improve., - : .

review monthly progress reports ‘

. issue a progress teport to agency head quarterly.

om muowp

4, Chairpexson (duties):

A. prepare agenda for meeting
B. preside over committee meetings »
C. submit any conumittes recommendations to the agency head

5, Secretary (duties)

A. preside over meeting in absence of chairperson
B. record minutes of the meeting '
. -prepare minutes for distribution.

‘6. Equal Opportunity Coordinator:

RL-EEO\DCYRDCYE-FY15.doc
. 75 of BX
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ex-officio
advisor

7. Equal Opportunity Ofﬂcer/Liaison:

ex-officio
advisor(

§ 8 Agencyhead:

Should make a dommitment that hl[ lﬁcommendations will be reviewed and acknowledged.

"3 Employees should be informed of agqxl_cy policy: -

1. newsletter
2. ‘pay envelopes
3. employee handbooks o
_ 4, copies of the affirmative action plan policy statement of key program clements.

[ RTSSUNI S )

10, The state eﬁual opportunity office may issue such guidelines, directives, or instructions as
" necessary to carry out RI General Law 28-5.1,

RL-EBO\DCYRDCYF-FY15.doc
76 of B1

' APPENDIX L: DIVERSITY ADVISORY COUNCIL GUIDELINES

#

93




DCYF Affirmative Action Plan -

MISSON:

. To guide and support a state department or agency director on developing organizational changesv and

strategies that will advance the goals of diversity, inclusion equal opportunity, and affirmative action 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 obportunities to serve 01;1 the council.
B. Agency head appoints the council from a Iist of volunteers.

C. Diversity Liai:son(s) will serve as ex-officio council member
.D. Volunteers should include staff from:

1. Each division of agenéy |

2. Various jéb levels

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

2. STRUCTURE:
A. Terms of membership
B. Elections of officers
- C. How fnany members
-~ D. Alternates
E. Sub-committees
F. Meetings
G. Minutes

3. FUNCTIONS (ROLE):

A. Advise — not perform

B. Leverage diversity to improve employee and organizational performance
C. Link diversity strategy with the department’s/agency’s business stfategy |
D. Develop mefrics to measure progress | |

E. Develop short- and long-term plans for advancing the goals of diversity and inclusion
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4. CHAIRPERSON (DUTIES):

A. Prepare agehda for meeting

. B. Preside over council meetings

C. Submit any council recommendations to the department/agéncy director

5. SECRETARY (DUTIES)
A. Preside over meeting in absencé 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. :

¥
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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 delzver the best public service to the state’s children, youth, families, and care
provzder 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 valumg Jfairness, diversity, and
inclusion

SECTION 1: AUTHORITIES

1) Office of Dlver51ty, Equity, and Opportumty (ODEO) DlVCl‘SltV Adv1sorv Councll
Guidelines published May 2015
2) Office of the Director, DCYF, charter pubhshed September 2015
SECTION 2: DEFINITIONS

1) Diversity: Dlver51ty refers to all of the characteristics that make individuals different
from each other. Includes characteristics or factors including but not limited to
personality, work style, religion, race, ethnicity, gender, sexual orientation, having a
disability, socioeconomic level, educational attainment, and general work experience.

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

3) Cultural Competence: “The process by which individuals and systems respond
respectfully and effectively to people of all cultures, languages, classes, races, ethnic
backgrounds, religions, and other diversity factors in a manner that recognizes,
affirms and values the worth of individuals, families, and communities and protects
and reserves the dignity of each. ‘It is a set of congruent behaviors, attitudes, and
policies that come together in a system or agency or among professionals and enable
the system, agency or professionals to work effectively in cross-cultural situations’

, (NASW, 2000b, p.61). Operationally defined, cultural competence is the integration

| ' and transformation of knowledge about individuals and groups of people into specific

standards, policies, practices, and attitudes-used in appropriate cultural settings to
increase the quality of services, thereby producing better outcomes (Davis & Donald,

1997). Competence in cross-cultural functioning means learning new patterns of
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behavior and effectively applying them in appropriate settings...Cultural competence
is never fully realized, or completed, but rather cultural competence is a lifelong
process for (social) workers who will always encounter diverse clients and new
situations in their work. (NASW Standards for Cultural Competence in Social Work

 Practice, 2001.)

SECTION 3: PURPOSE

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

1)
2)

3)

"

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 dlversuy and
inclusion in the workforce through recommended strategies;

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

Reviewing DCYF policies, procedures, and practices regarding diversity and

~ inclusion initiatives, and those of other agencies, and recommendmg diversity and

5)
6)
B

8)

inclusion improvements;

Rev1ew1ng the process by which cultural competence needs are identified, and
ensuring DCYF trammg practlces meet identified needs, mov1ng staff toward cultural
competence; -

Initiating and mamtammg regular contact with diverse populations of the DCYF
workforce, providers, clients, and other relevant community organizations;
Identifying, utilizing, and communicating critical d1vers1ty metrics for both the
agency, and our client and provider populations; and

Identifying and recognizing d1ver51ty and inclusion champlons in our workforce,

client and provxder communities.

SECTION 4& MEMBERSHIP

1)

2)

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

Minority Business Enterprise Representative - Liaison with ODEO, Minority
Business Enterpnse office. Ex-officio member.

3) Council Members - Volunteer members from the workforce, client and provider

communities. Members serve at-large for an indeterminate period of time.

SECTION 5: ORGANIZATION
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1) The DAC will elect co-chalrpersons to serve a two-year term with the exception of
the first election in which one co-chair shall serve a three-year term so as to provide
for staggered terms moving forward. : !

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

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

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

SECTION 6: SUBCOMMITTEES

1) There will be two sub-committees whose charge will be to explore the areas below:
a. Diversity and Inclusion

i. Internal - What are the department’s outreach strategies, hlnng
programs, and on-boarding practices? Is the department’s outreach
strategy successful in cultivating a diverse and inclusive applicant
pool? Are development, award, and promotion practices being equally
distributed and merited throughout the agency? Are programs
accessible to all department members equally? Does the department

- provide support capabilities such as formal mentoring and coaching
programs for all members? :

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

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

ii. External - Are training curricula inclusive of cultural competency
practices? Are key components of cultural competence communicated
and supported throughout our provider and foster care provider
‘community? Does the agency stay abreast and incorporate relevant and
developing cultural competence p1 actices in on-going training?

2) The DAC may estabhsh and dissolve subcommittees and ad-hoc committees as
deemed necessary for the DAC to advance its objectives.

