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TITLE 28
Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy — Annual reports — Applicability to collective bargaining agreements. — (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 nonclassified 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. All policies, programs, and activities of state government are periodically reviewed and revised to assure
their fidelity to this policy.

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

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

SECTION 28-5.1-2

§ 28-5.1-2 State equal opportunity office. — (a) There shall be a state equal opportunity office. This office, under
the direct administrative supervision of the director of administration/human resources, reports to the governor and
to the general assembly on state equal opportunity programs. The state equal opportunity office is responsible for
assuring compliance with the requirements of all federal agencies for equal opportunity and provides training and
technical assistance that 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 issues those 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.

SECTION 28-5.1-3

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

(b) Each state department or agency, excluding the legislative branch of state government, annually prepares 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 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 are submitted to and are subject to review and approval by the state equal opportunity office.

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office shall be withdrawn and amended according to equal opportunity office criteria, in order to attain positive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

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

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

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

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

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

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

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

SECTION 28-5.1-3.1

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

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

SECTION 28-5.1-3.2

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

(b) Whenever the equal employment opportunity administrator initiates a complaint. he or she shall issue and serve
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 to the notice and appear at a hearing at a time
and place specified in the notice. The equal employment opportunity office shall follow its lawfully adopted rules
and regulations concerning hearings of discrimination complaints.

(c) The equal employment opportunity office has the power, after hearing. 1o issue an order requiring a respondent
to a complaint to cease and desist from any unlawful discriminatory practice and-or to 1ake any affirmative action,
including, but not limited to, hiring, reinstatemnent. transfer, or upgrading employees. with or without back pay, or

dismissal, that may be necessary to secure compliance with any applicable affirmative action plan or with state or

federal law. : : '

(d) A final order of the equal employment opportunity office constitutes an “order” within the meaning of § 42-35-
1(j); is enforceable as such an order; is 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. — Each appointing authority shall review the recruitment,
appointment, assignment. upgrading, and promotion policies and activities for state émployees without regard to
race, color, religion, sex, age, national origin, or disability. All appointing authorities shall hire and promote
employees without discrimination. Special attention shall be given to the parity of classes of employees doing
similar work and the training of supervisory personnel in equal opportunity/affirmative action principles and
procedures. Annually. each appointing authority shall include in its budget presentation those necessary programs,
goals and objectives that will improve the equal opportunity aspects of their department's employment policies. Each
appointing authority shall make a monthly report to the state equal opportunity office on persons hired, disciplined,
terminated, promoted, transferred. and vacancies occurring within their department.

SECTION 28-5.1-5

§ 28-5.1-5 Personnel administration. |Effective January 7, 2003.]. - (a) The office of personnel administration of
the department of administration prepares 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 take positive steps to insure that the entire examination and testing
process, including the development of job specifications and employment qualifications, is free from either
conscious or inadvertent bias, and shall 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. The division of budget shall indicate in the annual personnel supplement
progress made toward the achievement of equal employment goals. The division of purchases shall cooperate in
administering the state contract compliance programs. 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 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, at its own initiative or upon a complaint, shall bring charges of
discrimination against those agencies and the personnel of those agencies who fail to comply with the applicable
state laws and this chapter. This commission also has the power to order discontinuance of any departmental or
division employment pattern or practice deemed discriminatory in intent by the commission. after a hearing on the
record, and may seek court enforcement of such an order. The commission shall utilize the state equal opportunity
office as its liaison with state government. The Rhode Island commission for human rights is authorized to make any
rules and regulations that it deems necessary to carry out its responsibilities under this chapter, and to establish any
sanctions that may be appropriate within the rules and regulations of the state

SECTION 28-5.1-7

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

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

SECTION 28-5.1-8

§ 28-5.1-8 Education, training, and apprenticeship programs. — (a) All educational programs and activities of
state agencies, or in which state agencies participate, shall be open to all qualified persons without regard to race,
color, religion, sex, sexual orientation, gender identity or expression, national origin, or disability. These programs
shall be conducted to encourage the fullest development of the interests. aptitudes, skills, and capacities of all
participants. . :

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

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

SECTION 28-5.1-9

§ 28-5.1-9 State employment services. — 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
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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. The agencies shall advise the commission for human rights
promptly of any employers, employment agencies, or unions suspected of practicing unlawful discrimination. They
shall assist employers and unions seeking to broaden their recruitment programs to include qualified applicants from
minority groups. In addition, the department of labor and training, the governor's commission on disabilities, the
advisory commission on women, and the Rhode Island economic development corporation shall fully utilize their
knowledge of the labor market and economic conditions of the state, and their contacts with job applicants,
employers, and unions to promote equal employment opportunities, and shall require and assist all persons within
their jurisdictions to initiate actions which will 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 those rules, regulations, and compliance
reports that require of contractors of this state the same commitment to equal opportunity that prevails under federal
contracts controlled by federal executive orders 11246, 11625 and [1375. Affirmative action plans prepared
pursuant to these rulés and régulations shall be reviewed by the state equal opportunity office. The state equal
opportunity office shall prepare a comprehensive plan to provide compliance reviews for state contracts. A
contractor's failure to abide by the rules, regulations, contract terms, and compliance reporting provisions as
established is ground for forfeitures and penaities that will be established by the department

SECTION 28-5.1-11

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

SECTION 28-5.1-12

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

SECTION 28-5.1-13

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

SECTION 28-5.1-14

§ 28-5.1-14 State licensing and regulatory agencies. — State agencies shall not discriminate by considering race,
color, religion, sex. 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
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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 such disciplinary action that is consistent with the legal anthority and
rules and regulations of the appropriate licensing or regulatory agency. State agencies which have the authority to
grant, deny, or revoke licenses or charters will cooperate with the state equal opportunity office to prevent any
person, corporation, or business firm from discriminating because of race. color, religion. sex, age, national origin,
or disability or from participating in any practice which may have a disparate etfect 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 these 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 hereafter 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 nondiscrimmation 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 etfect. )

SECTION 28-5.1-17

§ 28-5.1-17 Utilization analysis. — (a) The personnel administrator. in consultation with the equal employment
opportunity administrator within the department of administration. shall annually conduct a utilization analysis of
positions within state government based upon the annual review conducted pursuant to §§ 28-5.1-3 and 28-5.1-4. 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. through the director of administration, directs
the head of the department where the underrepresentation and/or underutilization exists to establish precise goals
and timetables and assists in the correction of each deficiency, to the extent permitted by law and by collective
bargaining agreements. The initial analysis is directed toward service oriented departments of the state, state police,
labor and training, corrections, children, youth. and families, courts, transportation. and human services. The equal
employment opportunity administrator shall be consulted in the selection process for all positions certified as
underrepresented and/or underutilized and reports the results of progress toward goals to the governor and to the
general assembly by January 31 and July 31 of each year. ’

(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. 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. Consistent
with § 28-5.1-6, the Rhode Island commission for human rights has the power to order discontinuance of any
department or division employment pattern or practice deemed discriminatory in intent or result by the commission.
The equal opportunity administrator notifies the commission of reports and results under this chapter and acts as the
commission's liaison with state government.



TITLE 28
L.abor and Labor Relations

CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-41.1

§ 28-5-41.1 Right to fair employment practices — Gender identity or expression. ~ Whenever in this chapter
there shall appear the terms "race or color, religion, sex, handicap. age. country of ancestral origin, or sexual
orientation” there shall be inseried immediately thereafter the words "gender identity or expression."
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STATE EXECUTIVE ORDERS

EXECUTIVE ORDER #05-01

Prevention of Sexual Harassment in State Government

EXECUTIVE ORDER #95-11

Establishes the Sexual Harassment Policy for units in State Government

EXECUTIVE ORDER #92-2

Compliance with the Americans with Disabilities Act

EXECUTIVE ORDER #92-4

Re-establishes the Minority Business Enterprise Program

EXECUTIVE ORDER #93-1

Equal Opportunity and Affirmative Action Policy for units in State Government

EXECUTIVE ORDER #85-16

Designates the State 504 Coordinator to create policies, practices and programs
regarding accessibility of State buildings and properties to handicapped persons

EXECUTIVE ORDER #86-10

Establishes the Refuge Policy for the State



State of Rhode Island and Providence Plantations
State House
Providence, Rhode Island 02903-1196
401-222-2080

Donald L. Carcieri

Governor

EXECUTIVE ORDER
 05-01
January 17, 2005

PROMOTION OF EQUAL OPPORTUNITY AND
THE PREVENTION OF SEXUAL HARASSMENT IN STATE GOVERNMENT

WHEREAS, there is a compelling interest in the promotion and achievement
of equal oppormuniry; 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, natonal origin, veteran status, marital status, sexual
orientaton, gender idenary, or the presence of a sensory, mental, or physical
disabiliry; and '

WHEREAS, the preventon and eliminaton of discrimination and sexual
harassment requires continued action to ensure that all employment opportunities
. existng in or through state government are available to all qualified individuals;

and

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



Executive Order 05-01
January 17, 2005
Page 2

NOW, THEREFORE, I, DONALD L. CARCIER], 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
corporatons of state government (Agencies”) are responsible for ensuring that all
aspects of state programs for which they manage are available without
discrimination or sexual harassment. ’

2. Pursuant to all applicable Federal and State law, all Agencies are to develop,
promote, MoNitor, implement, and maintain equal employment opportunity
policies and practices thar:

a) do not discriminate against any employees or applicants for state
employment in all aspects of employment including contract
procurement and service delivery,

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

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

—

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

3. All Agency Directors shall designate an individual as the Agency’s Equal
Employment Opportunity Officer and American with Disabilities Act Coordinator
 (the Officer). Such Officers, with the assistance of the State Equal Opportunity
Office (EQO) as set forth in Title 28, Chapter 3.1 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 Tide 28, Chapter 5 1-2.

All Agency Officers shall annually artend 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
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Executive Order 05-01
January 17, 2005
Page 3

Diversity Advisory Coundil as established by Executive Order 05-02 and the State
EOO to conduct a semi-annual review and evaluation of hiring/promotion activity
within their unit. ' ‘ ' '

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

4 All Agendies shall comply with Federal laws pertaining to the promotion of
equal oppormuniry for all qualified individuals and the prevention of sexual
harassment including but not limited to the following provisions:

= Title VI of the Civil Rights Act of 1964, as amended, that prohibits
employment discriminaton on the basis of race, color, religion, sex or
nadonal origin; i : _

» the Age Discrimination in Employment Act of 1967, as amended, that
prohibits émployment discrimination against individuals 40 years of age or
older; '

s the Equal Pay Act of 1963 that-prohibits discrimination on the basis of
~gender in compensation for substandally similar work under similar
conditions; '

s Tide I of the Americans with Disabilines Act of 1990, as amended, that —
prohibits employment discrimination on the basis of disability in both the
public and private sector, excluding the federal government;

s the Civil Rights Act of 1991, as ameénded, that provides for monetary
damages in case of intentional discrimination;.

s Secton 501 of the Rehabilitation Act of 1973, as amended, that prohibits
_ employment discrimination against federal employees with disabilities;
s Title IX of the Education Act of 1972, as amended; that forbids gender

discrimination in educarion programs, including athletics that receive federal
dollars; '

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

=. 38 US.C. 4212 Viemmam Era Veterans Readjustment Assistance Act of 1974,
as amended that prohibits job discrimination and requires affirmarive action
to employ and advance in employment qualified Vietnam era veterans and
qualified special disabled veterans. A
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Executive Order 05-01
January 17, 2005
Page 4

5. All Agendies of Rhode Island State Government shall also comply with State-
Jaws pertaining to the promotion of equal opportunity for all qualified individuals
and the preventon of sexual harassment including but not limited to Artide 1,
Secrion 2 of the Rhode Island Constitution; all applicable provisions of Rhode
Island General Laws Chapter 5 through 6, and Chapter 51 of Tite 28. These
starutes require Fair Employment Practices regardless of race, color, religion, sex,
sexual orientation, gender identty, expression, disability, age, or country of origin;
positive acton 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 Tide 28, Chapﬁ:r 5 .i, 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 Tide 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 Tide 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 Genéral Laws Tite 42, Chaprter 51, the
Governor’s Commission on Disabilides shall be responsible for assuring compliance
with State and Federal laws and all applicable provisions.of this Executive Order.

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

11.  Pursuant to Rhode Island General Laws Title 28-5.1-5 and Tide 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 Tide 28-5 .1-3.1 each Agency of

Srate Government is responsible for assuring compliance with all applicable
provisions of this Executve Order. ‘

-12-



Executve Order 05-01
January 17, 2005
Pagé 5

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

Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, RI 02908

Tel (401) 222-3090; Fax (401) 922-6391; TTD (401) 222-6144

Rhode Island Commission for Human Rights

180 Westminster Street, 31d Floor

Providence, RI 02903

Tel (401) 222-2661; Fax (401) 222-2616; TTY (401) 222-2664

Governor's Commission on Disabilities

41 Cherry Dale Court

Cranston, RI 02920 _

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

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

Donald L. Carcieri

Dared: January 17, 2005

-13-



PUBLIC LAW 97-118

AN ACT

RELATING TO SEXUAL HARRASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE

CHAPTER 51

SEXUAL HARRASSMENT. EDUCATION AND TRAINING IN THE WORKPLACE

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

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

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

(b) Every employer shall:
(1) adopt a policy against sexual harassment which shall include:
(i) a statement that sexual harassment in the workplace is unlawful,

(ii) a statement that it is unlawful to retaliate against an employee for filing a complaint
of sexual harassment or for cooperating in an investigation of a complaint for sexual
harassment:

(iii) a description and examples of sexual harassment;

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

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

(vi) the identity of the appropriate state and federal employment, as amended,
discrimination enforcement agencies, and directions as to how to contact such
agencies as amended.

(2) provide to all employees a written copy of the employer’s policy against sexual
harassment: provided. however. that a new employee shall be provided such a copy at the
time of his or her employment.

-14-



(c) Employers are encouraged to conduct an education and training program for new employees
and members, within one (1) year of commencement of employment or membership, which
includes at a minimum the information set forth in this section. Employers are encouraged to
conduct additional training for new supervisory and managerial employees within one (1)
year of commencement of employment which shall include at a2 minimum the information set
forth in subsection (b), the specific responsibilities of supervisory and managerial employees
and the methods that such employees should take to ensure immediate and appropriate state
agencies are encouraged to cooperate in making such training available.

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

§ 28-51-3. Education and training programs. — Employers are encouraged to conduct an
education and training program on sexual harassment consistent with the aims and purposes of’

this chapter for all employees, including, but not limited to the supervisory or managerial
personnel, on or before September 1, 1997.

(2003)
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State of Rhode Island
SEXUAL HARASSMENT GUIDELINES

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 1o
such conduct is made either explicitly or implicitly a term or condition of an individual 's
employment. (2) submission [0 or rejection of such conduct by an individual is used as
the basis for emplovment 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 whethér alleged conduct constitutes sexual harassment, the State
Equal Opportunity Office will look at the record as a whole and at the totality of the
circumstances. such as the nature of the sexual advances and at the legality of a
particular action. A determination of what constitutes sexual harassment will be made
from the facts. on a case-hy-case basis.

The appoiniing authorify is responsible for the acts of its agents and supervisory
emplovees with respect 1o sexual harassment, regardless of whether or not the specific
acts complained of were unthorized or even forbidden by the appointing authority and
regardless of whether or not the appointing authority knew or should have known of their
occurrence. The State Equal Opportunity Office will examine the circumstances of the
particular employment relationship and the job functions performed by the individual in
determining whether or not the individual is serving in either a supervisory or agency
capacity.

With respect 1o persons other than those mentioned in the previous paragraph, an
appointing authorin: is responsible for acts of sexual harassment in the workplace where
that appointing authorin: or ils agenis or supervisory employees knew or should have
Jnown of the conduct  An uppointing authority may rebut apparent liability for such acts
by showing that it took immediate and appropriate corrective action. ‘

Prevention is the hest tool for the elimination of sexual harassment. An
appointing authority should 1uke all steps necessary.lo 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 und how 1o raise the issue of harassmeni and developing methods 10
sensitize all concerned

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

R1 STATE EQUAL OPPORTUNITY OFFICE
ONE CAPITOL HILL PROVIDENCE, RI 02908-5865
PHONE (401) 222-3090 FAX (401)222-2490 Ri Relay: 711
Revised (2005)
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DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN RESOURCES

STATE EQUAL OPPORTUNITY OFFICE

GUIDELINES FOR UNBIASED WORK ENVIRONMENTS

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

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

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

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

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

Any unwelcome sexual advances. requests for sexual favors and other verbal and
physical conduct of a sexual nature is unlawful sexual harassment when the response or
reaction to the advances or requests are 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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Division of Human Resources
Office of Personnel Administration
State Equal Opportunity Office

RACIAL/ETHNIC DESIGNATIONS
MINORITY GROUP

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

BLACK/AFRICAN AMERICAN (not of Hispanic Origin): All persons.having origins
in any of the Black Racial Groups of Affrica. o
HISPANIC/LATINO: All persons of Mexican, Puerto Rican, Cuban, Central or South
American or other Spanish culture or origin, regardless of race. Only those persons of
Central or South American Countries who are of Spanish origin, descent or culture
should be included in this classification. Persons from Brazil, Guyana, Surinam or
Trinidad, for example, would be classified according to their race and would not
necessarily be included in the Hispanic classification. In addition, this classification does
not include persons from Portugal who should be classified according to race.