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

hoe e o

APPENDIX M: LIST OF ENF ORCEMENT AGENCIES

ENFORCEMENT AGENICES

‘ Departmént of Administration .
Office of ‘Divers‘ity, Equity and Oppoﬂunity
State Equal Opportunity Office
Oﬁe Capitol Hill
Providence,i RI 02908-5865
TEL # (401) 222-3090
Rl Relay: 711
TTY # 1-800-745-5555"

FAX # (401) 222-2490

RI Commission for Human Rights
180 Westminster Street, 3rd Floor
Providencé, RI1.02903
TEL # (401) 222-2661/ Voice
TTY # (401) 222-2664
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FAX # (401) 222-2616

U.S. Equal Employment Opportunity Commission
131 M Street, NE (4t Floor, Suite 4NW02F)
Washington, D.C. 20507-0100
TEL # (800) 669-4000/ Voice (Toll Free)
| TTY # (800) 669-682Q

U.s. Deparfment of Justice
. 4 5 950 Pennsylvania Avenue, NW
o * Civil Rights Division
i Disability Rights Section — 1425 NYAV
i Washington, D.C. 20530
| TEL # (202) 307-0663/ Voice and TTY
FAX# (202) 307-1197
" . ADA Information Line: (806) 514-0301/ Voice
(800) 514-0383/ TTY

L
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APPENDIX N: DIVERSITY PLAN TO IMPROVE MINORITY HIRING

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

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

Assessment:

The Department of Children, Youth and Families (DCYF) has made great strides in recent years
at diversifying our workforce. Our minority hires in 2017/2018 was 25.13% while our minority

. hires in 2018/2019 rose to 25.94%. Currently, our workforce composition is 25.94% 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 this goal.

The Department will continue its recruitment efforts to reach more Hispanic applicanté. While
the state’s Executive Branch statistics is 15.5%, we are only at 8.45%. - -

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

i

Goals:

1. Workforce diversity — recruit from a d1verse quahﬁed group of candidates to increase
diversity of thmkmg and perspectlve

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 & Accountabllrty Identrfy and breakdown systemic barriers to full inclusipn
by embedding diversity and inclusion in policies and practices and equipping leaders with the
ability to manage diversity and be accountable for the results
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Objective

Actions

Accountability

Vieasuring Success

same background may take actions

based on a narrow range of
experiences. By ensuring that our .
team includes staff from various
$ocial and cultural backgrounds, we
will widen the range of perspectives,
knowledge, and approaches from
which decisions are made for the
most vulnerable youth and families
that we serve.

Workforce Recruit from a diverse, qualified 1. utilizing the minority list . | HR Hiring increase in the .
Diversity group of candidates when possible Manager representation of diverse
B C : : employees
2. Informational forums to’ | HR Hiring
target minority groups ’ Manager
3. Expanding recruitment HR Hiring
efforts (ie Social Media, Manager
radio, newspapers)
4. Continued networking HR Hiring
with the ODEO as well as the | Manager
DCYF Diversity Liaison Diversity Liaison
Workplace Different backgrounds and 1. Provide inclusive Senior All managers participate
Inclusion perspectives lead to a variety of leadership tralning for Leadership in leadership training
ideas, knowledge, and ways of doing '| managers -~ ‘Team -
things. Team members from the Workforce '

Development .

Senior

Decrease in employee

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

2. improved Communication
through weekly messages, Leadership turnover
open forums, intranet and Team
direct emails » .
Sustainability 1. Review policles and Senior Alt policies and practices
& practices to identify and Leadership are reviewed and
Accountability remove systemic barriersto | Team updated
inclusion Policy
DAC and EEOC
Committees
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APPENDIX O: PROGRAM STATISTICS

Program Statistics can be found in the following attached files: '
‘ } . i

o DCYF EEO-AAP FINAL 5-11 - | o

o DCYF 2018 EEO Job Group Analys1s

o DCYF DETERMINING UNDERREPRESENTATION 2018 Bt
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EQUAL EMPLOYMENT OPPORTUNITY
CIVIL RIGHTS COMPLAINT PROFILE

DATE: 7/1/18-6/30/19

AGENCY: DCYF
COMPLAINT FILING STATUS DISPOSITION
, . : . Investigation
- Notice Complaint | Complaint Filed N Complai ) igati Determined
Type Basis . - L . Comy Do s P " Formal Charge
Date Provided to Filed with with Filed Filed Under Settled During - Determined No Violation/
File No. Filed :m __M_. .N-Mm.M.VMm.r Supervisor Human Administrative | Grievance Lawsuit Pending Investigation Resolved investigation Mﬁx _..n_MH» Settled After Probable Resoived Eﬂ_hm\__‘msmﬁn
n, or Manager Resources Agency . ) mp Investigation Cause Through s

Conciliation

1642018 | 8/2472018|Intemal _ [Race X yes unknown unknown [no X ) -

* An internal plaint refersto a plaint filed by a state employee, and an external laint refersto a laint filed by an external applicant or other non-state employee







TRAINING PARTICIPATION mC_s_<_>_N<

AGENCY: DCYF DATE: 7/1/18-6/30/19
|
EEO Total | Number | Number | Number | Number [ =4
Job C: ies | Trai Disabled | Vi Minority | Female BiAEES % % % % = %
Officials/
Managers 27 0 1] 2 1 0% 0% 0% 0% 0%
Administraiors | -
Professionals 120 0 22 a3 0% o% 0% 0% Co% % 0% 0% 0% 0% 0% 0% 0% 0%
Faculty 0 0 0 o 0 #DIv/0) #DIV/0! #DIV/O! #DN//0! #DIVIO! #DIViol #DIV/0) #DIV/O! #DIV/D! #Div/ol #DIVIDI #Dvio1| = - |#Dvioy
Technicians - 72 0 0 32 13 0% 0% | o% 0% 0% 0% | 0% 0% 0% 0% 0% 0% o% |- o%
vwﬂz.mﬂn 0 0 o - 1} B #DIV/0L #DIvro! #DIV/O! #DIv/! #DIV/O #DIV/O! #DIV/O! #DV/0! #DIV/0! #DIVIO! “ | #orvn #DIV/0L #Div/or] - #DIVIO|
v_d”m_.ﬂ:m_w 0 0 #DIV/OI #DIVIO! #DIV/O! #DIV/DY #DIV/0t #DIVIO #DIV/D) #DIV/O] #DIV/D! #DIV/OY| .. #DIv/0) %U.So_ #DIV/O! #DIVIO}
Administative |, 0 0 1 2 o% 0% 0% 0% 0% 0% . 0% o% % 0% 0% 0% % | | o%
Support
Skilled Craft o - 0 0 - [ 1] #DIV/O! #DIv/ol #DIV/O! #DIVio! FDIVIO! #DIV/O! #DIV/O! ~ {#Diviot " j#Dviol #DIV/o! #DIV/OY #DIV/D! #DIV/D] _ . |#Divioy
u M.._,.Hﬂ.s [ [ ) 0 0 " |¢pvioy #DIV/O! #DIV/01 #OIVIOL #DIVID! #DIVI0l RDIVIO! RDIVIO! #DIV/D| #DIV/0! #ovot| - |#Dm! #ovm|. - jupmvimt
Totais | = o0 0 57 1] o 0% 0 0% 0 o% o 0% o 0% 0 0% 0 0% ] 0% 0 o% 0 0% o 0% 0 0% ] o} ] 0%
Total Percent: . S . o Race/Ethnicity Description:
Mmority: 26% . 1 Black or African American (Not Hispanic or Latino) T . 5 White (Not Hispanic or Latino) -
Female: 45% . . 2 Hispanic or Latino . 6 Native Hawainan or Other Pacific Islander (Not Hispanic or Latino)
Disabled: 0% - . ) 3 American Indian or Alaska Native (Not Hispanic or Latino) "+ 7 Two or More Races (Not Hispanic or Latino)}
Veterans: ___ 0% 4 Asian (Not Hispanic or Latino) : - :
Pl - B}

T







AGENCY: DCYF ) : . o DATE:  7/1/18-6/30/19

DISCIPLINARY ACTION

1 K 3 4 .| 5. 6 7
Black or Hispanic or American _Asian White Native Two or More
African Latino Indian or (NHL*) “(NHL% | Hawaiian or Races. -

American - Alaska Native Other Pacific {NHL*)
(NHL™) o . (NHL®) - o - : - Islander .

(NHL™)

Male | Female| Male | Female| Male | Femaie| Male | Female| Male | Female| Male | Female| Male | Female| Male  Femnale | Male | Female

DISCIPLINARY
ACTION TAKEN

Disabled Veterans

Suspension
{Indefinitely)
Suspension - - i -
(Specified Time) ’ ’

Loss of Pay

Written
" Reprimand
, Duty On Off
R Days I
Oral
‘Reprimand

Termination 1 . ) 1

Other (Explain)

TOTAL 0 - 1 0 0 o 0 0 o] 7 3 o] 0 0 0 0 0 o] 0

* Not Hispanic or Latino

The disproportionate treatment of any class should be a warning to an administrator that counseling of supervisors is necessary.

Oral reprimands, including those noted in supervisors' reviews or written reprimands, should be included in the graph.

OTHER: Counseling
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AGENCY:

APPLICANT DATA

DCYF DATE:  7/1/18-6/30/18
Applicants
O_mﬂmmﬂia Title Position Number MM.Mm._quw Union | Q_.““_ List | No List| White Male | Minority Female Disabled | Veterans | Hire | Promotion 4<1ﬂ_ﬁ..m”a Terminations Dﬂ.umwn
*_|ASST ADMIN, COMM & PLAN SERV 03340-51000-00009 A X X 15 z & 2 H M 00035 A
CHF OF PRACTICE STANDARDS(D( 03310-10000-00256 A X X 5 4 5 o 0 SF 00025 A
CHE OF PRACTICE STANDARDS(D! 03320-10100-00222. A X X ] 15 32 [ 1 F 00035 A
CHF OF PRACTICE STANDARDS(D( 03320-10200-00088 A X X [ n % 0 ) 5F 00035 A
CHF OF PRACTICE STANDARDS(D( D3320-10300-00124 A X x 7 10 2 o 0 SF 00035 A|
CHF OF PRACTICE STANDARDS(D( 03320-10400-00197 A X X 3 12 23 1 [ SF 00035 A
CHF OF PRACTICE STANDARDS(D .. - 03340-10400-00055| A X X 3 5 23 1 1 SF | ooozs A
- |GHF OF PRACTICE STANDARDS(DX 03340-10400-00056) A X X 8 1 a1 2 1 SF 00035 A
CHF STRATEGIC PLAN,MONT,& EV D2310-10000-00229 A X X 1 13 54 1 1 - SF SF 00043 A
- |CHIEF OF STAFF 03310-10000-00217 A X X 29 b a7 2 10 SF "7 |oota1a
CHIEF, PROGRAM DEVELOPMENT. 03340-10400-00071 A X X 26 21 ) 1 4 i 00344
PRIN COMM PROG LIAISON WORK] 03330-10000-00511 A X X 17 3 46 ] 1 SF 00024 A
- |SUPER (R! TRNG SCH YOUTH) 03330-10000-00411 A X X 1 19 20 1 3 M DOD4S A
CASEWORK SUPV Il D3320-10300-00004 B X X |~ 3 3 2 ! 5F 00028 A
CASEWORK SUPV )i 03315-10000-00180 B X X 1o 2 se 0 i 5F 00028 A
CASEWORK SUPV 1} 03320-10100-00216/ B X X F 00028 A
CASEWORK SUPV I B x X u 32 il 1 2 W 00028 A
CASEWORK SUPV II B x X s e 72 2 2 sF 00028 A
CASEWORK SUPV I - B X X 8 = 54 1 1 ™ 00028 A
CASEWORK SUPV Il 8 X x " Gt had 2 0 s o028 A
CLINICAL SOCIAL WORKER D3350-10000-00055) B X X ¢ 1 “ . 1 1 * 00B27 A
. [cunicaL sociAL WoRrKER 03350-10400-00001 B X X 7 1 il 1 2 F 00827 Al
CONTRACT COMPLIANCE OFFICER - (02310-10000-00236 8 x X 2 37 s& 2 s M 00123 4
CONTRACT COMPLIANCE OFFICER 03310-10000-00257] B X X = 7 2 ° s SF 00173 A
JRHUMAN SVS POLICY & SYS SPE 03340-10400-00032 B X X 3 e 134 4 2 F 00224
JUVENILE PROBSPAROLE SVSTEQ _ 03330-10100-00058) B X x 143 21 332 2 fad 5F 00184
JUVENILE PROGRAM WORKER 03330-10000-00124 B X X " 19 2 ° 2 ™ 00022 A|
JUVENILE PROGRAM WORKER 03330-10000-00125 B X X M 00022 A
JUVENILE PROGRAM WORKER B X X ¥ 00022 A\
JUVENILE PROGRAM WORKER B x X 2 s 53 9 4 ™ 00022 A
JUVENILE PROGRAM WORKER B X x hal F 00022 A
JUVENILE PROGRAM WORKER 8 X X M 00022 A
JUVENILE PROGRAM WORKER 5 x X M 5™ 00022 A
JUVENILE PROGRAM WORKER 033301 oSo.SnB_ B X X 3 " 12 ! 0 5M 00022 A\
JUVENILE PROGRAM WORKER 03330-10000-00227 B X X 12 33 &3 0 s M 00022 A
JUVENILE PROGRAM WORKER 03330-10000-00364 B x X I 2 32 3 54 M 00022A |-
PRIN PROGRAM ANALYST £3310-10000-00234! B x x 8 8 M ¥ 1 , 5M 00284/
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APPLICANT DATA