ASIAN OR PACIFIC ISLANDER: All persons having origins in any of the original
peoples of the Far East, Southeast Asia, the Indian Subcontinent or the Pacific Islands.
This area includes, for example, China, Japan, Korea, the Philippine Islands and Samoa.
The Indian subcontinent takes on the countries of India, Pakistan, Bangladesh, Sri Lanka,
Nepal, Sikkim and Bhutan.

AMERICAN INDIAN OR ALSKAN NATIVE: A person having origins in any of the
original peoples of North America and who maintain cultural identification through tribal

affiliation or community recognition.

WHITE (not of Hispanic origin): All persons having origins in any of the original
peoples of Europe, North Africa, or the Middle East.

Standards adopted by the United States Equal Employment Oppeortunity
Commission and the Office of Federal Contract Compliance Program.

-18-
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DEPARTMENT OF CORRECTIONS

The purpose of the Rhode Island Department of Corrections is best
described by the departmental Mission Statement, which states:

“The mission of the Rhode Island Department of Corrections (RIDOC) is
to contribute to public safety by maintaining a balanced correctional
system of institutional and community programs that provide a range of
control and rehabilitative options for criminal offenders. “

The following are the Department of Corrections Guiding Operational
Philosophy statements':

1. We shall maintain appropriate safe, secure, and humane correctional
environments while providing for community-based management,
supervision, and intervention services for criminal offenders.

2. \We shall demonstrate the highest ethical and professional standards in
all our operations.

3. We are accountable to the public for our operations and shall maintain
cooperation and open communications with law enforcement agencies,
governmental entities, and members of the community.

4. We seek to foster a spirit of teamwork, unity, and dedication. We
actively strive to maintain a diverse and culturally aware workforce.
We shall provide staff with opportunities for personal and professional
growth through staff development, recognition of staff achievements,
and encouragement.

5. Outcomes need to be measured; the results should direct policy and
planning.

The activities of the Corrections Department are organized to fulfill this
mission. The Department provides a comprehensive correctional program
for all adult offenders requiring incarceration or other forms of supervision.
The population under departmental jurisdiction includes all pretrial
detainees, sentenced inmates and offenders on probation, parole, and
home confinement.

! from RIDOC Policy # 1 .02-1, revised 12/01/2003

-20-



PART IIT

PLAN ADMINISTRATION



RHODE ISLAND DEPARTMENT OF CORRECTIONS

POLICY AND PROCEDURE
POLICY NUMBER: | EFFECTIVE DATE:
3.03-4A DOC 04/28/05 PAGE 1 OF 17
SUPERCEDES: DIRECTOR:
3.03-3 DOC and )
3.03-4 DOC (eff. L)
SECTION: SUBJECT:
PERSONNEL EQUAL EMPLOYMENT
OPPORTUNITY/AFFIRMATIVE
ACTION

AUTHORITY: Rhode Island General Laws (RIGL) § 42-56-10(22), Powers of the
director; § 28-5.1-1 et seq., Equal opportunity and Affirmative Action; § 28-5-1 et. seq.,
Fair Employment Practices; § 36-4-1 et. seq., State Merit System Law; Americans with
Disabilities Act of 1990; Executive Order 05-01, Promotion of Equal Opportunity and
the Prevention of Sexual Harassment in State Government; Veterans' Employment
Emphasis Under Federal Contracts 38 U.S.C. §4212,§29 U.S.C., § 794, Nondiscrim-
ination under Federal grants and programs; State Personnel Rules and Regulations,
PR-3.092 - 3.096; Rhode Island Constitution Article 1, Section 2

REFERENCES: ACA Standards # 3-4053 (Equal Employment Opportunity); 3-4053-1
(Reasonable accommodation); RIDOC policy # 3.06-2 DOC, Selection, Retention, and
Promotion; 3.05-4 DOC; Sexual Harassment; 3.22 DOC, Union Representation in
Employee Investigatory Interviews; 3.29 DOC, Workplace Conflict/V iolence;
Executive Order 05-02, Promotion of a Diverse State Government Workforce

INMATE / PUBLIC ACCESS? X YES
AVAILABLE IN SPANISH? , X NO
L PURPOSE:

To specify guidelines and procedures for administering a program of equal employment

opportunity and affirmative action consistent with all governing Federal and State

statutes, rules, regulations, and executive orders. o _
RECEIVED

g APR 28 2005
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3.03-4A DOC 04/28/05
Equal Employment Opportunity/Affirmative Action Page 2 of 17

I. POLICY:

A. The Rhode Island Department of Corrections (RIDOC), in accordance with Rhode
Island General Law §28-5.1-1 et seq. has established an Equal Employment
Opportunity/ Affirmative Action policy. This policy applies in all areas where the
Department dollar is spent.

B. RIDOC does hereby reaffirm its policy of equal employment opportunity for all
qualified applicants and employees regardless of race, color, creed, religion, age,
sex, ethnicity, national origin, veteran status, marital status, sexual orientation,
gender identity, or the presence. of a'sensory, mental, or physical disability, or other
status protected by law. All programs, training, activities, management practices,
all phases of employment——including recruitment, selection, retention, placement,
salary/wage, leave, lay-offs, transfers, recall from lay-offs, promotions, and
discipline—and all other personnel actions by RIDOC are administered in a manner
consistent with the intent of this policy-

C. RIDOC, in accordance with Executive Order 05-01 (Promotion of Equal
Opportunity and the Prevention of Sexual Harassment in State Government),
reaffirms its commitment to demonstrating positive results in the employment,
appointment, and delivery of services to racial /ethnic minorities, women, and the
handicapped. In addition, RIDOC continues to strive to prevent and eliminate
harassment, sexual harassment, or discrimination by supervisors or co-workers on
the basis of race, color, creed, religion, age, sex, ethnicity, national origin, veteran
status, marital status, sexual orientation, gender identity, or the presence of a
sensory, mental, or physical disability or other status protected by law.

D. Al managers and supervisors, and ultimately the Corrections Director, are directly
responsible for the implementation of this policy.

. PROCEDURES:

A, Equal Employment Opportunity _Officer and Americans With Disabilities
Coordinator:

An Equal Employment Opportunity Officer and Americans with Disabilities
Coordinator (hereinafter referred to as EEOO/ADA Coordinator) is appointed by
the Corrections Director. S/he reports to the Director or designee. The
EECO/ADA Coordinator assists in the annual development, semi-annual review,
and enforcement of RIDOC's Affirmative Action Plan and oReBIT cBrfftRey to

N APR 28 1005
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3.03-4A DOC 04/28/05
Equal Employment Opportunity/Affirmative Action Page 3 of 17

equal employment opportunity/affirmative action. (For specific duties of
EEOO/ADA Coordinator, see sections M.C.and D.)

1. The designated EEOO/ADA Coordinator shall annually attend one (1)
Equal Employment Opportunity Training Session.

B. State Equal Opportunity Office Liaison:

The State Equal Opportunity Office of the Rhode Island Department of
Administration assigns an Equal Opportunity Officer as Liaison to RIDOC. S/he
serves as a resource and advisor to RIDOC in all matters pertaining to Equal
Employment Opportunity and Affirmative Action, including the development,
review, and enforcement of RIDOC's Affirmative Action Plan and overall
commitment to equal employment opportunity/affirmative action.

C. Equal Opportunity Advisory Committee:

An Equal Opportunity Advisory Committee (hereinafter referred to as the
Committee) is established, consistent with State Equal Opportunity Office policy.
The Committee is responsible for assisting in the preparation and review of
RIDOC's Affirmative Action Plan, as well as making recommendations to the
Director or designee regarding improvements to RIDOC's ongoing equal
employment opportunity/ affirmative action efforts.

1. Application Process:

a. Membership is voluntary.

b. RIDOC's EEOO/ADA Coordinator informs all managers of the
application period. Managers are responsible for disseminating this
information to all subordinates.

C. Interested persons complete Equal Opportunity Advisory Committee
Application Forms (Attachment 1), available from RIDOC's Office of
Human Resources, and forward them to the EEOO/ADA
Coordinator.

d. The EEOO/ADA Coordinator sends a consolidated list of Committee
applicants to the Director or designee for review and approval.

-23-



3.03-4A DOC

04/28/05

Equal Employment Opportunity/ Affirmative Action : Page 4 of 17

Once approved, the EEOO,/ADA Coordinator sends a memorandum
to all managers and Committee members informing them of
Comumittee appointments.

2. Membership:

a.

b.

The members of this Committee serve 2-year terms.

Memberships are not limited to any specific number of terms.
Interested employees may reapply for membership as often as they
desire.

Committee members may be removed by the Corrections Director for
reasons including, but not limited to, those found in the Committee’s
by-laws.

3. Functions/Duties:

d.

The EEOO/ADA Coordinator, and the State Equal Opportunity
Officer Liaison serve as resources and advisors to the Comimittee.

The Committee confers with the Director or designee, the
EEOO/ADA Coordinator, and the State Equal Opportunity Officer
Iiaison on all matters pertaining to Equal Opportunity and
Affirmative Action.

The Committee elects a Chairpersorn, whose duties include

maintaining order, assuring fair participation from all members, and
ensuring the Committee adheres to the agenda.

The Committee elects a Secretary, who is responsible for preparing
and distributing an agenda prior to each meeting and maintaining
minutes of meetings.

(1) The Secretary sends meeting minutes fo all Committee
members, the State Equal Opportunity Office, and Corrections
Director.

The Comimittee convenes as required to develop an Affirmative

Action Plan in accordance with RIGL § 28-5.1-1 et seq. and State
Equal Opportunity Office guidelines, evaluate the progress of the
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goals/ objectives stated in the Plan, and discuss any other equal
opporttnity issues within RIDOC which may impact the Affirmative
Action Plan. (See section ILE., Affirmative Action Plan.)

D. Comprehensive Equal Opportunity /Affirmative Action Program:

RIDOC's Affirmative Action Committee and EEOO/ADA Coordinator are
responsible for developing, implementing, and monitoring a comprehensive Equal
Opportunity and Affirmative Action Program. In accordance with State Merit
System Law and Personnel Rules and Regulations, and in keeping with the
goals/objectives of the Affirmative Action Plan, RIDOC takes affirmative steps to
recruit and refer members of protected groups for Departmental vacancies.

1.

The EEOO/ADA Coordinator, in consultation with the Equal Opportunity
Advisory Committee, is responsible for developing RIDOC's Affirmative
Action Plan, as described in section 1L E., below.

In addition, the EEOO/ADA Coordinator is also responsible for:

a. Posting notices of training sessions and encouraging employees t0
participate.

b. Publicizing internally the State's policy and procedures for
processing discrimination grievances.

C. Investigating discrimination complaints and following them through
to satisfactory resolutions.

d. Counseling employees regarding  their equal employment
opportunity/affirmative action rights and responsibilities under
governing Federal and State statutes, as well as RIDOC policies and

procedures.
e. Serving as a Tresource for employees regarding upward
mobility /career ladders.

£. Notifying the State Equal Opportunity Office Liaison of all job
vacancies.
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g. Reviewing Federal and State equal opportunity laws, rules and
regulations to ensure compliance in all phases of employment
activities.

h. Communicating/reporting weekly, monthly, and quarterly to the
State Equal Opportunity Office, R.I Department of Administration,
regarding personnel actions, including persons hired, disciplined,
terminated, promoted, transferred, and vacancies occurring within
the Department.

E. Affirmative Action Plan:

1.

RIDOC prepares an annual Affirmative Action Plan (AAP), in accordance
with the criteria and deadlines set forth by the State Equal Opportunity
Office, R1. Department of Administration.

a. All managers and supervisors are responsible for working with the
Department'’s Equal Opportunity Advisory Committee, Office of
Human Resources, the State Equal Opportunity Liaison, and the
EEOO/ADA Coordinator in the development of goals and timetables
for affirmative actions.

The responsibility for coordinating the overall AAP rests with the
EEOO/ADA Coordinator and Equal Opportunity Advisory Comunittee.
S/he will:

a. Develop a policy statement and AAP based on the current work force
analysis, which is provided by the Office of Human Resources.

b. jIvmplemem: and monitor the AAP.

C. Monitor and evaluate the AAP on an ongoing basis for attainment of
goals/objectives. '

d. Make suggestions to the Director or designee regarding possible
improvements to the Department's equal employment oppor-
tunity/ affirmative action efforts.

The Committee convenes as required to develop the Department's AAP in

accordance with RIGL §28-5.1-3 and State Equal Opportunity Office
guidelines.
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a. The Department's EEOO/ADA Coordinator and the State Equal
Opportunity Office Liaison regularly attend Committee meetings and
serve in a resource and advisory capacity.

Once the AAP is developed, the Committee Chairperson submits a draft of
the AAP to the Director or designee for review and approval.

a. The Director retains ultimate responsibility for the contents of the
AAP and may override the Committee's recommendations/decisions
at any time.

In accordance with RIGL §28-5.1-3 and State Equal Opportunity Office
guidelines, the Department's AAP for the upcoming fiscal year is submitted
to the State Equal Opportunity Office and the State House Fiscal Advisor. In
addition, a copy of the AAP is forwarded to the Speaker of the House's
Office, as directed annually by the State Equal Opportunity Office.

a. In accordance with RIGL §28-5.1-3, the FEvaluation portion of the
AAP contains sufficient data so as to enable the State Equal
Opportunity Office and the House Fiscal Advisor to determine
whether RIDOC has attained the hiring goals contained in its AAP
for the previous fiscal year.

The Committee continues to meet as required to prepare and submit (a)
progress report(s) to the Director or designee on the attainment of
goals/objectives stated in the Affirmative Action Plan.

F. Formal Grievances/Complaints Regarding Discrimination:

1.

* RIDOC accepts cdmplaints‘ and employee grievances regarding issues of

harassment, sexual harassment, or discrimination that are based on race,
color, creed, religion, age, sex, ethnicity, national origin, veteran status,
marital status, sexual orientation, gender identity, or the presence of a
sensory, mental, or physical disability, or other status protected by law.

It is an employee's or applicants prerogative to file either an internal
(RIDOC) complaint or one with an appropriate external agency.

For procedures relating to complaints of sexual harassment, please see
policy 3.05-4 DOC, Sexual Harassment, or its successor.
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4. For procedures relating to complaints that do not relate to stafus in a
protected class, please see policy 3.29 DOC, Workplace Conflict/Violence, or
its successor.

5. Internal Complaints

a. The aggrieved employee may opt to submit a written complaint to:
(1) his/her immediate supervisor; or

(2)  next level in the chain of command (if complaint is against
immediate supervisor); or

(3)  Department’s EEOO/ADA Coordinator.

b. Applicants (i.e., persons not already employed by the RIDOC) must
file (internal) complaints with RIDOC’s EEOO/ADA Coordinator.

C. While initial notification may be verbal, written reports are required
of all complainants and witnesses, as SOOR as practicable.

d. Any supervisor or manager who receives a complaint must take
preventive or corrective action without delay, to include
recommending disciplinary action.

e. The supervisor/manager who receives such a complaint notifies the
facility /unit manager(s) unless that manager is the accused.

f. The Associate Director of Human Resources, the Executive Counsel,
and/or their designees assist supervisors/managers, as requested.

g The supervisor/manager shall conduct an investigation into the
alleged incident/conduct.

(1)  Reference policy 322 DOC, Union Representation in
Employee Investigatory Interviews or a successive policy.