03320-10700-00024)

e x 24 25 50 1 3 M 00031 A
s X 2 Py 70 3 4 sF 00031 A

B X 19 25 42 1 1 5M 00031 A

" |recorDs anaLysT 03390-10400-00003 B x X s “ & 2 5 5 o024
SENIOR LEGAL COUNSEL 03310-10100-00111 B X had 2 12 ! ! M 00034 A
SENIOR LEGAL COUNSEL 03310-10300-00112] B X il 00034 A
'SR CASE WORK SUPERVISOR 03310-10000-00243 B X X 2 5 2 1 2 §F 00030 A
SR CASE WORK SUPERVISOR 03310-10000-00244| B X X 4 12 32 0 3 sF 00030 A
SR PUB. HLTH EPIDEMIOLOGIST 03380-10400-00D62 B x X i ° 0 ° o 2F 00033 A
SR PUB. HLTH EPIDEMICLOEISE ., --[2390-10400-00063 B X x i 5F 00033 A
SUBS ABUSE COORD - gasio 5550000001 B X x 18 had B 2 4 SF 00032 A
TEACHER ACADEMIC (SPEC ED) 03320-10300-00028 B X X ° 1 s ° 0 SF 00001 A
CHILD PROTECTIVE INVESTIGATOL 03315-10006-00118 B X X M 00325 A
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00125 B x x M 00326 A
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00133 B x x 1 il D032 A
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00142 B X X SF 00326
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00182 8 x X SF 00326 A
CHILD PROTECTIVE INVESTIGATOI D3315-10000-00203 B X X ¥ 00326°A]
CHILD PROTECTIVE INVESTIGATO] ~_ 03315-100D0-00411 B x x 5F 00325 A
CHILD PROTECTIVE INVESTIGATO! D3315-10000-00420 B X x 5F 90326 A
CHILD PROTECTIVE INVESTIGATON 03315-10000-00133 B X x sF 00326 A
CHILD PROTECTIVE INVESTIGATON 03315-10000-00145, B x X " 00326 A\
CHILD PROTECTIVE INVESTIGATON £3315-10000-00145 8 X x SF 00326 A|
CHILD PROTECTIVE INVESTIGATON 03315-10000-00148 B x x SF 00326 A
CHILD PROTECTIVE INVESTIGATOR 03315-10000-00187 B X x M 0328 A
CHILD PROTECTIVE INVESTIGATO| ~___03315-10000-00207 8 x X ™ 00326 A
CHILD PROTECTIVE INVESTIGATON 13315-10000-00276 B x X SF 00326 A
CHILD PROTECTIVE INVESTIGATO B X X M 00328 A
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00383 8 x X I 00325 A
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00410) B x X sF 00325 Al
CHILD PROTECTIVE INVESTIGATO! 03315-10000-00418 B x X M 00326 A
CHILD PROTECTIVE INVESTIGATO 03315-10000-00421 B x x M 20326 A
CHILD PROTECTIVE INVESTIGATO 03315-10000-00422) B X X ¥ 00326 A
CHILD PROTECTIVE INVESTIGATON 03315-18000-00424) B X x SF 00326 A
CHILD PROTECTIVE INVESTIGATO 03315-10000-00425| 8 x x ™ 00325 A
CHILD PROTECTIVE INVESTIGATO 03315-10000-00428| B x X F 00328 A
PROBATION & PAROLE OFFICER] ©£3330-10100-00021 B X X 2 00027 A
|PROBATION & PAROLE OFFICER 1 £3330-10100-00101 B X X L 00027 A
 |PROBATION & PAROLE OFFICER 1 0£3330-10100-00102 B X X SM 00027 A
PROBATION & PAROLE OFFICER | 03330-10100-00103 B x X SF 00027 A
PROBATION & PAROLE OFFICER | 03330-10100-00104) B X X SF 00027 A|
SOC CASE WORKER I B X x ¥ 00824 A|







APPLICANT DATA

SOC CASE WORKER 11
SOC CASE WORKER 11
SOC CASE WORKER I
SOC CASE WORKER Il
SOC CASE WORKER |l
SOC CASE WORKER Il

SOC CASE WORKER I}

SOC CASE WORKER |1

SOC CASE WORKER I

SOC CASE WORKER i

SOC CASE WORKER ||
SOC CASE WORKER It
SOC CASE WORKER Il
SOC CASE WORKER I
SOC CASE WORKER Il
SOC CASE WORKER I

SOC CASE WORKER 1t
SOC CASE WORKER Il
SOC CASE WORKER It
SOC CASE WORKER I
1SOC CASE WORKER I

_||||

$SOC CASE WORKER ||
SOC CASE WORKER 1l

SOC CASE WORKER 1l

SOC CASE WORKER If
SOC CASE WORKER Il
SOC CASE WORKER il

SOC CASE WORKER )l
SOC CASE WORKER ||
SOC CASE WORKER Il
SOC CASE WORKER 1l

SOC CASE WORKER Il
mo..,;. CASE WORKER Il
SOC, n>mm WORKER Il
SOC CASE WORKER )l
SOC CASE WORKER I
SOC CASE WORKER 1!

03320-10100-00085 B X X ¥ 00B24 A
03320-10100-00217 B x X SF 00824 A
03320-10100-00219) B X X SF - 00B24 A
03320-10100-00220 B x x SF 0DE24 Al
03320-10200-00014) B X X SF 00824 4|
D3320-10200-00034, B x X 5F - |ooBzaa
03320-10300-00096 B x X ¥ | ooRza s
03320-10300-00111 B - x X AF 00824 A
03320-10400-00061 B X X s D024 A
03320-10400-00178 8 x X ¢ 00B24 A
£3320-10100-00046 B X x M 00824 Al
03320-10100-00048 B X x SF 00824 A| -
£3320-10100-00077 B X X 1 00824 4\
~_ 03320-10100-00183 B X x SF 00824 Al
B.uuf 0100-00184 B X X ¥ DUB24 Al
03320-10100-00189 B X X SF 00B24 Al
03320-10100-00202 B x X SF 00524 A|
03320-10700-00203 B X x 5F 00B24 A
B X . - X * 00B24 A
B x X SF 00B24 A
8 X x F 00B24 A|
B X X - _SF 00B24 A
B X X SF 00824 Al
B X X I DDB24 A
8 X X ™ 00824 A\
B x X m 00524 A
B X x F 00B24 A
B X X F DOB2¢ A
03320-90200-00074, B X x SF 00524 A\
03320-10200-00074f ) X x M. 00824 A
03320-10200-00092 B x X " DDB24 A
03320-10200-00111 B X x el oome |
03320-10360-00015) B x X sF 00824 A
03320-10300-00117] B x X SF 20824 Al
03320-10300-00120 B x X ™ 00824 A
03320-10300-00127, B X x ¢ 00824 A\
£3320-10300-00130 B % X SF 00824 A\
03320-10300-00133 B X x SF 00824 Al
03320-10300-00136 B8 X X P 00824 &)
03320-10300-00139 B X X - F | o824 Al
D3320-10400-00029 B X X = 00824 A
_03320.10400-00042 B x x sF D0B24 Al







APPLICANT DATA
03320-10400-00072 B X x il 00824 A
03320-10400-00122 B X X I 00824 A
SOC CASE WORKER I B X X. i * 2F 00R24 A
SOC CASE WORKER I 03320-10400-00160 B X X SM DoB24
SOC CASE WORKER |l 03320-10400-00188 8 X X sF D0B24 A
SOC CASE WORKER Il 03320-10400-00191 B X X F 00824 4|
! $OC CASE WORKER I 03320-10400-00191 B X X SF 00824 Al
L 506 CASE WORKER I 03340-10400-00018 B X x F 00824 A
, ) SOC CASE WORKER 1! 03340-10400-00019 B X x 7 * 00E24 A
" SOC CASE WORKER Il 03340-10400-00073 B X x sF 00824 Al
- SOC CASE WORKER Il 03340-10400-00073 B X X b 00524 Al
SOC CASE WORKER Il 03340-10400-00074 B X X o 00824 A
_ SOC CASE WORKER Il 03340-10400-00075 B X X 5P 5 loomenl
_ SOC CASE WORKER i B X X x 00524 A
“m SOC CASE WORKER I £3350-10000-00052 B X X M _{00B24 A
._ HUMAN SERVICES FACILITY INSP 03340-10400-00009 ¢ X x 28 s had 2 ¢ M 00174
L SHIFT COORD (Rl TRNG SCHL YTH £3330-10000-00486 Y X X ® il it 3 s S 00825 4|
b JUVENILE PROGRAM WORKER TR D x x B ™ i 00108 W B
JUVENILE PROGRAM WORKER TR/ D X x d ) 00108 W
, JUVENILE PROGRAM WORKER TR 033301 oSa.oSNN_ D x x F i 00108 W
' JUVENILE PROGRAM WORKER TR/ 03330-10000-00623 D x X M 00106 W
: CHIEF IMPLEMENTATION AIDE 03310-10000-00257 E x X 20 38 5. N 4 SF 00028 A
: IMPLEMENTATION AIDE 03310-10100-00133 £ X X 2 s8 116 4 4 SF ooz2 A
! IMPLEMENTATION AIDE 03310-10100-00114 E X X i il 128 3 3 5F 00022 A|
i CLERK SECRETARY . __os320-10100-001801 F x X » 185 3 7 4 SF 00016 &
i DATA CONTROL CLERK 03310-10100-00110 F x x 7 168 37 7 12 ¢ 00015 4|
_ DATA CONTROL CLERK : 03320-10100-D0055 F X X 40 135 212 4 s " 00015 A
; LICENSING AIDE 03340-10400-00053 F x X 3 b a8 4 s 5M ooms A
WORD PROCESSING TYPIST F x X hnd s 123 3 2 -2 00310 A
WORD PROCESSING TYPIST F x X 3 had hd 1 o s 00310 A
WORD PROCESSING TYPIST F x x 2] = 132 2 ! SF 00310 A
_ WORD PROCESSING TYPIST ~ 03310-10100-00106 E X X 13 &3 138 6 i F 00310 A
, WORD PROCESSING TYPIST 0331-10100-00107 £ _x X b 5 e 4 ! Sl 003104
| SRCODK - 03330-10000-00074) H X x 2 * 1 ° 2 il 0015A
_m Totals NS 280 [ .a2m }-ca28 |7 2ds
__ EEOQ Cateaory - : Race/Ethnic Code : Gender Code
. A - Offidals/Managers/Administrators E - Paraprofessionals 1 - .Black or African American ﬂznm Hispanic or Latino) . F - Female
8 - Professionals - F - Administrative Support 2 - Hispanic or Latino M- Male
C - Technicians ) G - Skilled Craft . - --3 - American Indian or Alaska Native (Not Hispanic or Latino)
CF - Facutty - H - Service Maintenance 4 - Asmn (Not Hispanic or Latino) Disabled Code
D - Protective Services .5~ White (Not Hispanic or Latino) ’ *  D-Disabled -
d : : 6 - Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino) . .- -
! - Core . . . 7 - Two or More Races (Not Hispanic or Latino) Veteran Gode

V - Veteran -

+—
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APPLICANT FLOW DATA

AGENCY: DCYF DATE: 711/18-6/130/19
WALE : FEMALE

o zw o~ zZs 2 z8r :
&5 | 4 02 | 2 [225] £ (387} 32 || & 92 | 2 [235] 2 [38_ 3= 2 | 2
o3 xZ | 2£ 53 TEE oz, w2 | 2E 33 TEE| %, A [
g [63 |85 | 3 éga B olu¥B|cg || 88|55 | 2 §ga B o|a¥8|on g | b

I8 (2|7 |B2 |5 |gb3|Es ||gE|F | % Bz | % |Eb3ER|

az 8 82| "% |3z % 3g@
APPLICANTS )

* | OFFICIALS/ADMINISTRATORS 635 28 19 5 1 153 0 6 75 72 |- 8 4 255 0 11 11 24
PROFESSIONALS 2253 1 84 18 4 515 1] 18 264 273 | 22 29 844 0 51 31 64
TECHNICIANS 109 8 6 0 1 ' 28 0 0 16 17 1 1 3 0 0 "2 8
FACULTY Q 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 .
PROTECTIVE SERVICES 127 15 8 2 0 29 0 4 9 9 3 2 41 0 5 3 8
PARA-PROFESSIONALS - 563 15 8 4 3 66 0 3 33 68 9 2 340 0 12 8 11
ADMINISTRATIVE SUPPORT 2160 36 68 31 7 232 0 8 187 385 87 33 {1041 0 45 41 a8
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE . 268 3 1 1 0 12 0 0 0 2 1 0 3] 0 0 0 2

"TOTAL 5873 236 194 61 16 1035 0 39 584 826 129 71 2558 0 124 96 153
HIRES
OFFICIALS/ADMINISTRATORS 5 0 0 0 0 1 0 [i} 0 0 0 0 4 0 0
PROFESSIONALS 79. 0 1 0 0 17 0 1 17 5 0 0 34 0 4
TECHNICIANS 1 0 0 | 0 0 1 0 -0 0 [ 0 0 0 0 0
FACULTY 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
PROTECTIVE SERVICES 4 | 1] 0 1 0 1 0 0 0 0 0 0 0 0 1
PARA-PROFESSIONALS - 3. 0 0 0 0 0 0 0 0 0 0 9 3 0 0
ADMINISTRATIVE SUPPORT ‘8 0 1 0 0 1 0 0 2 0 0 0 4 0 0
SKILLED CRAFT 0 0 01 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 1 0 0 0 1 0 0 0 0 0 0 0 0 0 1
TOTAL 101 . 2 1 0 22 0 1 19 5 0 0 | 45 0 5 0 1]
PROMOTIONS
OFFICIALS/ADMINISTRATORS 8 0 0 0 0 1 0 0 1 0 0 0 6 0 0
PROFESSIONALS 33 2 1 0 0 5 0 0 8 3 0 0 14 0 0
TECHNICIANS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 4]
FACULTY 4 0 0 1 0 0 0 0 0 0| © 0 0 0 0
PROTECTIVE SERVICES -1 0 0 0 0 1 0 0 0 0 0 0 0 0 1}
PARA-PROFESSIONALS 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
ADMINISTRATIVE SUPPORT 1 0 0 0 0 1 0 o] 0 0 0 0 0 0 0
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 i
TOTAL 44 2 1 1 0 8 -0 0 - 9 3 0 0 20 0 0 0 0
i
TERMINATIONS !
OFFICIALS/ADMINISTRATORS 1 0 0 0 0 0 0 0 0 0 0 0 1 0 0
PROFESSIONALS 6 0 0 0 0 1 0 0 2 1 0 0 2 0 0
TECHNICIANS 0 0 0 0 0 0 0 Q 0 0 0 0 0 0 0
FACULTY 0 0 0 0 0 0 0 (1] 0 0 0 0 0 0 0