(2)  Reference policy 3.27 DOC, Supervisor/Manager Response to

Complaints of Alleged Discrimination, Sexual Harassment,
Workplace Conflict, and/or Violence or a successive policy.
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6. External Complaints

a Once a complainant files a formal complaint with an external agency
(such as the RI Commission for Human Rights), that external agency
notifies RIDOC of the complaint, and RIDOC cooperates with the
external agency in an attempt to resolve the issue. The external
agency is the higher authority relative to the final legal resolution of
the complaint. Any communications relative to the filing of external
complaints shall be forwarded to RIDOC’s Office of Legal Counsel.

b. Said complaint may be filed formally with any one of the following
agencies external to the Department:

(1)  The Rhode Island Department of Administration's State Equal
Opportunity Office, One Capitol Hill, Providence, Rhode
Island, 02908 within ten (10) working days from the
knowledge of the alleged incident of discrimination, unless
the discrimination is ongoing.

(a) Complainant files by completing the Office of
Personnel Administration's Complaint Information
Form, RIEOO-03-87 Revised 2003 (Attachment 2),
available from the State Equal Opportunity Office or
the Department's Office of Human Resources.

(2) The Rhode Island Commission for Human Rights, 180
Westminster Street, 3¢ Floor, Providence, Rhode Island, 02903
(401) 222-2661.

(a) - Complainant contacts the Commission for Human
Rights via telephone. An Information Officer takes the
complaint over the telephone and forwards a
Discrimination Questionnaire to the complainant.

(3)  Governor’s Commission on Disabilities, 41 Cherry Dale
Court, Cranston, Rhode Island, 02920. Telephone number
(401) 462-0100, fax number (401) 462-0106, TTY (401) 462-
0101.
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(4)  The Federal Equal Employment Opportunity Commission
(EEOC), Boston Area Office, JFK Federal Building, Room 475,
Boston, Massachusetts, 02203 (617) 565-3200 or 1-800-669-4000.

(@ Complainant may file charge(s) in person, by mail, or
by telephone.

G. Americans with Disabilities /Vietnam Fra Veterans:

1.

As provided for in the Americans with Disabilities Act of 1990, RIGL §28-5.1
et seg. ,and the Veterans' Employment Emphasis Under Federal Contracts,
the .Department is further  firmly  committed  tO equal
opportunity/affirmative action concepts for qualified persons with
disabilities, disabled veterans, and Vietnam Era Veterans. RIDOC also
provides equal and accessible employment services to all persons including
persons with disabilities.

Recruitment of Individuals with Disabilities and Vietnam Era Veterans:

RIDOC continues to take affirmative steps in the recruitment of individuals
with disabilities and Vietnam Era Veterans, in accordance with State Merit
System Law and State Personnel Rules and Regulations, by sending all job
postings to agencies and organizations which serve these populations.

Reasonable Accommodations:

It is the policy of the RIDOC to provide reasonable accommodations for
qualified persons with disabilities who are employees or applicants for
employment in accordance with Personnel Rule 3.096 regarding Reasonable
Accommodations (Attachment 3).

a. The Director of the Rhode Island Department of Corrections shall
designate an EEOCO/ADA Coordinator. The EEOO/ADA
Coordinator is responsible for the implementation of Personnel Rule
3.096 within the Department.

b. Requesting, Reasonable Accommodation

(1)  Applicants who seek reasonable accommodation during the
interview and selection process must contact RIDOC's
EEOO/ADA Coordinator and explain their need for
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(2)

(3)

(4)

accommodation at least five (5) business days prior to the
interview or other activity at which they would need the
accommodation. (See policy #3062 DOC, Selection,
Retention, and Promotion, or a successive policy.)

Applicants who seek a reasonable accommodation and who
have been extended a "conditional offer of employment” by
the Department, when accepting that offer, shall be given a
"Reasonable Accommodation Request Form” (CS-388A)
(Attachment 4) by Human Resources Support Staff to
complete and return to the FHuman Resources Support Staff
member. (See policy #3.06-2 DOC, Selection, Retention &
Promotion, or a successive policy.) Human Resources
Support Staff forward the completed request to the
Department's EEOO/ADA Coordinator and place a copy of
this form in the position work file.

Current employees who seek reasonable accommodation,
including those collecting Workers' Compensation benefits,
may obtain a "Reasonable Accommodation Request Form”
(CS-388A), from the Department's EEOO/ ADA Coordinator
or from the Department's Personnel Office. The completed
form must be returned to the EEOO/ADA Coordinator for
processing. A copy is placed in the employee’s medical file.

Current employees who are/or have been collecting Workers'
Compensation benefits and wish to return to work and need a
reasonable accommodation must obtain a "Reasonable
Accommodation Request Form” (CS-388A), from the
Department's EEOO/ADA Coordinator or Personnel Office.
The employee must return the completed form to the
Department’s EEOO/ADA Coordinator or to the
Department's Personnel Office. Human Resources Support
Staff forward the completed request to the Department's
EEOO/ADA Coordinator and place a copy of the completed
form in the employee's medical file.

C. Procedures to Determine Reasonable Accommodation

()

The EEOO/ADA Coordinator and the employee’s immediate
supervisor (or applicant’s prospective immediate supervisor)
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()

€)

(4)

)

meet, look at the particular job involved, and determine the
job's purpose and its essential functions.

The employee/applicant identifies, to the agency's
FEOO/ADA Coordinator and supervisor, his/her specific
abilities and limitations as they relate to the essential job
functions, identifies the barriers to job performance, and
assesses how these barriers could be overcome with an
accommodation.

In consultation with the employee/applicant, the agency's
EEOO/ADA Coordinator and supervisor identify potential
accommodations and assess how effective each would be in
enabling the employee/applicant to perform the essential job
functions. If this consultation does not identify an appropriate
accommodation, it is the responsibility of the EEOO/ ADA
Coordinator to contact the Department of Human Services'
Office of Rehabilitative Services, 40 Fountain Street,
Providence, RI, to seek technical assistance.

If there are several effective accommodations that would
provide equal employment opportunity, the EEOO/ADA
Coordinator must consider the preference of the
employee/applicant and select the accommodation that best
serves the needs of both the employee/applicant and the
Department.

If more than one accommodation would be effective, or if the
employee/applicant would prefer to provide his/her own
accommodation, the EEOO/ADA Coordinator may give the
employee/applicant'’s  preference first  consideration.
However, the State is free to choose among effective
accommodations and may choose one that is less expensive or
easier to provide.

(@) Should the employee/applicant for any reason be
unable or unwilling to continue to provide the
accommodation, s/he shall notify the Department's
EEOO/ADA Coordinator or Human Resources
Support Staff, who will notify the Department's
EEOO/ADA  Coordinator. The EEOO/ADA
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Coordinator shall initiate ~discussion with the
employee/applicant and the immediate supervisor to
determine reasonable accommodation to be provided
by the Department.

d. Purchase of Equipment or Devices (Auxiliary Aids)

If the accommodation requires obtaining equipment or devices
(auxiliary aids), the EEOOQ/ADA Coordinator:

(1)

2)

(3)

Contacts the Governor's Comimission on the Handicapped
(Central ADA Equipment Pool) to determine if equipment in
the pool meets the need of the employee/applicant. If the
equipment is available, the EEOO/ADA Coordinator arranges
to have that equipment assigned to the employee/applicant.

Determines the cost of purchase or modifying the equipment.
If the cost is more than the Department is authorized to spend,
the EEOO/ADA Coordinator forwards a request, in writing,
to obtain or modify equipment/devices to the Chairperson,
ADA Equipment Subcommittee, Governor's Commission on
the Handicapped. The Equipment Subcommittee reviews the
request with all concerned persons: the employee/ applicant;
appropriate agency personnel; and the Office of Rehabilitative
Services. If there is agreement by all parties, the ADA
Equipment Subcommittee arranges for its purchase. The state
Central ADA Equipment Pool (and not the Department)
obtains or modifies equipment or devices.

Purchases or modifies equipment that will cost less than the
Department is authorized to spend.

e. Use of the Auxiliary Aid (Equipment or Devices)

@

2

The auxiliary aid is used by the employee while the
employee/applicant is employed by the Department, or until
the employee's job can no longer be accommodated with that
auxiliary aid.

If the auxiliary aid was purchased by the Department (and not
fhe State Central ADA Equipment Pool) and the employee
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(3)

4)

®)

transfers to another state job, not under the control of the
Department which purchased the auxiliary aid, the
purchasing agency arranges for the auxiliary aid to be
declared "surplus property" in accordance with state surplus
property regulations and transfers title of that auxiliary aid to
the new employing agency. The original agency is
reimbursed by the new employing agency for the current
value of the auxiliary aid.

If the auxiliary aid was purchased by the state Central ADA
Equipment Pool (and not the Department) and the employee
transfers to another job in another state agency, the
Department's EEOO/ADA Coordinator ~ notifies  the
Governor's Commission on the Handicapped's Central ADA
Equipment Pool that the employee and the auxiliary aid have
been transferred to the new agency.

() The EEOO/ADA Coordinator makes arrangements
with the new employing agency's EEOO/ADA
Coordinator to physically transfer the auxiliary aid.

I the auxiliary aid was purchased by the state Central ADA
Equipment Pool and the employee leaves state employment,
the Department's EEOO/ADA Coordinator arranges to have
the auxiliary aid transferred to the Central ADA Equipment
Pool.

If the auxiliary aid was purchased by the Department and the
employee leaves state employment, the EEOO/ADA
Coordinator arranges for the auxiliary aid to be declared
"surplus property” and transfers tifle of that auxiliary aid to
the Central ADA Equipment Pool.

f. Alteration of Facilities for Reasonable Accommodation

(1)

If the accommodation requires making facilities "readily
accessible to and usable by" the employee/applicant and costs
more than the amount the Department is authorized to
purchase through a direct purchase order, the State
Handicapped Accessibility Renovation Program (and not the
agency) makes those renovations or alternations. The
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EEOO/ADA Coordinator requests such in writing to the
Chairperson, Standing Committee on Accessibility, and
Governor’s Commission on the Handicapped.

(2) I the accommodation requires making facilities "readily
accessible to and usable by" the employee/applicant and
costs less than the amount the agency administrator is
authorized to purchase through a direct purchase order, the
Department (and not the State Handicapped Accessibility
Renovation Program) makes those renovations or alterations.
The EEOO/ADA Coordinator is responsible for coordinating
and purchasing such alterations.

g. Consultation with Collective Bargaining Unit Representatives

(1) If the accommodation requires restructuring a job by
reallocation or redistribution of marginal job functions; OR
altering when or how an essential job function is performed;
OR reassignment to a vacant position within the control of the
agency; AND a collective bargaining agreement would be
affected by that reasonable accommodation, the Department’s
EEOQ/ADA Coordinator and the employee shall consult with
representatives of the affected collective bargaining unit
before implementing the accommodation.

(@)  The EEOO/ADA Coordinator or designee notifies the
Department 0f Administration’s Office of Labor
Relations of any reasonable accommodations that affect
existing collective bargaining agreements.

h. Process to Resolve Disagreements With Regard to the Provision of
Reasonable Accommodation

(1)  Applicants and employees who disagree with the
EEOO/ADA Coordinator's recommendations regarding the
type of reasonable accommodation to be provided may appeal
the EEOO/ ADA Coordinator's decision.

(@) If and when the EEOO/ADA Coordinator determines
that no agreement will be reached to the
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applicant/employee’s satisfaction, or upon the
applicant/employee’s  request, the EEOO/ADA
Coordinator provides the applicant/employee with
form CS-388B, "Reasonable Accommodation Appeal
Form" (Attachment 5).  The applicant/employee
returns the completed CS-388B to the EEOO/ADA
Coordinator. The EEOO/ADA Coordinator contacts
fhe Administrator of the Office of Rehabilitative
Services, Department of Human Services, to arrange for
a job analysis to be performed by the Office of
Rehabilitative Services or their approved vendor. The
results of that job analysis are presented to the
applicant/employee within sixty (60) calendar days of
the appeal of the EEOO/ ADA Coordinator's decision
by the Office of Rehabilitative Services (DHS).

1 If the results of the job analysis demonstrate that
the EEOO/ADA Coordinator's recommendation
would not enable the employee to perform the
essential functions of the job, the EEOO/ADA
Coordinator arranges for the reasonable
accommodation recommended by the Office of
Rehabilitative Services or their vendor.

I

If the results of the job analysis demonstrate that
the EEOO/ADA Coordinator's recommendation
would provide an effective accommodation that
would provide equal employment opportunity,
the EEOO/ADA Coordinator arranges for that
reasonable accommodation. .

i Establishing Job-Related Qualification Standards

1)

The ADA does not restrict an employer's authority to establish
needed job qualifications, including requirements related to:

(@)
(b)
©

Education;
Skills;

Work experience;
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2)

PERSONNEL\3.03-4 DOC\POLICY

(d)  Licensesor Certification;
(¢)  Physical and mental abilities;
(f) Health and safety; or

(g)  Other job-related requirements, such as judgment,
ability to work under pressure and interpersonal skills.

An employer may establish physical or mental qualifications
that are necessary to perform specific jobs (for example, jobs in
the transportation and construction industries; police and
firefighter jobs; security guard jobs) or to protect health and
safety. However, as with other job qualification standards, if
physical or mental qualification standards screen out an
individual with a disability or a class of individuals with
disabilities, the employer must be prepared to show that the
standard is:

(a) job-related; and

(b)  consistent with business necessity.

RECEIVED

APR 2.8 2003

\?Rx SECRETARY OF STATE
_37- ADMINISTRATIVE RECORDS
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Rhode Island Department of Corrections
EQUAL OPPORTUNITY ADVISORY COMMITTEE

APPLICATION FORM

The Equal Opportunity Advisory Committee is dedicated to establishing the Rhode Island Department of
Corrections as an area of equal opportunity for all employees.

The Committee appreciates and values your interest in the future of this Department.

Be advised that as a Committee member, you will be asked to attend Committee meetings in addition to
submitting reports to the Committee at various times.

Please complete the information listed below. You will be notified when to attend a Committee meeting.

INFORMATION

NAME: DATE:

POSITION:

WORK TELEPHONE #:

Please give a brief description of reason(s) why you desire to become a Committee member:

Contact Person: George Truman
Associate Director, Human Resources
39 Howard Avenue
462-5122

C:PERSONNEL3.03-4 DOC\AT1 _38-
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DIVISION OF HUMAN RESOURCES Page 1 of 2
Office of Personnel Administration

1. Complainant Information: [8. Basis of Alleged Complaint:
State your name and address: Race/Color: Specify
_ Sex: Male Female
City State  Zip Code ___Age: Date of Birth

National Origin: Specify

mmiam——

Telephone Number (s):
Work:
Home:

Religion: Specity
Sexual Marassment

||

Sexual Qrientation

Gender ldentity or ExPressimi
9. Nature of Charge:

3. Name of Immediate Supervisor: Hiring

2. Name of Department:

| |

Campensation

Job Classificatian
Discharge/Termination
Promotion

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

| |

|

Training

Demotion

City State Zip Code Qualification/Testing
: Layoff
5. Name and Title of person(s) charged: Recall

||

|

|

Seniority
Intimidation/Reprisal

6. Date of Alleged Violation: Harassment

||

7 Place of Alleged Violation:

( )

L ase Number

RIEOQ-03-87 Revised2003 '
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MPLAINT INFORMATION FORM

(Continued)

R S AR g

ot Pt B

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

11. Whydo you believe these events occurred?

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

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

Complainant Signature Date Interviewing Officer
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3.096 REASONABLE ACCOMMODATION RULE

I. STATEMENT OF PURPOSE

It is the policy of the State of Rhode Island to provide reasonable
accommodations for qualified persons with disabilities who are employees Or
applicants for employment. The State of Rhode Island will adhere to all applicable
federal and state laws, regulations and guidelines with respect to providing
reasonable accommodations as required to afford equal opportunity to qualified
persons with disabilities. Reasonable accommodations shall be provided in a

timely and cost-effective manner.

II. REQUESTING A REASONABLE ACCOMIVIODATION

(@) For applicants who are seeking a reasonable accommodation during
the interview and selection process, they contact the agency’s appointing authority,
personnel officer, or ADA Coordinator and explain their need for an
accommodation at least five (5) business days prior to the interview or other
activity at which they would need the accommodation.

(b) - For applicants who have been extended a “conditional offer of
employment” by the state, when accepting that offer, shall complete the
«“Reasonable Accommodation Request” Form (CS-388A) and return it to the
appointing authority, or her/his designee who will forward it to the agency’s ADA
Coordinator.

© For current employees (including those collecting worker’s
compensation benefits), they contact their agency’s ADA Coordinator and complete
the “Reasonable Accommodation Request” Form (CS-388A). The ADA
Coordinator may assist the employee complete this form.