[PROTECTIVE SERVICES "0 0 0 0 0 0o | 0 0. 0 0 0 0 0 0 0
PARA-PROFESSIONALS 0 0 0 0 0 0 0 0, 0 0 0 0 0. 0 0
ADMINISTRATIVE SUPPORT 0 . 0. 0 0 0 0 0 [4] 0 0 0 0 0 1] 0
SKILLED CRAFT 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
SERVICE/MAINTENANCE 0 0 0 0 0 1] 0 0 0 0 0 0 0 0 0

TOTAL 7 0 0 0 0 1 .0 0 2 1 0 -0 | 3 0 0 [ 0

* Not Hispanic or Latino

** Include disabled in appropriate job categories.







APPLICANT REFUSAL OF POSITIONS OFFERED

$§ White (Not Hispanic or Latino)
6 Native Hawahian or Other Pacific Islander (Not Hispanic or Lating)
7 Two or More Races (Not Hispanic or Latino)

R 3
AGENCY: DCYF " DATE: 7/1/18-6/30/18
Wale Femaie
= 5 = =
. Ee B
£EO Total ~ f Number | Number | Number | Number 2 s 753 : i e
Job Categories | Appiicants | Disabled | Veterans | Minority |  Fersale  [T2%) % [aw i % % % B % % % % % e % : %
: o i ks {
Officinke/ C : L L
Manegers €35 " 2 227 o 0% o% |- ] ow | | 0% 0% o% o] o 0% 0% 0% %
Acministrators e - - .
Professionats | 2253 n | e | e 1453 o% |° % ] oow | o% [ 0% 0% o% 0% 0% 0% 0%
. Facury [} .0 o [} [} o% |- o | boew [ 0 .....t‘ c]ew | e |2 o | e | o [ oo 0%
Techricians 109 2 5 50 56 o% o% e [ e |7 ew | ew ool ow b e [ ] o | o% %
Protective . L - . = s R . B
i 127 3 8 57 6 o% on -y | e [ U e B el SRR AL R CR R %
Prote 563 8 1 157 464 % LRI R A N o% 0% % o% 0% | 0%
Administrative- - B - . 5
Support 2160 4 38 867 1778 0% L R S R o% L 0% 0% 0% %
Skiled Craft 0 ° o ] ] ] o% o [ et e [ ew | | o o% |- 0% 0% o%
Senvice 2 o 2 ] -« 1 o | Lo | e Jox| 0% o % % 0% 0%
Maintenance - . ) S ) .
Toms | s | oo | s | 2s0f weme | o fLew }onow e ponfi o e | e ) ew | o | o |em] b | 0% 0 % o ] w
Total Percent: Race/Ethnicity Description: i
Minority: 38.8% 1 Black or African American (Not Hispanic or Latino)
Female: 73.1% 2 Hispanic or Latino
Disabled: 1.6% 3 American Indian or Alaska Native (Not Hispanic or Latino)
Veterans: 26% 4 Asian (Nat Hispanic or Latino)






Annual Action
DEVF Daia: _July 1, 2093-June 38, 2013
comanr LAY vasrs woRePORCE mome G s ecusmer
- T - —n — I
o | !Il.xum..l..l..slll - !I.....!!I..l...lnl..nnndl.!!h! T | e | ez | e | wrme | S2oy femeem]  sme -llll:.ll..l.ﬁnml.._.r.-l:h.! B | ey | rumr | — !i--!.nnl.m...l...-n.ll.lln..... o= -..l.ll...h.nl.l”ﬂll!.l. oz
— | o = i mn| BATE [ satitoens| el
] 2 L] L] o a x 4 L] L] 7 ’ 1 L] 7 L) o
20 *® - - L o 7 125 & k] * & &5 o o = a2 £ L
° o L] L] [ 0 0 o L] a L 0
2 L] a 2 L] ? o 0 T o o L ° 0
2 7 [} o L] [
E-J » *® k4 o
» k2 N_ 2 Ll L] ° 2
[ L) o L)
- 3 2 -4 o = 2
L I R w| s w0 o rlmlw| @l e s e el e s e Jw] =] w] e = El 2 14
P of June 0th, 2018
As of June 30th, 27
Incramses o Dwcremses -
Numsrical projactions, July Tut, 2018 4 Jurve 30th, 2015 for emplaymunt of rinorties. and women.
73.00% Female Appicants. 42.86% Mirority A =Achieved
T 7357% Fermie Hiing 22 65% Whits Furrmle A+ - mAchieved Plus
18.25% White Male N =Did NotAchive
P =Parthly Achieved
393% " plack or African Amarican ("Not Hispanic or Latino) . T
: - TTTBABR " Hisparic or Latime -
. : “__DO0%__— American indian or Alssia Native ("Not Hiepanic or Latino}
; : : ZTT% _ Asian (~Not Mispanic or Latino)
OO0% ___Netive Hawailen or Other Pacific [eiander ("Nat Hispanks.or Latino)
T05%  Two or Move Races ("Net Hisparic or Latino







TATION & GOAL SETTING

DCYF
- WORKFORCE UNDERREPRESENTATION. . AAP HIRING GOALS
Eroc WATNE AERCAN MATWE ANERICAN
ema am ey ety omowER | e ey sl W | Omo | e iraan | e | Soice rE o
a A [ wmE asam v adian
denCumgaries | BMMOTEES | MWOUTY | FRMALS | VITIRAS | DBALED | ooy | umeo | MARS [ e e | weme | macgs | MNORTY | FRAAE | VTIRAS | DOALT | umca [ Lamo | aie | et o MCFE | Macps | WNORTY| PRUME| VITERAS] BAALED | symcan| crumo]| ARSR | ol | owus e
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Paa-
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" JOB GROUP ANALYSIS

SUMMARY

Agency: DCYF DATE: 6/30/2018
Male . Female
1 2 3 4 5 3 7 1 2 3 4 [ 6 -7
Tt e Blask Hisparic AAN Asian Whie NHIOPT Twoer | Black Hispanic AVAN Asian White NHIOPI Twoer
i Toul NHL) or Latine (NHL) (NHL (NHL) (NHL) o Mors (NHL) [ or Latino | (NHLY INHY {NHL} (NHL) Mere
EEO Job Categories Emplayess || Minoriées » % % % % % % % % % % % % % %
) (NHLY . NHL)
Officals/Munagers, Administakars 41 4 10% 1 % o o% o % ° % 1 3% [ o% 0 0% 2 % 1 % ° o% [ o% 2 sa% [ o% o %
Professionals 438 n7 2% = ™ 8 2% 4 1% 4 LY ] % [ o% [ o% as % El ™ [ o% 7 2% E=Y % [ 0% [ ox%
Facutty [ [ oM o | sovm [ #OVA! ° #onvm! s oV T < oovm . o #DNH 2 #DIv/! o sovoh o #DIV! ° WDl [ #oivro! o oV 0 won:
Techniciars ] 1 3% 0 0% [N o% ° o% ] o% 2 7% a o% o |- o o o% [ o% [ 0% 1 3% ° o% [ o% ] o%
Promctive Sarvices. T WREF! #REF 1 4% ° 0% ° o% ] % 3 4% o o% o 0% 1 14% 2 14% o 0% o [ 1 4% Q 0% 'l o%
Pam-Profsssionats 2 8 26% 2 % 1 LY [ o% 2 o 3 = [ o% ° o% 1 % 3 £ 0 o% 0 % 13 8% o 0% [ -o%
Administrative Support 7 4 % ° o% [ 0% [ o% ° o% 0. o% [ o% o o% 2 10% 2 10% [ o% ° o% W7 a1% 0 o% o o%
Sidled Craft [} o #oNvm! o FONO! [ WOV [ L] [ SOV ] SOV ° *Divm o sovm 0 #DIvV/D: o DIV [ #OND [ #DIVD ° #DIvV! 0 *OND! o »OVIY
Service Mainnancs 5 2 amw ° o% o % 0 0% [ ox% 1 ™ o ox ° o% [ o% 2 3% ° o% o o% ) SO% 2 % o o%
GRAND TOTAL S48 WREF! #REF! E] % 1 % 4 1% 8 1T e | == [ o% ° % “ E a ™ 0 o% 8 % 250 % ° o% o o%
NOTE: NHL means Not Hispanic or Latino T
. Race/Ethnic Code :
1 - Black or African American {Not Hispanic or Latino)
2 - Hispanic or Latino
3 - American Indian or Alaska Native (Not Hispanic or Latino)
4 - Asian (Not Hispanic or Latino) -
5- White (Not Hispanic or Latino)
6- Native Hawafian or Other Pacific Islander (Not Hispanic or Latino)
7 - Two or More Races (Not Hispanic or Latino)







Agency: DCYE DATE: 6/30/2018
T Male Female =
1- 2 3 4 5 7 1 4
T Tom) Black Hispanic AVAN Axian Whie Two of Bhck Asan
o NHL) Lating H ) NH (NHL) Moo NH o {NHL)
EEQJob Categories |l oo I porcmia || % [ 9| % [ort=el % | MO 96 | MHD [ 3% ) W) % % % | O % % % % % % %
(NHL)
R

Officals/Managers, Administrators “ . 0% 1 -9 0 % 0 o% [ o% 4| 3% o% 0 0% 2 5% % o% [ o% 5% o% o%

Professionals 43 7 7% 31 Y 9 > “ % 4 % ] 2% o% ] 0% 35 % ™ % 7 % =% 0% o%
Facutty ° [] KDV ° ove | o WO o | sovm o #DIVID! o #OND! DIV [] DIV 0 #DIVAD! #DND! apIVro: o #DIVID! wON/D! WO DIvIO!

Techricans 3 t 0% 0 o% 0 0% [ 0% [} o% 2 % 0% [ o% o o o% o% 1 3% o% o% o%

Protective Services 7 #REF! IREF! 1 14% 0 o% ° o% 0 0% 3 % 0% [ o% 1 14% 4% % [ % 1% o% 0%

Para-Professionals % B 2% J .2 % 1 13 [ 0% H % 3 % 0% ° 0% 1 % % 0% [ % 3% o% o%

Administrative Support =z 4 15% 0 o% ] 0% s | o [ 0% 0 o% 0% ] o% 2 0% 1% o% ] % 81% % o%
Siied Cran [ [ DV 0 L o #DND! [ DIV o woIv! [ oo L1 ) o #o! [ LV *ONV! #OIV/! ° AV sovo #DIVID! o

Service Maintanance € 2 2% [ o% o o% [ o% [ o% L] ™ o% [ o% D o% |% % [} % 2% 0% %

GRAND TOTAL 548 #REF! SREF £ % 10 2% 4 % 6 " 19 2% o% ° o% at ™ ™ % 8 1% D% % o

NOTE: NHL means Not Hispanic or Latino
Race/Ethnic Code :

1 - Black or African American {Not Hispanic or Latino)

2 - Hispanic or Latino

3 - American Indian or Alaska Native (Not Hispanic or Latino)
4 - Asian (Not Hispanic or Latino)
5 - White (Not Hispanic or Latino) -

6 - Native Hawafian or Other Pacific Isiander (Not Hispanic or Latino}
7~ Two or More Races (Not Hispanic or Latino)







JOB GROUP ANALYSIS

EEO JOB Category: Juiy 1, 2017-June30, 2018
. _ﬁ ﬂanm.ﬂ mo_.:n_n
1 2 4 § 4
JoB TITLE GRADE g_nwmw_._rﬂ % VETERANS TGTAL MALE .ﬂﬂﬂ >=u._>u .o....._u_._c ﬂu_u .‘,z.!..i
(ADM FAMILY m.‘o_._._._ummz.m o % =
SERVS' -
ADMIN FINANGIAL- o 0%
MANAGEMENT - -
30_52 OPERATIONS MGMT- 0 %
>_uz__z o_umm>._._ozm.am5 o o
e BiR TRILD <<mcu>_~m” o o
DCYE) - : :
>mw_mq>zq o:_m_".o_" SR
PLANNING. - - il T (TR ° %
ASSISTANT DIRECTOR | .. [#4A. . 1 100%
: lag 0 0%
0 0%
0 0%
0 0%
o 0%
o 0%
o #DIv/0!
0 0%
K 2 20%
CHIEF HUMAN SVS BUS B o 0%
OFFICER . .
CHIEF OF LIGS. 8 REG.. . 0 %
bCYE) - -
CHIEF PROGRAM - o %
DEVELOPMENT _° .
CLN _um<o.:o_.om< OR 0 0%
CHIEF OF m._.>mm |41 0 0%
DEPUTY DIRECTOR 693 ASA 0 0%
o_mmo.—ow DCYF - jsaK 0 0%
EXECUTIVE DIRECTOR | 1 100%
§n..m;m536z o_mﬂow . o 0%
0 - 0%
4 10% 1 ) 14