III. PROCEDURES FOR ACCOMMODATING EMPLOYEES WITH
DISABILITIES

State agencies must follow the procedures for determining the appropriate
accommodation and implementing that accommodation contained in the State of
Rhode Island Personnel Policy Manual.
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(Please forward initially to the ADA Coordinator of your Agency) achmerl

Page 1 of 2
Name: Day Phone # (VOICE)

Please print-Last Name, First Name, MI (ITDD/TT) Social Security Number
Current Title in State Government (if applicable):
Classification Title (Offered):
I am an applicant/employee for the position named above and may require 2 “reasonable accommodation” to perform the
essential function(s) of the job. I hereby request that the ADA Coordinator and/or other individuals identified in the
Reasonable Accommodation Policy of the State of Rhode Island contact me regarding this need for reasonable
accommodations and authorize them to verify this request. Ido hereby waive my rights of confidentiality of information
(medical/personnel or otherwise) so that pertinent information will be forwarded to other departments for processing. I
understand that I have a right to appeal the decision of the ADA Coordinator noted below. Upon appeal, a job analysis by

- the Office of Rehabilitative Services or its designated vendor, will be completed and a recommendation made within 60
calendar days of the receipt of such request.
PLEASE DESCRIBE BELOW THE ACCOMMODATION YOU MAY NEED:

[ AUTHORIZE | =5 RELEASE MY MEDICAL RECORDS TO VERIFY MY NEED FOR
(Health Professional’s Name) A REASONABLE ACCOMMODATION DUE TO MY DISABILITY.

Health Professional’s Name: Phone #:
Address:

Applicant/Employee Signature Date

Union Official’s Signature/Title (if necessary) Date

DO NOT WRITE BELOW THIS LINE

1. Agency ADA Coord./Appt. Auth. Response: Approved Not Needed Denied
Authorized Name (Print) Authorized Signature Date
2. Office of Rehabilitative Services Response: Approved Not Needed Denied
Authorized Name (Print) Authorized Signature Date
3. ADA Equipment Committee Response: Approved Not Needed Denied
Authorized Name (Print) Authorized Signature Date
4. If Workers' Compensation Disability:
Workers’ Compensation Response: Approved Not Needed Denied
Authorized Name (Print) Authorized Signature Date
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T _ Page 2 of 2
Description of Approved Reasonable Accommodation
]
APPROVED BY:
| Appointing Authority
Name (Please Print) Agency (Please Print)
Signature Date
ACCEPTED BY:
Employee/Applicant
Name (Please Print)
Signature Date
Union Official Signature/Title (if necessary) Date

Forward a copy of the Approved Reasonable Accommodation Form to:
State ADA Coordinator
Governor’s Commission on the Handicapped
555 Valley Street, Bldg. 51
Providence, RI 02908-5686

EACH SIGNATORY MUST RECEIVE A SIGNED ORIGINAL
: e — 13-
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REASONABLE ACCOMMODATION APPEAL FORM Attachment 5
Page 1 of 1
Name: Day Phone #: (YOICE)
Please print-Last Name, First Name, Middle Initial (TDD/TT)
Social Security Number:

Current Classification Title (If Applicable):
Classification Title (Offered):

I wish to appeal the decision rendered by the ADA Coordinator concerning my need for
reasonable accommodation(s) to perform the essential functions of the class identified herein.
It is my request that a Job Analysis be undertaken, by the Office of Rehabilitative Services

(ORS) or its designated vendor, to determine the appropriate accommodation.

Applicant / Employee Signature Date

Union Official Signature / Title (if necessary)

- DO NOT WRITE BELOW THIS LINE

Office of Rehabilitative Services / Vendor:
Job Analysis Results: (additional sheets may be attached)

Accommodation Suggested: (additional sheets may be attached)

Analyst Name (please print) Analyst Signature Date

Agency / Vendor Name (please print)

Attach this form to the Reasonable Accommodation Request Form.
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

July 5, 2007

POLICY STATEMENT

It is the policy of the Department of Cortections to assure and protect all applicants and
employees against discrimination on the basis of race, color, sex, religion, national origin, age,
disability, sexual orientation/preference or gender identity or expression in their recruitment,
hiring, promotion, transfer, discharge, compensation, demotions, appointments, disciplines,
layoffs, recalls, benefits, service and other terms and conditions and privileges of employment.

All employment decisions within the Department will promote the principle of Equal Opportunity.
All job vacancy notices (vacant, acting or temporary) will be posted in all facilities and on all
bulletin boards throughout the Department.

Executive Order 05-01 has become an important aspect of our Equal Opportunity Program in
order to assure that sexual harassment or harassment is not tolerated.

The Department of Corrections accommodates the religious observance and practices of
employees or applicants unless such accommodation creates undue hardship on the Department.

The Department of Corrections is firmly committed to the concepts of Equal Opportunity and
Affirmative Action for qualified persons with disabilities and will provide a reasonable
accommodation for persons with disabilities.

The Department of Corrections is committed to providing fair and equitable service to the public
and does not discriminate in any program or activity on the basis of race, color, sex, religion,

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

Reéponsibility for the Department's Equal Opportunity Program and the Americans with
Disabilities Act of 1990/504 is assigned to Linda Milner, Human Resources Analyst II.

L LT OLLT

Ashbel T. Wall, II Director
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EQUAL OPPORTUNITY ADVISORY COMMITTEE

Function:
The Committee Members shall serve on a rotating basis, two (2) years at a time.

The Committee Members will meet monthly or as required by the Chairperson to evaluate
the progress of the Affirmative Action Program and discuss any other subjects pertaining
to Equal Opportunity.

The Committee Members shall assist the Director and Office of Human Resources in
preparing the Department’s Affirmative Action Plan.

The Advisory Committee Members shall issue a semi-annual progress report Affirmative
Action Plan, to the Director.

The Advisory Committee Members shall confer with the Director and the EEO Liaison
Officer and Office of Human Resources on all matters pertaining to Equal Opportunity.

The Committee Members will advise and assist the Director and Office of Human
Resources on needed changes and/or improvements in the Affirmative Action Plan and
Equal Opportunity Program.

The Office of Human Resources shall serve in the capacity of an advisor to the
Committee.

Any Committee member who misses more than three meetings without a reasonable
excuse during the year will be automatically terminated from the Committee.

The Committee Members shall meet on a monthly basis and shall elect a Chairperson and
Vice Chairperson whose duties include maintaining order, assuring fair participation from
members and adherence to the agenda items. The Vice-Chairperson will officiate in the
Chairperson’s absence.

The Committee’s Secretary shall be responsible for the preparation of the agenda prior to each
meeting and maintaining minutes which will be distributed to each Comumittee Member, the
Officer of Human Resources, State Equal Opportunity Office and the Director prior to the next
scheduled meeting.
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DEPARTMENT OF CORRECTIONS
EEO COMMITTEE MEMBERSHIP

Name Race/Sex Position Location
Sheila Amaral White/F Executive Assistant ADB
Linda Coletta White/F Fiscal Clerk ADB
Janice Connelly White/F Probation & Parole Officer I BER
Charles Dawson White/M Clinical Psychologist MED
Thomas Doyle White/M Correctional Officer Lt. HSC
David Florio White/M Probation & Parole Supervisor BER
Robert Gaudreau White/M Correctional Officer MIN
Geraldine Tadevaia White/F Pr. Equal Opportunity Officer DOA
Rachel Kowalski White/F Correctional Officer WOM
Paul Mancini White/M Human Resources Administrator ~ ADB
Christine Marchetti White/F Human Resources Analyst I ADB
Linda Milner White/E Human Resources Analyst II ADB
Jacqueline Ming - Black/F Sr. Word ProcessingTypist P&P
Michael Moore White/M Correctional Officer Captain WOM
Ernest Myers Black/M Work Rehab. Program Supervisor MIN
Maria Palomares Hispanic/F  C.O. TrainiligAInstruct‘or PIN
Jane Ryan White/F Human Resources Technician ADB
Anthony Smith Black/M Correctional Officer MED
Eva Soares Black/F Sr. Word Processing Typist WOM
Scott Tirocchi White/M Clinical Social Worker HSC
Karen Zambarano White/F Prin. Mgmt. & Methods Analyst MAX
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STATE OF RHODE ISLAND AND PRONCE PLANTATIONS

Office of Human Ress

DATE: July 9, 2007

TO: Ashbel T. Wall, 11, Director

CC: Paul Mancini, Human Resources Administrator
FROM: Linda Mﬂner, Human Resources Analyst I1
SUBJECT: Eqﬁal OpportunitjAdvisory Committee

Semi-Annual Report

The Equal Opportunity Advisory Committee, currently consisting of twenty-one (21) members,
has convened five times since January of 2007. Due to successful recruitment efforts, the
Committee now represents a cross-section of the RIDOC staff. Minutes of the meetings and an
updated list of Committee Members have been attached for your review. Elected by the
Committee on October 17, 2005, David Florio, Probation and Parole Supervisor, serves as Chair
and Janice Connelly, Probation and Parole Officer, serves as Vice Chair. The position of
Secretary is currently being rotated among Committee Members. Principal Equal Opportunity
Advisor, Geraldine Jadevaia, continues as a IESOUICE and advisor to RIDOC’s overall
commitment to equal employment opportunity and affirmative action. Linda Milner, as Human
Resources representative, continues to act in an advisory capacity.

The members of the Committee have had an opportunity to increase their understanding of EEO
Laws, to review Departmental Policies, to participate in discussion of relative issues and to
develop recommendations regarding changes and/or improvements to the RI DOC Affirmative
Action Plan. The following topics have been reviewed and discussed.

January 29, 2007 :

Diversity training on the subject of a “Multi-generational Workforce,” as developed by the
National Institute of Corrections, was be presented to Committee Members by Deputy Warden
Cindy Drake, CO Training Supervisor Marc Moreau and Paul Gutowski, Human Resources
Analyst II. The job-related needs and expectations of the different generations in the workplace
today, focusing on the RIDOC, were explored. Participants had the opportunity to assimilate the
information through a variety of interesting and fun activities. This training was developed for
delivery to Managers, 1** line Custodial and Non-Custodial Supervisors, the Pre-service for the
«75” Class and the Stress Unit. The Committee was very impressed with the quality, scope and
relevancy of this presentation and recommends that the training is offered to other target groups

within the Department in the future.
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February 19, 2007

Scott Tirocchi, RIDOC Clinical Social Worker, EOAC Member and EEO Officer with the RI
National Guard, presented training on the topic of “Power and Discrimination” to staff members
of the Office of Human Resources, the Training Academy and the Office of Inspections as well
as the EOAC Committee. The presentation, based on the mandatory training given to all military
personnel, included: the analysis of the bases of power; the use/misuse/abuse of power; the
distinction between bigotry, stereotyping, racism, sexism and prejudice; and the levels of
prejudice. Following the training, there was an informative question and answer period which
touched on the techniques used by other employers, organizations and government entities to
train staff on the misuse/abuse of power and to respond to complaints of harassment and/or
discrimination. Related Departmental training, policies and procedures were compared with
military standards applied to education, investigation, alternative responses and disciplinary
action for harassment and discrimination. The training was well received and elicited meaningful
dialogue by providing insight and perspective on the relationship between power and
discrimination. Mr. Tirocchi, who is willing to instruct Training Academy Staff on this topic, has
shared his power point presentation with Training Academy for future training development. The
Committee recommended that this training be used as a prototype in developing training for all
staff, particularly for Managers and Supervisors, in conjunction with training in the Departmental
EEO Policy.

March 19, 2007

At the request of the Committee, Paul Gutowski, Human Resources Analyst II and Jane Ryan,
Human Resources Technician, shared the Department’s plans and efforts for the current
recruitment of Correctional Officers. Mr. Gutowski outlined the details of the recruitment efforts
including time frames, advertising initiatives, budget, career fairs, and speaking engagements.
The Committee received information on the profile of the prior Class of 75 in “2006” and
information on the current applicant pool for the new class (37% identified as minority and 32 %
female). A breakdown of the referral sources for the Class of 75 “2006” was also provided. The
Committee expressed considerable interest in the Correctional Officer recruitment and selection
process as it relates to the development of diversity in the workforce.

April 23, 2007
At the invitation of the Committee, Chief Inspector Aaron Aldrich presented training on the

subject matter of a Toxic/Hostile Work Environment which addressed workplace conflict and
violence issues. Although Mr. Aldrich’s presentation is considered the benchmark training at the
Department on this topic, many members of the non-custodial staff have never had the
opportunity to participate in this training. As bigotry, stereotyping, racism, sexism, prejudice
intolerance, and insensitivity are recognized as contributing factors in workplace conflict and
violence situations, the Committee is very supportive of this type of training in conjunction with
cultural diversity training for all staff. The Committee also recommended the development of
training opportunities on the subject matter of violence in the workplace, including managing
anger, identifying potentially dangerous situations, risk factors and preventive strategies, to be
delivered as supplemental training on related Department Policies.

June 19, 2007

Paul Kennedy, Chief of Recruitment and Training, and Marc Moreau, Supervisor of Correctional
Officer Training, gave the Committee an overview of the Recruitment, Testing, Screening,
Selection, and Training of Correctional Officers. Mr. Kennedy and Mr. Moreau provided
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detailed information about the entire process from the Director’s Order through the Correctional
Officer probationary period. The Committee was given specifics about the cognitive test and the
physical aptitude test. Other qualifying and procedural factors were also described including
background checks, five member panel interview/Director’s interview, conditional offer of hire,
drug testing, psychological evaluation and medical examination. Of interest to the Committee
member was the Diagnostic Physical Fitness Test standards which take into consideration age
and gender of the applicant. The incorporation of these standards, which are based on nationally
accepted physical requirement standards for Law Enforcement Peace Officers, was explained in
detail to Committee Members. This informational session gave Committee Members insight into
the factors which influence the Department’s Affirmative Actions goals and commitment.

Following the Training Academy presentation, the Linda Milner, EOAC Advisor discussed the
following topics and projected goals:

o Civil Rights Training, as mandated by the Food and Nutrition Services (FNS), had been
developed and delivered to Central Distribution Center Staff at their recent Staff Meeting
on June 12, 2007. Representatives of the Food and Nutrition Service have made 2
commitment to provide additional training materials and instruction for utilization at
future annual training.

e A prototype of an EEO/ADA brochure was circulated for review by Committee Members
for comments and suggestions. Upon approval of the revisions to the current Equal
Employment Opportunity and Reasonable Accommodation Policies, the brochure will be
completed for the Director’s review. The purpose of developing a brochure for
distribution to is to provide general information on related Departmental Policies and
contact information for the filing of complaints.

e« A prototype of supplemental Conflict Resolution Training based on successful
negotiating methods was presented. A power point presentation will be delivered to the
Committee Members when the Committee resumes meeting in September of 2007.

o In a continuing effort to educate Committee Members on EEO related topics, the
suggestion was made to incorporate a review of Employment Law Newsletters into
monthly meetings.

EQUAL OPPORTUNITY ADVISORY COMMITTEE MEMBERS
July 1, 2007

Sheila Amaral, Executive Assistant Michael Moore, Correctional Officer Captain

Linda Coletta, Fiscal Clerk Paul Mancini, Human Resources Administrator

Janice Connelly, Prob. & Parole Officer ~ Vice Chair Christine Marchetti, Human Resources Analyst 1
Charles Dawson, Clinical Psychologist Ernest Myers, Work Rehabilitation Program Supervisor
Thomas Doyle, Correctional Officer Lieutenant Jacqueline Ming, Senior Word Processing Typist Maria
David Florio, Prob. & Parole Supervisor — Chair Maria Palomares, CO Training Instructor

Robert Gaudreau, Correctional Officer Jane Ryan, Human Resources Technician

Geraldine Tadevaia, Principal EEO Advisor (DOA) Anthony Smith, Correctional Officer

Rachel Kowalski, Correctional Officer Eva Soares, Senior Word Processing Typist

Linda Milner, Human Resources Analyst 1T — Advisor Scott Tirocchi, Clinical Social ‘Worker
Karen Zambarano, Principal Mgmt. & Methods Analyst
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DIVISION HEADS, SUPERVISORS, PERSONNEL,
HUMAN RESOURCES OFFICERS

It shall be the responsibility of all Assistant Directors, Wardens, Supervisors, and personnel to
enforce the Department's commitment to Affirmative Action and Equal Employment Opportunity
in the administration and application of Department policies, rules and practices.

In addition, all managers and supervisors are responsible for working with the Department's
Affirmative Action Officer/Human Resources Analyst 11, in the development of goals and
practices for affirmative action, and for demonstrating positive results in employment,
appointment, and delivery of services while assisting in the Equal Opportunity and Affirmative
Action Program for the Department. Such monitoring includes direct responsibility such as
conducting training sessions, taking positive steps in preventing the harassment of employees,
communicating to employees the importance of the agency's EEO and Affirmative Action
policies, and review of agency's programs to remove impediments to goal attainment.

All employees are reminded that it is their responsibility to apply all laws, rules, regulations,
policies and procedures fairly and impartially to all persons, without regard to race, color, sex,
age, national origin, sexual orientation or gender identity or expression, physical or mental
disability, religious affiliation or political opinion or affiliation. In addition, all employees are
expected to exhibit an attitude of respect, courtesy and cooperation towards fellow employees and
the public. Employees are expected to aid supervisors and managers in carrying out their
responsibilities with regard to equal employment opportunity and affirmative action, and should
be familiar with the Department's Affirmative Action Plan and, in a good faith effort, adhere to
their assigned responsibilities within the plan.
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AA/EO/ADA PROGRAM COORDINATOR
The assignment of responsibility for coordination of the overall Affirmative Action Plan and
Equal Opportunity Program is delegated to Linda Milner, Human Resources Analyst II. The
following duties and responsibilities will be effectively maintained by the Human Resources

Analyst II:

1. Implementation and monitoring the Affirmative Action Plan, development of a policy
staternent and AA plan based on the work force analysis.

2. Evaluating the Plan for effectiveness and making recommendations where appropriate.

3. Publicizing internally the State's Policy and procedures for processing discrimination
complaints and follow them through to a satisfactory resolution.

4. Counsel employees regarding Equal Employment Opportunity.
5. Recruiting and referring minorities, the disabled and women for vacancies.
6. Notifying the State EO Office regarding job vacancies.

7. Reviewing Federal and State EO laws, rules and regulations in order to stay informed to
ensure compliance in all phases of employment activities.

8. Reporting monthly and semi-annually to the State EO Office on all personnel actions.

9. Inform and advise the department regarding its obligations under the Americans with
Disabilities Act of 1990 and 504 of the Rehabilitation Act of 1973.
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DISSEMINATION OF EQUAL OPPORTUNITY POLICY AND
AFFIRMATIVE ACTION PLAN

The Equal Opportunity Policy and Affirmative Action Plan for the Department of Corrections will
be publicized both internally and externally. Internally, it will be made available to all employees
via Department Intranet. Employees will be notified of their rights and the availability of equal
opportunity counseling by the Affirmative Action Officer, who will assist them in understanding
the Plan, grievance procedures, and other matters concerned with affirmative action and equal
opportunity.

The Director has assigned the staff to ensure total agency commitment to affirmative action and
equal opportunity. All agency Administrators, Wardens and personnel officers, will be kept
abreast of all current equal opportunity policies. All information regarding equal opportunity will
be transmitted to staff, and bulletin boards will also be utilized.

Reports on appointments, promotions, transfers, and terminations will be recorded on a regular
basis. There shall be a formal system for processing grievances and appeals alleging
discrimination due to race, color, sex, age, religion, national origin, disability status, sexual
orientation/preference or gender identity or expression.

Communication of Equal Opportunity policy and of counseling programs available is made by
posted notices, internal memorandum and personnel contact by the Office of Human Resources to
EO Office.

The exit interview procedure determines if employees are leaving the department due to
discriminatory circumstances.

Externally, we will disseminate, as necessary and appropriate, the Department's affirmative
action plan, policies and procedures to all those providing contractual services to the Department,
other organized and interested organizations, all other appropriate persons, agencies in the
Federal, State or municipal service, members of the general citizenry, those who may be
interested in employment within the Department and those who may assist in our recruitment
efforts.

-53-



DISCRIMINATION GRIEVANCE PROCEDURE

It is the policy of the Department of Corrections to prohibit any form of discrimination on the
basis of race, color, sex, age, national origin, religion, handicap/disability status, veteran status,
sexual orientation or gender identity or expression. Therefore, any employee of the Department
of Corrections who wishes to make a complaint of discrimination on the basis of race, color, sex,
age, national origin, religion, handicap/disability status, sexual orientation or gender identity or
expression, will follow the procedure set forth below:

1. Complainant shall submit a written complaint to:
a) his/her immediate supervisor; or
b) next level in the chain of command (if complaint is against immediate
supervisor); or
¢) Department’s EEO/AA Officer

2. Upon receipt of any such complaint, the investigating official is required to conduct an
investigation and is required to draft a full report including a response to the accused,
details of investigation, support documentation, conclusions on whether or not
discrimination or a false accusation occurred.

3. The full report is forwarded to the Director, affected Assistant Director(s) and Human
Resources Analyst II. The impacted employees will receive outcome letters from the
Human Resources Analyst II.

4. Alternatively, the Human Resources Analyst II may refer the matter to the Dispute
Resolution Coordinator for appropriate action in accordance with policy 3.27 DOC.

5. All information gathered and any decisions pertaining to complaint resolution will be kept
strictly confidential.

The Department of Corrections recognizes that some persons may, for a variety of reasons, be
reluctant to follow the procedures outlined above. Therefore, the following resources are
available to provide assistance and information to both State employees and applicants for State
employment.
Geraldine Iadevaia
Equal Employment Opportunity Officer
Equal Employment Opportunity Commission
One Capito] Hill
Providence, RI 02903
Telephone Number: (401) 222-6398
TDD Number: (401) 222-6144 Fax Number: (401) 222-6378

RI Commission for Human Rights
10 Abbott Park Place
Providence, RI 02903
Telephone Number: (401) 222-2661
TDD Number: (401) 222-2664 Fax Number: (401) 222-2616
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

(UEELy

Department of Corrections

July 5, 2007

POLICY
CONTRACTS

The Department of Corrections complies with RIGL 37 Chapter 14.1 and Executive Order 92-4
and is in compliance with the rules and regulations promulgated by the Director of Purchasing
regarding contractual agreements.

The Department will further continue to seek out and promote the inclusion of minority owned
businesses in its procurement process. This policy shall be posted on all bulletin boards and will
be continued as standard operating procedures for the Department of Corrections. Please contact
Joanne Hill, Associate Director of Financial Resources at (462-2555) for further information.

T O

Ashbel T. Wall, 1L
Director
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

Department of Corrections

July 5, 2007

SERVICES DELIVERY

PROGRAM SERVICES

The Department of Corrections is committed in providing fair and equitable service to the public.
The Department will not discriminate in any program or activity on the basis of race, color,
religion, national origin, age, handicap, sexual orientation or gender identity or expression. The
policy of Program Services will be posted on all bulletin boards in an area available to employees
and the public.

The Department of Corrections does hereby reaffirm its policy of fairness and non-discrimination
i the control in inmate behavior. No person in the employ of the Department shall engage in any
practice that is discriminatory, unfair or excessive while managing or in the process of controlling
inmates and/or inmate behavior. Employment in the Department and all its facilities shall be
subject to the same affirmative action standards applied under R.I. General Law 28-5.1 to every
state unit of government, in addition to applicable federal requirement. Please contact Linda
Milner, Human Resources Analyst 11, for additional information.

Ashbel T. Wall, II
Director
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

Department of Corrections

July 5, 2007

POLICY

Compliance with Sex Discrimination Guidelines

The Department of Corrections is committed to comply with the following procedure and
practices.

1.

The Department of Corrections will under no circumstances eXpress a preference of a
particular sex in an effort to recruit by utilizing the print or electronic media.

The Office of Human Resources will under no circumstances €Xpress a preference of a
particular sex in an effort to recruit by utilizing the print or electronic media.

The Department of Corrections will not tolerate any form of sexual harassment in the
workplace. All written policies and procedures concerning sexual harassment will be
posted on all departmental bulletin boards and will be emphatically enforced.

The Department of Corrections through the Human Resources Office guarantees that
employees and applicants of both sexes shall have an equal opportunity to be placed in any
position to which they are qualified.

There will be no distinction based upon seX in any cases of employment opportumities,
wages, hours of work, employee benefits or any other conditions of employment.

Pregnancy leaves of ahsence for female employees are granted on an individual basis,
depending on an individual’s physical condition, under the Department’s leave of absence
policy. When female employees meet the minimum length of service requirement for
leave time, she is granted a childbearing leave.

Where seniority lists or lines of progression are used they shall not be based on any
employee’s sex.
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10.

11.

Salaries and wage schedules will not be based on an employee's Sex.

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

Women will have equél 6pportunity to participate in training programs sponsored by the
Department, and special efforts will be made to include women in any management
training programs that are offered.

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

| QT LD

Ashbel T. Wall, II
Director
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RHODE ISLAND DEPARTMENT OF CORRECTIONS

POLICY AND PROCEDURE
POLICY NUMBER: FEFFECTIVE DATE:
3.05-5 DOC 08/28/06 PAGE10OF6
SUPERCEDES: DIRECTOR: Please use BLUE ink.
3.05-4 DOC

SECTION: SUBJECT:
PERSONNEL SEXUAL HARASSMENT

AUTHORITY: Rhode Island General Laws (RIGL) § 42-56-10 (22), Powers of the
director

REFERENCES: ACA # 3-4054-1 (prohibiting sexual harassment); RIDOC policy #
3.03-3 DOC, Equal Employment Opportunity/Afﬁrmative Action (filing complaints);
3.22 DOC, Union Representation in Employee Investigatory interviews; 3.27 DOC;
Supervisor/Manager Response to Complaints of Alleged Discrimination, Sexual
Harassment, Workplace Conflict and/or Violence; 3.29 DOC, Workplace
Conflict/Violence; Showalter v. Allison Reed Group, Inc., 767 F.Supp. 1205 (D.R.L
1991)

INMATE / PUBLIC ACCESS? O YES x NO

AVAILABLE IN SPANISH? O YES x NO

1.  PURPOSE:
To communicate the Rhode Island Department of Corrections' (RIDOC's) zero-tolerance
policy regarding sexual harassment.
I. POLICY:
A, RIDOC's zero-tolerance policy is based upon:
1. State law: Sexual harassment in the workplace is unlawful.

2. RIDOC's affirmative commitment to maintain a workplace free from sexual
harassment, hostility, intimidation, and reprisal of any kind.
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3.05-5 DOC

08/28/06

Sexual Harassment Page 2 of 6

a Tt is unlawful to retaliate against an employee for filing a complaint of
sexual harassment or for cooperating in an investigation of a
complaint of sexual harassment.

b. Consistent with RIDOC's Code of Ethics and Conduct, if, for any
reason, staff fear that providing such information to their supervisors
may place them at risk of personal harm, they may report this
information directly to the Director or to the Assistant Director who
oversees their respective work units. In addition, any employer/staff
member engaging in any form of retaliation (employer)/harassment
(staff member) for such reporting (thereby contributing to conflict in
the workplace), however subtle, shall be subject to discipline up to
and including termination. (See policy 3.29 DOC, or a successive

policy.)

This policy applies to any and all employees, contractors, students, interns, and
volunteers of RIDOC, including but not limited to all personnel covered by the
Merit Systemn Law, Personnel Rules, regulations, and/or union contracts employed
and/or contracted by RIDOC.

Sexual harassment may involve persons of the opposite or same sex and may occur
in any employment relationship.

RIDOC conducts a prompt and thorough investigation of each and every allegation
of sexual harassment and takes immediate and appropriate corrective action as
warranted by the results of said investigation. (See policy 3.27 DOC, or a
successive policy.)

Any individual covered by this policy who engages in or condones implicit or
explicit sexual behavior to control, influence, or affect another employee's
advancement, employment relationships, or working environment commits sexual

harassment (see item IILB. for definition).

Employees are subject to disciplinary action for violation of this policy, up to and
including termination.

Coniractors/vendors risk contract termination for violation of this policy.
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3.05-5 DOC 08/28/06
Sexual Harassment Page 3 0f 6

. PROCEDURES:

A. It should be understood that an individual filing a complaint of sexual harassment
may be referred to as any one of the following terms: aggrieved employee,
complainant, accuser, Of grievant. These terms are used interchangeably
throughout this policy.

B. For purposes of this policy, Sexual Harassment is defined/ described as:

1. Any unwelcome sexual advances or requests for sexual favors or any other
verbal or physical conduct of a sexual nature when submission t0 such
conduct or such advances or requests is made either explicitly or implicitly a
term or condition of an individual's employment;

2. An unwelcome sexual advance, request for sexual favors, and/or other
verbal or physical conduct of a sexual nature when submission to or
rejection of such conduct by an individual is used as a basis for employment
decisions affecting such individual; or

3. Advances are considered unwelcome or unwanted if they were uninvited
and offensive or unwarranted from the standpoint of the individual to
whom they were made.

4, Conduct so infused with hostility towards members of one sex that it alters

the conditions of employment, interferes with an individual's work
performance or creates an intimidating, hostile, or offensive working
environment.

C.  FExamples of Sexual Harassment (verbal, physical, visual, and sexual favors)

include, but are not limited to:

1. unwanted sexual advances;

2. unwelcome gifts, letters, telephone calls, faxes, e-mails, or materials of a
sexual nature;

3. unwelcome pressure for dates;

4. demands for sexual favors in exchange for favorable treatment or continued
employment;
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3.05-5 DOC 08/28/06
Sexual Harassment Page 40f 6
5. repeated sexual jokes or humor with sexual overtones;
6. unwanted /unwelcome flirtations;
7. verbal abuse of a sexual nature;
8. graphic or verbal commentary about an individual’s body, sexual prowess
or sexual deficiencies;
9. leering, whistling, pinching, or other inappropriate touching;
10.  unnecessary touching or brushing against another’s body;
11.  attempted or actual kissing or fondling;
12.  implied or overt sexual threats;
13. sexual assault, coerced sexual acts or rape;
14.  suggestive, insulting, obscene, or demeaning comments OF gestures of a
sexual nature; and/or
15.  display in the work place of sexually suggestive objects, pictures, posters, or

cartoons.

D.  Itisa Violation of this Policy for Anyone to:

1.

2.

make any false allegation of sexual harassment.

retaliate/harass or threaten fo retaliate /harass (for protesting about
harassing conduct) or for making a complaint about such behavior.

E. In Accordance with Executive Order 0501

1.

Tt is the responsibility of a departmental Human Resources staff member to
incorporate a statement of policy prohibiting sexual harassment in the
workplace into the Department’s Affirmative Action Plan.

All supervisory personnel are briefed on the problems and consequences of

sexual harassment and their role in taking corrective action through the
Department's New Employee Orientation Program and through the
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3.05-5 DOC 08/28/06
Sexual Harassment Page 50f6

Department's Tn-Service Training Program offered by the RIDOC Training
Academy.

3. The Director encourages all employees 10 voluntarily attend sexual
harassment orientation sessions provided by the State Equal Opportunity
Office. '

F. Formal Complaints Regarding Sexual Harassment

RIDOC encourages aggrieved employees to seek relief by filing complaints
and employee grievances regarding issues of harassment that are based on
race or color, religion, seX, sexual orientation, gender identity or expression,
disability, age, country of ancestral origin, or other status protected by law
and sexual harassment. Itisan employee’s or applicant’s prerogative to file
either an internal (RIDOC) complaint or one with an appropriate external

~ agency.
1. Internal Complaints
a. The complainant may file either a verbal or written grievance
through the appropriate chain of command. If a complainant is an

applicant, however, he/she must file a complaint with 2
departmental Human Resources staff member.

(1)  While initial notification may be verbal, written reports are
required of all complainants and witnesses as soon as

practicable.

(2)  The complainant may skip a level in the chain of command if
the complaint is against his/her immediate supervisor.

b. The aggrieved employee may opt to submit a written complaint to:

(1)  his/her immediate supervisor or facility /unit/program
manager;

(2)  next level in the chain of command (if complaint is against
immediate supervisor or facility /unit/program manager); or

@ a departmental Human Resources staff member who ensures
the affected supervisor Of facility /unit/program manager is
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3,05-5 DOC
Sexual Harassment

08/28/06
Page 6 of 6

aware that a complaint was filed unless the complaint was
filed against said supervisor /manager.

The supervisor/manager who receives such a complaint follows the
procedures specified in policy 3.27 DOC, or a successive policy, when
conducting investigations into the aforementioned complaints.