JOB GROUP ANALYSIS

EED JOB Catwgoey: DATE: ly 20
- - P— T I ) Tormle_
1 2 3 4 k3 s 7 1 2 4 5 ] 7
cmme - ot ooikes | s | % | oo veews waw] N3 1EET AL | S | W [ e ..“....PFI. oSl I ey ocnll [~ W - R ..._..ﬂ.l.
oA . ° o% [} B - : o 1 T e S
288 E:Y ° o% 1 1 R B 1 B z :
s s “ 2% 1 20 1 2. 17 3 a |77 L4
el 1 0 % o | . 1 El
278 7 5 % 2 |1 1 s 1 S
. fa0a . 5 1 % IR EE , « | a4 .
30 4 2 e o |- .. o |2t L2
|2 2 ] s0% ° . 2 o 1 1
e 5 2 40% 3 1 .2 2 1 : 1
15A 2 o o% o : 2 - z
“Tloaa - 1 ° o% 0 1 o A
248 3 2 % ° L 3 1 1 ]
|za 1 [} 0% 1 1 0 ] o
BTN s [ o% ° o s . Ts
T o 2 T 2% [ 3 I ‘2
A, 1 [ o% [ . 1 1
BT 4 =2 =% s a8 = 3 2 F) g |2 1 X
o 3 0 o% [ . 3 3
iES 3 [ 0% 1 R Y 2 T2
288 . 1 [ o% 1 L o L
ek - 1 ° o% ° ' 1 "
e - 1 [ D% ] . 1
Jaa 4 3 75% -2 .z 2 1
B) 20 & 30% 3 7 7 13 3 1
e s o o% 1 g 4 -
" | 1 1 100% 0 ) - 1 1.
1 ) 2 % 2 . 2: 4 il
4 ] o% ° U 4 .
N 20K 1 o 0% 1 : R [
" |resteReDNURSER . A 3 1 % 1 1 2z
 |scHooL socul worker” fota 1 o o% o . E 1 . S
SDC CASE WORKER I~ [24A.. 164 o 25% 1 x 3 1 1 . wa | | o] ] 2]
socwL SERVICE ANALYST - |74 2 ) o% 1 1 Ky 1 S “
ES 5 o o 0 ] ) K
26, 1 o % 1 1 ° ‘L
ETN 3 1 % o a 1 ER
514 13 [ o% 2 5 3 7 3
2 1 % 1 2 1 ) [ .
1 [} o [} . 1 1
” , Y 1| 7 S 4 “a
1 o o% o : R S
- o o o ° B
. [} 0 [} 0 -
CoL 0 ] [ [} e
- ] [ [] ) .o
SUBTOTAL o w | o 4 8 w | = 5 [ 4 e [ o w | s | = [ 7 | = | o







~ JOB GROUP ANALYSIS

EEO JOB Category: Technicians

Male

1 12 | 3 4
Black Hispanic or AUVAN Asian
(NHL) Latino (NHL) (NHL)

, ‘ TOTAL TOTAL 0
JOB TITLE GRADE || empLovees | MINORMES %

CHIEF RESOURCE SPECIALIST ~ [31A || 1 B 100% S

IHUMAN SERVICES FACILITY INSP [17A .~ 2 o | 0% 2 2
0 o [#ovor| 0
0 0 #DIV/0! - 0

o | o [#oivor 0

0 0 #DIV/0! 0

T AR I o | #Divio! 0

0 0 #DIV/O! 0

0 0 #DIV/0! 0

0 0 #DIV/o! || . 0

0 0 #DIV/0! , 0

4 [swsTOTAL oo T 3 1 33% 2 | o 0 0 0
_







JOB GROUP ANALYSIS

DATE: July 1, 2017-June 30, 2018
Female
5 6 7 , 1 2 3 4 5 6 7
White NH/OPI Two or More TOTAL Black Hispanic or Al/AN Asian White NH/OP! Two or More
(NHL) (NHL) Races FEMALE (NHL) Latino (NHL) (NHL) (NHL) (NHL) Races
. . (NHL)

(NHL)







JOB GROUP ANALYSIS

e -
e

EEO JOB Category: Protective Services : ] DATE: July 1. 2017-June 30, 2018

. 1 2 3 4 5 6 7 1 2 3 4 5 8 7
TOTAL TOTAL Black Hispanicor |©  AVAN Asian ‘White NH/OPI | Two or More TOTAL Blagk Hispanic of AUVAN Asian ‘White NHOP! | Two or Mate
OB TITLE GRADE EMPLOYEES | MINORMES % || VETERAN TOTALMAE| - ooy, Latno NHD) L) (NHL) HL) Races FEMALE (NHL) Latno HL) INHL) (NHL) (NHL) Faces
— . : (NHL) L)
SHIET COOR (RITRAINSCHE | .- PN OUREY R R I N O R g T AR
b Rhdeh : Co 7 1. % % 4 -4
YOUTH) oA 14 1 ey

o] 2 #DIV/o! 0

o . o | #pwvor o |- | N S PR

0 #REFI | #REF! o |. | |

sugToTAL. . - < o 7 #REFI | #REF! 4 1 0 0 0 3 0 0 3 1 1 0 0 1 0 0







JOB GROUP ANALYSIS
EEO JOB Category . Para-Professicnals DATE: - July 1, 2017-June 30, 2018 -
Maje I Femaie
_ 1 z 3 3 5 3 7 2 3 ) 3 % 7
Loa R A N L R e R L B IR A ALt o - R N R -t
" (NHL) (NHL)
.or.m,,i_urmsm.z..q>d.02>_,n.m,i 3 1 33% 0 e o
CONFIDENTIAL SECRETARY-(228° [ 1 o 0% | 1
i R N IR | :
ELIGIBILITY TECHNICIAN . {214 .. .| 3 1 3% | 1
mMMﬂMﬂWMM%me B (T 2 1 50% | 1
o 0 0 #oiviot | o
o o - goiviot| o
0 0 sowvor | o
0 0 ) #ovor | o
A DS 0 0 #DIV/O! 0
0 ) #wwvnt | o
0 0 govo | o
o ()} #DIV/O! 0
) 0 #oiviot| o j
0 o #ovol | o ‘
o | o vl o
0 0 soivior| o
o 0 o #DIvVOl [ O
: 0 0 sowviol| o
o 0 0 oot | o _
fsusToTaL 34 9 2 6% | 18







July 1, 204 7~June 30, 2018

EEO JOB Category Administrative Support i DATE:

Ainn White NHOP!  { Twoor More
{NHL) (NHL) MHL Ruces
(NHL)

] TOTAL TOTAL Back | Hispanic AUAN Asan White WHIOP! | Two or Mo TOTAL
JOB TINLE GRADE EMPLOYEES | MiNORIES || OISABLED % [ToTAMAEL o et NHL) HY (NHL (NHL) oty Iirdier
(NHL) :

CLERK SECRETARY. " |16A - - 3 0 1] o% o . .- 11 R S 3

DATACONTROLCLERK - | [18a - { 4 0 0% o | o s sl e

INFORMATION SERVICES | -on - . SN U EURETI R RN BESERN I
PR I L T 0 0% o |. o N S P I
4

LCENSINGADE © | fisa . | 4 | 1 N

_mxmocd,mﬁm_,ma\,ﬁ Cilma ol 1 e N R R DR R A

PRIN. PREAUDIT CLERK - [ [144 2 1 50% 0

'SR WORD PROCESSING - 1=
Ieveist SR a0 s 1 20% 0

0 ] sorvior |0 [ e T e e T e

0 0 eovord oo |- e e e

) ) sovor ] o Lo 1 T e

0 0 ovor| o | b L T s e

0 0 #DIV/O! ]

1} 0 #DIV/O! o -

0 0 v #DIV/D! "]
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0 0 sovor| o I | o T N

0 0 ooverf o [ b o o} )

0 0 sovor| o - f e H ] R
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0 o sovor| o ool L] S o

1] [ #DIV/O! 1]

0 0 #goivor| o |-

o | o - ovor] o |l e o ALY e

0 0 ovol | o L T —

,...m:m._.d.;r_.. o o P 21 4 1 19% 0 0 0 0 0 0 0 0’ 21 2 2 | o 0 17 0 0