Any supervisor or Manager who receives a complaint of, has reason
to suspect, or otherwise learns (i.e., from a third party) that alleged
sexual harassment is occurring or may occur in the workplace,
he/she must take prevenﬁve or corrective action without delay, to
indude imposing disciplinary action, up to and induding
termination.

Allegations that constitute possible criminal activity (e.g., sexual
assault) will immediately be referred to the Office of Inspection for
investigation.

2. External Complaints

Staff or applicants wishing to file external complaints should refer to
policy 3.27 DOC, or a successive policy.

3. Training

RIDOC’s Training Academy will offer training on this policy to managers,
existing staff (in-service fraining), and New Employee Orientation (NEO).
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COMPLIANCE WITH RELIGION AND NATIONAL
ORIGIN DISCRIMINATION GUIDELINES

The Department of Corrections accommodates the religious observance and practices of
employees or applicants unless such accommodation creates undue hardship on the Department.

All employees are granted four (4) personal days a year according to Personnel Rules which can
be utilized for religious observances.

NONDISCRIMINATION
(41 C.F.R. S 60-50.5 (1983)

The Department of Corrections will not discriminate against any employee or applicant because of

race, color, sex, religion, age, pational origin, disability, sexual orientation/preference or gender
identity or expression in implementing its Equal Opportunity policy.
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PART IV

PROGRAM SUMMARY



PROGRAM EVALUATION SUMMARY

The Rhode Island Department of Corrections, under the administration of Director, Ashbel T.
Wall, is committed to the Affirmative Action/Equal Opportunity Program of the Department of
Corrections.

A review of the 2006/2007 Affirmative Action Plan statistical summary reflects that the
Department met its Affirmative Action goals in all but one category. The Department met its
goal of hiring females in the Administrator’s category and exceeded its goal of hiring women and
minorities in the Professional and Protective Services categories. The Department also exceeded
its goal of hiring minorities in the Administrative Support category. The Department did not meet
its goals in the Skilled Craft category because there was no recruitment in this category. The
department currently employs 14.7% Minorities, 25% Females and 0.8% Disabled.

The Director and the Office of Human Resources continues to utilize an interviewing process,
which involves the selection of an Affirmative Action Interview Panel (4 members with at least
one female and one minority) who will interview the prospective candidates for the position in
question; reach a COnsensus and recommend a qualified candidate to the Director. In addition, the
Director has made a strong commitment t0 hiring individuals who possess special language
capabilities to reflect the Department’s client population.

The Affirmative Action Advisory Committee will continue to meet and monitor the Affirmative
Action Plan and report to the Director. In the areas of training, work environment, personnel
policies and practices, the department maintains a strong commitment to alleviate discrimination
and harassment. The Department’s Training Division provides all staff with training that is both
directly related to their job responsibilities and broader workplace diversity issues.

Confidential Exit Interview Surveys are given to all employees who terminate their employment.
The State EO Liaison reviews the primary reasons why employees are terminating their services

and informs the EOAC and Human Resources.

The Department shall continue to make a good faith effort to meet all state and federal reporting
requirements in a timely fashion.
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AGENCY: Corrections

DATE:

EQUAL EMPLOYMENT OPPORTUNITY/CIVIL RIGHTS

June 30, 2007

COMPLAINT PROFILE
COMPLAINT STATUS
Type
. (Internal Basis . Under
Date Filed or (Race, Sex, etc.) Pending Investigation Resolved
External)

Nov-05 Internal Sex X
Oct-08 ‘Internal Age . X
Mar-07 “Internal ~ Sex X
Mar-07 Internal Gender X
Jun-07 Internal Discrimination X
Jun-00 External Gender X
May-01 External Gender X
Sep-03 External Race X
Dec-04 External Gender X
Dec-04 External Disability X
Aug-05 External Race X
Jun-05 External Race X
Nov-04 External | Sexual Harassment X
May-06 External Harassment X
May-06 External Gender X
Jun-07 External Race X
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AGENCY: DEPARTMENT OF CORRECTIONS DATE: 6/30/2007

Applicant Flow Data

MALE FEMALE
0 = = = = 8l ~ — - =
22| 2| ¢ A122] . &) 2| 2 3|22] ;
E<| 2| 2| 8 izl S let 2 2] 8 2laz| 4
58| S| 212|228 2 8| & | 5|2 |28|38] ¢
dl F | © L0 gl = | © zLi 5| 2
JOB CATEGOR 2 59| % |Ec|ed| |2\ 2| 5|8 22|53 5
IES | S| @ |z |28]|<5| 6 15 = 2 | T |281F2| B
APPLICANTS A B C D E F G H 1 J K L
OFFICIALS / ADMIN. 62| 37 2 0 0 1 12 6 2 2 0
PROFESSIONALS 483! 118 16 10 0 0 2501 161 99 53 1 0
FACULTY 0
TECHNICIANS 0
PROTECTIVE SERVICES** 14 2 0 1 1 6 4 0 0 0
PARA - PROFESSIONALS 7 2 0 0 0 0 5 0 0 0 0
ADMINISTRATIVE SUPPORT 55 2 0 0 0 0 38 41 8] 1 4
SKILLED CRAFT 0 0 0 0 0 0 0 ol. 0 0 0
SERVICE / MAINTENANCE 54| 51 0 3 0 0 0 0 0 0 0
TOTAL 675 212| 18] 14 0 1 ol 26| 2221 113] 61 4 4 0
HIRES A B C D E F G H | J K L
OFFICIALS / ADMIN.
PROFESSIONALS 2 11 5 1
FAGULTY
TECHNICIANS
PROTECTIVE SERVICES 1 1 1
PARA - PROFESSIONALS
ADMINISTRATIVE SUPPORT 2 1 1
SKILLED CRAFT
SERVICE / MAINTENANCE 4
TOTAL 6 0 1 0 0 0 15 6 2 0 1 0
PROMOTIONS A B C D E F G H I J K L
OFFICIALS / ADMIN. 2 2
PROFESSIONALS 5 1 1
FACULTY
TEGHNICIANS
PROTECTIVE SERVICES
PARA - PROFESSIONALS 2
ADMINISTRATIVE SUPPORT 3 1
SKILLED CRAFT
SERVICE / MAINTENANCE 2
TOTAL 9 0 0 0 0 0 8 2 0 0 0 0
TERMINATIONS A B C D E F G H 1 J K L
OFFICIALS / ADMIN. 3 1
PROFESSIONALS 10 12 1
FACULTY
TECHNICIANS 1 .
PROTECTIVE SERVICES 41 3 1 12 1
PARA - PROFESSIONALS 6
ADMINISTRATIVE SUPPORT 7
SKILLED CRAFT 2
SERVICE / MAINTENANCE 1 1 1
TOTAL 57 3 1 0 0 0 40 2 1 0 0 0

*See additional pages with Correctional Officer recruitment statistics
* Also includes disabled in appropriate job categories
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PART V
STATISTICS

JOB GROUP ANALYSIS



DESCRIPTION OF JOB CATEGORIES

OFFICIALS AND ADMINISTRATORS:

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

PROFESSIONALS:

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

TECHNICIANS:

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

PROTECTIVE SERVICE WORKERS:

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

PARAPROFESSIONALS:

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

ADMINISTATIVE SUPPORT:

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

SKILLED CRAFT WORKERS: ‘ :

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

SERVICE/MAINTENANCE:

Occupations in which workers perform duties which result in or contribute to the
comfort, convenience, hygiene of safety of the general public or which contribute
to the upkeep and care of group may operate machinery. Includes: Chauffeurs,
Laundry and Dry Cleaning Operatives, Truck Drivers, Bus Drivers, Garage
Laborer, Custodial Employees, Gardeners and Groundskeepers, Refuse Collectors
and Construction Laborers, Park Ranger Maintenance, Farm Workers (except
Managers), Craft Apprentices/Trainees/Helpers and kindred workers.

Equal Employment Opportunity Commission, Washington DC
EEO4 Job Category Descriptions
Revised October 22, 1993
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DOC Staff by EEO Category, Title, Race and Gender as of 6/30/07

Administrative Officer A F 0 0 0 0 1
Administrator of Community Confinement A F 0 0 1 0 0 1
Administrator of Intermed. Punishment & Reinteg. A F 0 0 0 0 1 1
Administrator of Physical Resources (Corrections) A M 0 0 0 0 1 1
Assistant Chief Distribution Officer A M 0 0 0 0 1 1
Assistant Director Institutions/Operations A M 0 1 0 0 0 1
Assistant Director of Administration A F 0 0 0 0 1 1
Assistant Director of Rehabilitative Services A F 0 0 0 0 1 1
. [ Assistant Probation & Parole Administrator A F 0 0 0 0 1 1
Assistant Probation & Parole Administrator A M 0 0 0 0 1 1
Assistant to the Director (Corrections) A F 0 0 0 0 1 1
Associate Director - Food Services A .M 0 0 0 0 1 1
Associate Director Classification Services (Corr) A M 0 0 0 0 1 1
Associate Director Community Corrections A M 0 0 0 0 1 1
Associate Director Financial (Corrections) A F 0 0 0 0 1 1
Associate Director Industries (Corrections) A M 0 0 0 0 1 1
Associate Director of Educational Services (Corr) A M 0 0 0 0 1 1
Associate Director of Health Care Services (Corr) A M 0 0 0 0 1 1
Associate Director of Maintenance (Corrections) A M 0 0 0 0 1 1
Associate Director Planning & Research {Corr) A F 0 0 0} 0 1 1
Chairperson Parole Board A F 0 0 0 0 1 1
Chief Distribution Officer A M 0 0 0 0 1 1
Chief Inspector-Office of Inspections A M 0 0 0 0 1 1
Chief of Dental Services A M 0 0 0 0 1 1
Chief of Information and Public Relations A F 0 0 0 0 1 1
Chief of Recruitment and Training (Corrections) A M 0 0 0 0 1 1
Chief Program Development A F 0 0 0 0 1 1
Clinical Director Psychologist A M 0 0 0 0 1 1
Deputy Assistant Director Adult Services Warden A F 0 0 0 0 2 2
Deputy Assistant Director Adult Services Warden A M 0 1 0 0 3 4
Deputy Chief of Legal Services A M 0 0 0 0 1 1
Deputy Warden Corrections A F 0 1 0 0 2 3
Deputy Warden Corrections A M 0 0 0 0 6 6
Director Department of Corrections A M 0 0 0 0 1 1
Executive Counsel A F 0 0 0 0 1 1
Industries General Supervisor (Corr) A M 0 0 0 0 2 2
Inspector, Office of Inspections A F 0 0 0 0 1 1
Inspector, Office of inspections A M 0 1 0 0 1 2
Manager Food Processing Plant A M 0 0 0 0 1 1
Medical Program Director (Corrections) A M 0 0 0 0 1 1
Member-Parole Board A F 0 0 0 0 1 1
Member-Parole Board A M 0 0 0 0 4 4

Title EEO Gender Race 6 30 07 .xis
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DOC Staff by EEO Category, Title, Race and Gender as of 6/30/07

=
o

Member-Parole Board Non Compensatory
A Total
Accountant B
Adult Counselor (Corrections) B
Adult Counselor (Corrections) B
Assistant Administrator Financial Management B
Business Management Officer B
Business Management Officer B
Chief of Construction and Maintenance Operations B
Classification Counselor (Corrections) B
Classification Counselor (Corrections) B
Clinical Psychologist B
Clinical Social Worker B
Clinical Social Worker B
Community Program Counselor B
Community Program Counselor B
Coordinator of Education B
Correctional Officer Captain B
B
B
B
B
B
B
B
B
B
B
B
B
B
B
B
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Correctional Officer Captain

Correctional Officer Hospital Supervisor
Correctional Officer Hospital Supervisor
Correctional Officer Lieutenant

Correctional Officer Lieutenant

Counseling Services Coordinator (Corrections)
Departmental Grievance Coordinator (Corrections)
Deputy Compact Administrator (Adult P & P)
Director of General Nursing Services
Environmental Health Coordinator (Corrections)
Executive Secretary Parole Board

Fiscal Management Officer

Home Confinement Coordinator

interdepartmental Project Manager

Internship Volunteer Coordinator (Corr Systems)
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Librarian (Corr) B
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Marketing/Sales Manager (Prison Industries)

Parole Coordinator

Physician Extender (Corrections)
Physician Extender (Corrections)
Physician |l (General)

Physician Il (General)

Principal Management & Methods Analyst
Principal Planner (Corrections)

Principal Planner (Corrections)
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DOC Staff by EEO Category, Title, Race and Gender as of 6/30/07

Principal Public Health Promotion Specialist

Principal Research Technician

Probation & Parole Officer |

Probation & Parole Officer |

Probation & Parole Officer |l

N

Probation & Parole Officer il

Probation & Parole Officer 11l

Probation & Parole Supervisor

Probation & Parole Supervisor

Professional Services Coordinator

Professional Services Coordinator

Project Manager

Public Health Education Specialist (Corrections)

Records & Identification Officer Captain

Records & Identification Officer Captain

Records & Identification Officer Li.

Records & ldentification Officer Lt.

School Psychologist

School Social Worker

Senior Accountant
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Senior Legal Counsel

Senior Legal Counsel

Senior Planner

Senior Research Technician

Special Education Director

Special Projects Coordinator

State Building & Grounds Coordinator (Corrections)

Substance Abuse Coordinator

Supervising Accountant

Supervising Clinical Psychologist

Teacher Academic

ojojlolojlojojo|jo oo |C

Teacher Academic

Teacher Academic (Eng/End in ESL-SPA)

Teacher Academic (Industrial Arts)

Teacher Academic (Spec Ed)

Teacher Academic (Spec Ed)

Work Rehabilitation Program Supervisor
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253

299

Locksmith 1l

Senior Inspector (Div of Purchase)

Supervisor of Correctional Officer Training

Supervisor of Correctional Officer Training

Systems Support Technician |

QOO0 I010

nZ M IZ

C Total

OOOOOONOOOOOOOOOOOOOOOOO

ojlojojo OO

ololojlolololujojo|jo|jo|— 1O

OOOOOOOOOOOOOOOOOOOOOOOO

e PP = DN

S I Y S L)

Title EEO Gender Race 6 30 07 xis

-83-



DOC Staff by EEO Category, Title, Race and Gender as of 6/30/07

Correctional Investigator | D F 0 0 0 0 1 1
Correctional Investigator | D M 0 0 1 0 5 6
Correctional Investigator !l D M 0 0 0 0 1 1
Correctional Officer D F 1 14 11 1 66 93
Correctional Officer D M 6 65 37 3| 682 793
Correctional Officer Hospital D F 0 1 0 0 10 11
Correctional Officer Hospital D M 0 0 1 0 3 4
Correctional Officer Hospital 1l D F 0 6 0 0 18 24
Correctional Officer Hospital Il D M 0 2 2 0 8 12
Correctional Officer Steward D M 0 2 1 0 19 22
Correctional Officer Training Instructor D F 0 0 2 0 0 2
Correctional Officer Trainirig Instructor D M 0 0 0 0 5 5
Field Investigator (Corrections) D F 0 0 0 0 2 2
Field Investigator (Corrections) D M 0 0 0 0 1 1
Fire Safety Technician (Corrections) D M 0 0 0 0 2 2
Security Specialist (Corrections) D M 0 0 0 0 5 5
D Total 7 90 55 4| 828] 984
Assistant Administrative Officer E F 0 0 0 0 2 2
Dental Assistant (Corrections) E F 0 0 0 0 3 3
Implementation Aide E F 0 0 0 0 3 3
Information Aide E F 0 0 0 0 3 3
Pharmacy Aide E F 0 0 0 0 1 1
E Total 0 0 0 0 12 12
Clerk Secretary F F 0 0 0 0 3 3
Confidential Secretary | F F 0 0 0 0 1 1
Data Control Clerk F F 0 2 0 0 8 10
Executive Assistant F F 0 0 0 0 9 9
Fiscal Clerk F F 0 0 0 0 3 3
Medical Records Clerical Supervisor F F 0 0 0 0 1 1
Medical Records Clerk F F 0 0 0 0 4 4
Office Manager F F 0 1 0 0 3 4
Principal Clerk Typist F |F 0 0 0 0 1 1
Probation & Parole Aide F F 0 0 0 0 10 10
Probation & Parole Aide F M 0 0 0 0 1 1
Reconciliation Clerk F F 0 0 1 0 0 1
Senior Clerk F F 0 0 0 0 1 1
Senior Clerk Typist F F 0 0 0 0 1 1
Senior Reconciliation Clerk F F 0 0 0 0 2 2
Senior Teller F M 0 0 0 0 1 1
Senior Word Processing Typist F F 1 2 1 1 22 27
Supervising Preaudit Clerk F F 0 0 0 0 1 1
Supervisor Central Mail Services (DOA) F M 0 0 0 0 1 1
F Total 1 5 2 1 73 82
Auto Body Shop Supervisor (Corr) G M 0 0 0 0 1 1
Automobile Service Shop Supervisor (Corr) G M 0 1 0 0 1 2

Title EEO Gender Race 6 30 07 .xls
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DOC Staff by EEO Category, Title, Race and Gender as of 6/30/07

Carpenter Supervisor (Corrections) G M 0 0 0 0 1 1
Electrician (Corrections) G M 0 0 0 0 2 2
Furniture/Upholstery Repair Shop Supervisor G M 0 0 0 0 3 3
Garment Shop Supervisor (Corr) G M 0 0 1 0 0 1
Graphic Make-Ready Supervisor {Corr) G M 0 0 0 0 1 1
Horticulture Shop Supervisor (Corr) G M 0 0 0 0 2 2
Metal Stamping Shop Supervisor (Corr) G M 0 0 0 0 1 1
Paint & Janitorial Supply Shop Supervisor (Corr) G M 0 0 0 0 1 1
Plumber (Corrections) ' G M 0 0 0 0 2 2
Plumber Supervisor (Corr) G M 0 0 0 0 1 1
Printing Shop Supervisor (Corr) G M 0 0 0 0 2 2
Steamfitter Supervisor G M 0 0 0 0 1 1
G Total 0 1 1 0 19 21
Bakery Supervisor H M 0 1 0 0 0 1
Building Maintenance Supervisor (Corrections) H M 0 0 0 0 3 3
Building Systems Technician H M 0 0 0 0 3 3
Chief of Motor Pool & Maintenance H M 0 0 0 0 2 2
Janitorial/Maintenance Supervisor (Corrections) H M 0 0 0 0 2 2
Landscape Technician (Corrections) H M 0 0 0 0 1 1
Licensed Steamfitter (Corr) H M 0 0 0 0 1 1
Maintenance Superintendent (Corrections) H M 0 0 0 0 3 3
Motor Equipment Operator (Corr) H M 0 0 0 0 3 3
Senior Maintenance Technician (Corrections) H M 0 0 0 0 10 10
Storekeeper (Corr) H F 0 0 0 0 1 1
Storekeeper (Corr) H M 0 1 0 0 4 5
Supervisor of Food Services (Corr) H M 0 0 0 0 2 2
Warehouse Supervisor (Corrections) H M 0 0 0 0 1 1
Warehouse Worker (Corrections) H M 0 0 0 0 6 6
H Total 0 2 0 0 42 44
Grand Total 11 131 74 5| 1287) 1508

Title EEO Gender Race 6 30 07 .xls
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PART VI
DETERMINING UNDERREPRESENTATION
AND

GOAL SETTING



H. DETERMINING UNDERREPRESENTATION: (Numerical Goal Setting)

The procedure outlined in this paragraph applies specifically to the determination of
underrepresentation within the agency for affirmative action planning purposes and
will lead to the establishment of affirmative action goals. Underrepresentation, for
the purpose of these guidelines, is determined by comparing the number of minorities
and women within an EEO-4 job category in an agency with the number which
would exist given equal representation with the distribution of the same group found
in the civilian labor force, according to the latest census.

1t should be noted that under-representation as defined here, does not necessarily
imply the existence of discrimination. The law does not require rigid statistical
balance of parity between an agency’s workforce and the.civilian labor force.
However, where representation of minorities or women differs substantially from the
civilian labor force representation in any job category, there is a strong legal
presumption that discriminatory practices may be responsible.

The State of Rhode Island’s civilian labor force which reflects those who are
currently employed, available, and are able to work shall be used as the basis for all
comparisons with the agency workforce. The following demonstrates the way in
which under-representation is established for affirmative action purposes. For the
purpose of these guidelines, the figures to be used in calculating your under-
representation analysis are:

Minority: 14.5%
Female: 48.4%

oy

2 of the 50 persons in the professional job category in agency “A” are minorities.
2. 14.5% of the State’s labor force are minorities.

3 The number of minorities who would be professionals in agency”A” if there was
equal representation with the labor force would be 7.

145X 50
.145 X 50 = 7.250

4. The agency, in this case, is underrepresented by 5 minority professionals.
5. All partial numerical figures that contain .5 or more shall be rounded upward and
49 or less shall be rounded downward to the nearest whole number.

An Underrepresentation Analysis will be conducted for each category.
NUMERICAL GOAL SETTING: At this point, it has been determined if any
underrutilization of minorities or females exists. Now is the time to make tentative

projections that are reasonable, attainable and measurable for a qualifiable workforce
to eliminate possible employment discrimination.
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2000 Composition of Workforce

Minority
14.5%

Females
- 48.4%

B Minority
i Females
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PART VII

IDENTIFICATION & ANALYSIS OF PROBLEM AREAS



WORKFORCE COMPOSITION

In order to complete the 2007- 2008 Affirmative Action Plan, the Department performed an under
representation analysis of minorities and females for all EEO Job Categories. The Department's
deficiencies have improved in most EEO Job Categories. Reality is that hiring goals are
influenced by many factors including budgetary constraints. However, utilizing the
recommendations listed below we hope to try to meet our goals.

To achieve greater equity within the workforce the following recommendations have been made:
job vacancy notices should continue to be sent to all agencies identified on the Minority
Referral List and the Rhode Island Minority Legislator's Caucus.

the Minority Referral List should be continuously updated to foster more effective
recruitment.

the Department should continue to advertise for vacancies in a variety of minority
newspapers and professional publications. :

advertisements placed by the Department should continue to include the statements "an
equal opportunity employer” and "females and minorities are encouraged to apply”.

POSTING OF POSITIONS

The Equal Opportunity Advisory Committee has reviewed the practices and procedures of the
Office of Employee Relations and recommends that all vacancies, including "Acting”
"Temporary” & 'Vacant' positions be posted by the Department.

Job vacancy notices should continue to be posted at all Departmental work sites in addition to
being sent to other state departments and all agencies identified on the Minority Referral List.

The Warden of each facility will utilize the locked bulletin boards to post jobs and Civil Service
testing motices to ensure the continued availability of such notices.

The Committee also suggested that as civil service examinations are announced for positions

within the Department, the Office of Human Resources and Committee members should help to
recruit and explain the system/process in greater detail to potential candidates.
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EMPLOYMENT AND SELECTION PROCESS

The Department must continue to aggressively recruit minorities and females to those positions
for which no civil service list or union contract exists and to retain those individuals in order to
afford these candidates promotional opportunities.

The department should contimie to reinforce the efforts currently being made by the Director and
the Office of Human Resources to bring equity into the interview process by maintaining the
interview panel concept for vacancies within the department.

The Office of Human Resources should provide information regarding job categories in which
minorities and females are underrepresented and the Affirmative Action Plan Hiring Goals to
members of the interview panel.

" The individuals who participate in the interview process will continue to be aware of the
interviewing process and receive a copy of the interviewing techniques handbook.

The departmént should continue attending job fairs and other means of recruitment for qualified
minorities and women to be employed within the department in all areas.

The department currently has an Equal Opportunity Review Panel, which has been designed to
afford applicants a forum for presenting allegations of employment discrimination.

APPLICANT FLOW

The Equal Opportunity Advisory Committee has examined the composition of applicants who
have applied for positions within the Department of Corrections and has discovered that 32%
were minority and 60% were female. For our 2006 Correctional Officer recruitment, the
composition of the applicants was 37% minority and 32% female.

Every individual who is interviewed by the Department is requested to complete the RIEEO—3;7 8
Card. The cards for applicants not selected for various positions should be submitted to the State
Equal Opportunity Office on 2 monthly basis.

Applications submitted by nwalk in" candidates will be maintained by the Office of Human
Resources for a minimum of two (2) years, except when applicant is told otherwise.
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

Department of Corrections

INTER-OFFICE MEMORANDUM

TO: ALL INTERVIEW PANEL CHAIRPERSONS
FROM: Ashbel T. Wall, I Q § @
Director

DATE: July 5, 2007

SUBJECT: AFFIRMATIVE ACTION SELECTION & HIRING PROCESS

I have made an unwavering commitment to Affirmative Action within the Rhode Island
Department of Corrections. If you have not made yourself familiar with the Department’s
Affirmative Action Plan, I strongly suggest that you become familiar with said document, which
is available in the Office of Human Resources, on the Department’s Intranet and the Department’s
Web Page.

The following protocol in the selection and hiring process remains in effect. When scheduling an
Interview Panel for promotion and/or entry level hiring of individuals within the Department of
Corrections, the Interview Panel must include a minority representative and a woman. The size
of the panel should be no less than four (4) individuals, inclusive of the two protected group
categories that are mentioned above.

If you have any questions or comments regarding this directive, please feel free to contact the
Office of Human Resources.
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

Department of Corrections

TO: ALL INTERVIEWED CANDIDATES
FROM: ASHBEL T. WALL, IL. Q‘ﬁm
DIRECTOR l (J»>
DATE: JULY 5, 2007
SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY REVIEW PANEL

[ am firmly committed to assuring equal employment opportunities for all individuals who seek
positions or promotions in this Department, regardless of race, national origin, ethnicity, creed,
gender, age, handicap, sexual orientation or gender identity or expression.

In conjunction with this commitment, several years ago an Equal Employment Opportunity
Review Panel was created. The current membership is as follows:

Linda Milner Human Resources Analyst II

Jake Gadsden Assistant Director Institutions/Operations
Silma-del Langley Deputy Warden, Intake Service Center
Ann Fortin Assistant to the Director

David Florio Chair, DOC Affirmative Action Committee
Gerry ladevaia Department of Administration EEO Office

This committee is designed to afford applicants for hire or promotion a forum for airing
allegations of employment discrimination. Although every individual will retain the option of
either lodging his/her original complaint or any appeal of the panel's decision to the Human
Rights Commission, it is my hope that the panel will provide a mechanism for resolving these
matters at the departmental level.

Anyone who interviews for a position in the Department and wishes to lodge a complaint of
discrimination should do so by contacting Linda Milner, Human Resources Analyst II at 462-

5112. Ms. Milner will convene the committee.

In addition, T am directing that the Interview Officials provide a copy of this memo to all
individuals who participate in interviews for positions at the Department of Corrections.
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TECHNICAL COMPLIANCE

All policies and procedures pertaining to Equal Opportunity and Affirmative Action are posted
throughout the Department of Corrections.

All materials received from the State Equal Opportunity Office concerning discrimination and
sexual harassment are posted in all work areas within the Department of Corrections by the Equal
Opportunity Advisory Committee. All position vacancy notices are posted in accessible areas in
each facility within the Department.

The Department of Corrections continues to maintain all employment applications for a period of
two (2) years.

WORKFORCE ATTITUDE

RIDOC employees need to be sensitized to the fact that harassment and discrimination on the
" basis of race, sex, national origin, religion, age, disability, or any other protected status is a
- crime, and is strictly forbidden and punishable under the policy of the Department of Corrections.

1. The Department continues to make it mandatory for all employees of the department to
attend seminars specifically defining the nature of such unlawful conduct, in efforts to
sensitize and educate employees. Knowledgeable speakers and instructors are located
from outside the department. Mandatory training is done in conjunction with the training

~of new employees, as well as sessions for existing employees.

2. Complaint procedures are illustrated in bold and conspicuous communications and posted
in each building department-wide.

3. DOC staff continues to train employees on Cultural Awareness and Racial Sensitivity.

EXIT INTERVIEWS

The Department of Corrections, Human Resource Office will continue to provide all employees
who terminate from the department, the opportunity to fill out an Exit Interview form. This form
is done in private by the employee and sent in a sealed envelope to the State Equal Opportunity
Office for review.

The Department has all terminating employees sign a form certifying that they have received the
Exit Interview form from the Human Resource Office.
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

QUELTy

Department of Corrections

July 5, 2007 .

The Department of Corrections is firmly committed to concepts of Equal Opportunity and
Affirmative Action for qualified persons with disabilities, disabled veterans, Vietnam Era
Veterans and Persian Gulf War Veterans, as provided for in the Americans with Disabilities Act
of 1990, in Rhode Island General Law 28-5.1, Executive Order 92-9 and in the Vietnam Era
Veterans Readjustment Act of 1974. The Department also provides equal and accessible services
to all persons including persons with disabilities.

Linda Milner, who has been designated as the A.D.A. (Americans with Disabilities Act),
Coordinator by me, will ensure that these undertakings are carried out for the Department of
Corrections.

Ashbel T. Wall, II
Director
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PRACTICES AND PROCEDURES

The Department will continue to take affirmative steps in the recruitment of individuals with
disabilities and Vietnam Era Veterans by sending all job postings to agencies and organizations
which serve this population.

Job specifications and qualifications will be reviewed to ensure that they are job-related and
would not adversely affect any applicant because of physical or mental qualifications.

The Department is committed to the creation of a barrier free work environment for all of its
employees.

Reasonable Accommodations:

The Department will seek to meet the particular identified need of its current staff with regard to
modifying the job site. Counseling to assist the employee in the job will be available.

Special equipment, such as a TDD Telephone, will be made available to any employee who may
need it.

The job will be restructured, when possible, to meet the employee's special needs.

All new employees during their "orientation” will be requested to complete the "Employee Self-
Identification of Disability and Request for Reasonable Accommodation” form. We will institute
the Americans with Disabilities/504 Grievance Procedures and this procedure will be posted
throughout the Department. The Department will evaluate all facilities to ensure compliance with
the Americans with Disabilities Act of 1990.
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AMERICANS WITH DISABILITIES/504 GRIEVANCE PROCEDURE

Department of Corrections 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: Linda Milner., Human Resources Analyst II, who has been
designated to coordinate ADA/504 Compliance efforts.

1. A complaint should be filed in writing or verbally, containing the name and address of the
person filing it, and briefly describe the alleged violations of the regulation.

2. A complaint should be filed within Ten (10) days after the complainant becomes aware of
the alleged violation.

3. An investigation as may be appropriate will follow a filing of complaint. The
investigation will be conducted by Linda Milner. 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.

4. A written determination as to the validity of the complaint and a description of the
resolution, if any, will be issued by Linda Milner and a copy forwarded to the complainant
no later than fourteen (14) days.

5. The ADA/504 Coordinator will maintain the files and records relating to the complaints
filed.
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INTERNAL AND EXTERNAL DISSEMINATION OF POLICY:

Internally, the staff will receive a copy of the Affirmative Action Policy for individuals with
disabilities, disabled veterans and Vietnam Era Veterans.

Externally, the Department of Corrections will correspond with the Vietnam Era Veterans
Association when vacancies occur, informing them of the office's commitment to equal
employment opportunity for the disabled, disabled veterans, and Vietnam Era Veterans. A copy
of the vacancy notice will be attached.

-101-



AFFIRMATIVE ACTION POLICY
FOR INDIVIDUALS WITH DISABILITIES,
DISABLED VETERANS AND VIETNAM ERA VETERANS

PRACTICES AND PROCEDURES
OUTREACH RECRUITMENT:
A vacancy notice will be sent to all Veteran Associations who request copies of vacancy
announcements.

PHYSICAL AND MENTAL QUALIFICATIONS:

Disabled persons, disabled veterans and Vietnam Era veterans with minimum physical and mental
abilities to perform a job will be given equal consideration with other applicants for positions.

WORK ENVIRONMENT:

The workplace will be free of discriminatory insults, intimidation, or any other forms of
harassment. A copy of the Americans with Disabilities/504 Grievance procedure will be posted
on the bulletin boards throughout the Department.

REASONABLE ACCOMMODATIONS:

The Department of Corrections will provide a reasonable accommodation to a disabled employee
with a workable job site.

The Department of Corrections will offer support services as needed.
The Department of Corrections will obtain whatever special equipment is necessary.

The Department of Corrections, if necessary, will restructure the job to fit the particular talents
and abilities which the employee possesses.

REPORT ON LAST YEAR'S ACTIVITIES:

During the past year, we continued to review all of our work locations to insure accessibility for
the handicapped/disabled. We currently have special parking, a TDD number for the hearing
impaired, raised lettering and accessible rest room.

REPORT ON THIS YEAR'S PLAN:

Individuals with disabilities on staff will be informed that should they require any modifications,
support services, special equipment, or job restructuring they should contact Mrs. Linda Milner.
Discrimination against such individuals will not be permitted. Implementation of this policy will
be the responsibility of Mrs. Linda Milner.
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LAWS GOVERNING EQUAL OPPORTUNITY



PRIVATE EMPLOYMENT,
STATE AND LOCAL GOVERNMENTS,
EDUCATIONAL INSTITUTIONS

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

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

AGE:

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

local governments, educational institutions, employment agencies and labor organizations.

SEX (WAGES):

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

DISABILITY:

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

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color,

religion, sex or national origin, and requires affirmative action to ensure equality of opportunity
in all aspects of employment.

INDIVIDUALS WITH HANDICAPS:

Section 503 of the Rehabilitation Act of 1973, as amended, prohibits job discrimination because
of handicap and requires affirmative action to employ and advance in employment qualified
individuals with handicaps who, with reasonable accommodation, can perform the essential
functions of a job.

VIETNAM ERA 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
Vietnam era veterans and qualified special disabled veterans.

Applicants to and employees of companies with a Federal government contract or subcontract are
protected under the authorities above. Any person who believes a contractor has violated its
nondiscrimination or affirmative action obligations under Executive Order 11246, as amended,
Section 503 of the Rehabilitation Act or 38 U.S.C. 4212 of the Vietnam Era Veterans
Readjustment Assistance Act should 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 OFCCP regional or district office, listed in most
directories under U.S. Government, Department of Labor. '
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PROGRAMS OR ACTIVITIES RECEIVING
FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX:

In addition to the protection of Title VII of the Civil Rights Act of 1964, Title VI of the
Civil Rights Act prohibits discrimination on the basis of race, color or national origin in
programs or activities receiving Federal financial assistance. Employment discrimination
is covered by Title VI if the primary objective of the financial assistance is provision of
employment, or where employment discrimination causes or may cause discrimination in
providing services under such programs. Title IX of the Education Amendments of 1972
prohibits employment discrimination on the basis of sex in educational programs o1
activities which receive Federal assistance.

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

INDIVIDUALS WITH HANDICAPS:

Section 504 of the Rehabilitation Act of 1973, as amended, prohibits employment
discrimination on the basis of handicap in any program or activity which receives Federal
financial assistance. Discrimination is prohibited in all aspects of employment against
handicapped persons who, with reasonable accommodation, can perform the essential
functions of a job.
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COMMUNTCATION FP-3-F0-3-3
Re: (S-376 Vacancy Notlice
(Revised)

STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS

" OFFICE OF PERSORNEL

DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN RESOURCES

]
*

ATMINTSTRATION

DATE: Februarv 25, 1988 )

FRCM : Bradford E. Smﬁ@é&gj

-’Qsonnel Administrator

ROUTING: Personnel Officials (List #22)

®#cc:  Directors (List 12) Lists, 14, 15 and Unionm éfficials
List 23

% Directors and Chief Executive Officers or . their designess

‘are responsible for distribution within their organization.

DISPOSITION:
[X] Act on and File

BRIEF DESCRIPTION:

CS-376 - Vacancy Notice (Revised February, 1988)

Enclosed are two versions (legal and letter size)
of a (CS-376 Vacancy Notice as revised. It 1is your
choice to use either” size as deemed appropriate
for your agency. Some departments indicated a
preference of legal size for posting purposes to
satisfy affirmative action amd recruitment
promotion interests.

Marry departments/agencies contributed to the
process of revision of this form in the hope of
improving human resource activities. Scme
revisions may only benefit a few agencies but are
included because of its value to the system at
large.

A cooy of the vacancy notice must be sent to the Equal

Opportunity - Section of the (Qffice of F Personnel

Administration, and the respective bargaining umit.

NQTE:

Agenicies are respon51b1e for dunllcatlngf this form
2t thell owWn expense.

File in Volume 1 under Procedﬁres

Effective: Immediately

PP-3-F0-3-3.1
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VACANCY NOTICE cs-3ro

FOR OPPORTUNITIES IN RHODE ISLAND STATE GOVERNMENT

Description of Position

General Information to Candidate

~INSTRUCTIONS:

TITLE OF POSITION: CLASSIFICATION CODE:
SALARY RANGE: REFERENCE POSITION NO.:
Department or Agency Name APPLICATION PERIOD:

Division/Section/Unit
Assignment(s) / Comments

Shift and Days: Job Location:
Restrictions/Limitations:

Position Covered By Collective Bargaining Union Agreement Yes No
Name of Bargaining Unit Union:

is not

There is* a Civil Service List for this | positio

14

See A/B or Both for Specific Instructions

R

A. STATE EMPLOYEE LATERAL BIDDER: Bids are now being accepted for the position(s) indicated. If you are currently in this classification
and wish to bid, please complete fully the CS-14 Application Form; and RIEEO 378 Affirmative Action Card. Remember to include, either on the application or
within a cover letter, both the File Position Title and Number.

Most Important - Please include the following information:

. The title of the position for which you are applying . Name of depariment where you are currently employed
« Tile of your present position and date you entered it . Your business felephone number
. Date you entered State service « Present Union Affiliations

« [n certain agencies, bargaining union applicants will receive preferential consideration according to contract.
B. NON INCUMBENT/NON STATE EMPLOYEE APPLICANT:

If indicated above that NO civil service list exists for this position, you need not be in the class of position, or be in State service to apply. All information
requested on the application form must be furnished. The information you give will be used by the agency Personnel Office to determine your qualifications. If
an item does not apply to you, or if there is no information to be given, write in the letters "N.A." for Not Applicable. If you fail to answer all the questions on
the application form, you may delay consideration of your application.

C. AMERICANS WITH DISABILITIES ACT (ADA) PROVISIONS:

. Reasonable Accommodations:
if an applicant is unable to perform any essential job functions because of his/her disability but can achieve the required results by means of a REASONABLE
ACCOMMODATION, then the individual shall not be considered unqualified for therefore the position.

. Medical Information:
Any medical exams required for this position will be performed after a conditional offer of employment has been made in accordance with the
Rules/Regulations of the Americans with Disabilities Act (ADA).

DUTIES / RESPONSIBILITIES:

n
g
R
3
(o]
(Yo
°
o
=
[+
E
2
8
7]
o3 EDUCATION / EXPERIENCE | SPECIAL REQUIREMENTS:
5 (A class specification describing the duties of the position and the minimum qualifications will be furnished upon request.). |
T 8 Education: Such as may have been gained through: or Experience: Such as may have been gained through: Special !
E S Requirement:
o 8
g
3 &
E
£
=
Apply within the application period as shown on this announcement. NOTE: Some State union contracts allow a 3 day grace period for receipt of CS-14
application or bid.- This Office does not assume responsibility for applications sent through the mail. SEND RESUME or CS-14 Application to:
0 —
8 :
o -2 Telephone #:
&g Fax #:
= TTYITDD #: ;
(Telecommunication Device for the Deaf) N

STATE OF RHODE ISLAND IS AN EQUAL OPPORTUNITY/DIVERSITY EMPLOYER
107
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GRIEVANCE PROCEDURE

RHODE ISLAND EQUAL OPPORTUNITY OFFICE
TELEPHONE (401) 222-3090 TDD (401) 222-6144

The State Equal Opportunity Office will accept, from both State Employees and applicants
for State employment, complaints of discrimination that are based on race, color, religion,
sex, age, national origin, disability, sexual orientation, gender identity or expression and
sexual harassment.

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.

All complaints will remain confidential except to the extent necessary to conduct a
review of the facts.

2. An Equal Opportunity Officer will be assigned to investigate the complaint.
3. The Agency Director (Responder) will be notified of the allegéd charge.

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 probably cause is not evident, the parties are so informed by the State Equal
Opportunity Office.

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

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

8. 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 findings and recommended corrective action to both parties.

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

An individual may also file a complaint with the RI Human Rights Commission or the
Equal Employment Opportunity Commission. If a charge has been filed, either
simultaneously or at a later date, with the RI Human Rights Commission or the Equal
Employment Opportunity Commission, the State Equal Opportunity Office will defer to
either Commission for the investigation and any resolution and/or prosecution of the
charge.
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DEPARTMENT OF ADMINISTRATION
DIVISION OF HUMAN RESOURCES

Office of Personnel Administration
Equal Opportunity

R A T SR e L R ST

~ )

1. Complaint Information: | 3. Basis of Alleged COmpamt
State your name and address: ) _ Race/Calor: Specify
_ Sexx: ——Male Female
, __ Age: Dateof Birth
- ~ —— ___ National Origin: Specify
Telephone Number($) '
Work: ___ Religion: Specify
Home: _._——Sexgal Harassmert
’______Sexual Orientation
2. Name of Department: __ Gender Identity or Expression
9. Nature of Charge:
3. Name of Immediate Supervisor Hiring
o Compensation
4, Respondent Information: _ Job Classification
Name and address of agency involved: o Discharge/T ermination
____ Promotion
_ Traiming
City State Zip Code ___ Demotion
______' Qualifications/Testing
5. Name and Title of person(s) charged: _ Layoff
_ Recall
6. Date of Alleged Violation: . Semiontty
o Intimidation/Reprisal
__ Harassment

7. Place of Alleged Violation:

Case Number
-109-
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(Continued)

AT S

i A e S

10.  Explain as briefly as p.ossible what happened and how you Wete discriminated against. Indicate who
her persons were ireated differently from you. Also attach any

wag involved. Be sure to include how ot
written material pertaining to 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 employees, SUpervisors, or others) that we may contact .

for additional information to support of clarify your complait.

Complainant Signature Date Interviewing Officer
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RETALIATION OR COERCION

Any employee or agent of State Government who shall discriminate against an
individual through the use of retaliation, coercion, intimidation, threats or other
such action because such individual has filed a complaint, testified or participated
in any way in any investigation proceeding or hearing regarding discrimination in
employment or public service or because such individual has opposed any act made
unlawful under the Americans with Disabilities Act (ADA) or Rhode Island Fair
Employment Practices Act or any rules and regulations issued pursuant to either,
shall be subject to disciplinary action. Said action made include suspension from
employment or dismissal where the discrimination is found to be willful or
repeated.
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EMPLOYEE SELF-IDENTIFICATION OF DISABILITY FORM



CONFIDENTIAL
Employee Self-Identification of Disability
And

Request for Reasonable Accommodation

In accordance with the Americans with Disabilities Act of 1990, R.I. General Law 28.5 and
Executive Order 92-2, the State Equal Opportunity Office invites a qualified individual with a
disability to self-identify to be provided reasonable accommodations if necessary to perform the
essential function for the desired position.

o jaeeNeys

e S b oA 1 € B £ 5 BRSO 18T 4T

| DATE: | |

. o
JOB TITLE: ___

Please check the category that best describes your handicap. (Upon request, verification of
handicapping condition must be obtained from your physician.)

Handicapping conditions include, but are not limited to:

AIDS

Alcoholism

Blindness or Visual Impairment

Cancer

Cerebral Palsy

Deafness or Hearing Impairment

Diabetes

Drug Addiction

Epilepsy

Heart Disease

Mental or Emotional Illness

Mental Retardation

Multiple Sclerosis

Muscular Dystrophy

Orthopedic

Perceptual Handicaps such as Dyslexia, Minimal Brain Dysfunction,
Developmental Aphasia, or Speech Impairment

1 other]

el

(') Yes,Irequesta reasonable accommodation Needs Assessment Review.
(e) No reasonable accommodation needed at this time.

RIEOO-5/90A
REVISED 2/92
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CONFIDENTIAL EXIT-INTERVIEW FORM

The purpose of this form is to record information concerning reasons why
employees are terminating/transferring from State Service. '

The form asks specific questions concerning:

Employment

Career Opportunities

Fair Treatment :

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

MY 0w

The form is completed by the employee who is terminating or transferring.
Person is interviewed by the Equal Opportunity Officer.

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

The form is voluntary and confidential.
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STATE EQUAL OPPORTUNITY OFFICE
1 Capitol Hill
Providence, R1 02908-5865

Rhode Island Department of:
CORRECTIONS

NAME OF EMPLOYEE (Please print or Type)

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. I understand that all terminating/transferring
employees have the option of an Bxit Interview with the State Equal Opportunity
Officer/Liaison to the Rhode Island Department of __CORRECTIONS . I hereby
certify that T have received an Exit Interview form from the personnel officer and, that the
completed Exit Interview form must be forwarded to the State Equal Opportunity Office.
I also understand that a copy of this completed sign-off form will be placed mn my
personnel file.

SIGNATURE OF EMPLOYEE DATE EMPLOYEE SIGNED

****************************

DATE EXIT INTERVIEW WAS SIGNATURE OF PERSONNEL OFFICER
MAILED TO EMPLOYEE

*INSTRUCTIONS:

The Personnel Officer must distribute a copy of the Exit Interview form along with
termination/transfer papers to the employee. The Personnel Officer must place a
copy of the Exit Interview sign-off form in the employee’s personnel file and

forward a second copy of the sign-off form to the Department’s EEO Coordinator
immediately upon completion.
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SURVEY INQUIR

All information obtained from this inquiry will be handled in a confidential manner and
will not be divulged to supervisors, co-workers, Or anyone inside or outside the agency.
The information will be used as a tool for change and improvements and will not be made
part of your personnel record and will not be used to respond to reference checks by
future employers. We ask that you be as honest and fair as possible. Please complete and
return to the State Equal Opportunity Office, 1 Capitol Hill, Providence, RI 02908-
5865. Thank you. '

oA T T R A B n R S T Ly e T LTI S L AL W TSR

NAME ' JOB TITLE
ADDRESS DEPT./ AGENCY

DIVISION / UNIT
TELEPHONE DATE DEPARTED
DATE HIRED

(Please Check for Equal Opportunity Purposes Only)
Female White Asian Amer./Pacific Islander Hispanic

Male Black Amer. Indian/Alaskan Native Handicapped

m—mmwmummmm—-mmmmmmuwmmmmummmmmmmmmnm

What is your main reason for leaving?

What did you like best about your job?

What did you dislike about your job?

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

Do you feel career opportunities were adequately afforded to you?

Did you feel free to go to your supervisor to discuss problems about your job?

(Over) Revised 1990
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(Contmued)

Was your supervisor effective in handling problems or complaints?

AT LR S A e e P S TR oy SR e e N P R e i R A S S

Was the Leave of Absence Procedure clearly explained to you?

Did you receive fair treatment while employed?

Would you seek employment with the State of Rhode Island at a future date?

Do you feel you were discriminated against?

INTERVIEWING OFFICER DATE

Comments
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EQUAL OPPORTUNITY ADVISORY COMMITTEE

MISSION:

TO 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 GOVERNMENT.

1. ESTABLISHING THE COMMITTEE:

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

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

1. Bach Division of Agency
2. Various job levels
3. Minorities, women and the handicapped

2. STRUCTURE:

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

Minutes

oEEuOR >

3. FUNCTIONS (ROLE):

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

Assist the designee of the agency head with preparing the affirmative
action plan

Monitor the progress of the action goals and programs, if necessary,
make recommendations to improve

Review monthly progress reports

Issue a progress report to agency head quaterly

o oW

Q™
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CHAIRPERSON (DUTIES)

A. Prepare agenda for meeting
B. Preside over committee meetings
C. Submit any committee recommendations to the agency head

SECRETARY (DUTIES)

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

EQUAL OPPORTUNITY COORDINATOR:

Ex-Officio
Advisor

EQUAL OPPORTUNITY OFFICER/LIASON:

Ex-Officio
Advisor

AGENCY HEAD:

Should make a commitment that all recommendations will be reviewed and
acknowledged

EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:

1. Newsletter

2. Pay envelopes

3. Employee handbooks

4. Copies of the Affirmative Action Plan policy statement of key

program elements

THE STATE EQUAL OPPORTUNITY OFFICE MAY ISSUE SUCH
GUIDELINES, DIRECTIVES OR INSTRUCTIONS AS NECESSARY
TO CARRY OUT RI GENERAL LAW 28-5-1.
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EQUAL OPPORTUNITY/AF FIRMATIVE ACTION OFFICERS

RI DEPARTMENT OF ADMINISTRATION
Division of Human Resources

State Equal Opportunity Office

One Capitol Hill, 3* Floor

Providence, RI 02908-5865

Phone 222-3090 TDD 222-6144

Fax 222-6391

A. Vincent Igliozzi, Administrator,
State Equal Opportunity Programs

Geraldine Iadevaia, Principal Equal Opportunity Officer

Delores Farrow, Senior Equal Opportunity Officer

COMMUNITY COLLEGE OF RHODE ISLAND
John White, Jr., Director, Providence Campus

One Hilton Street

Providence, RI 02905

Phone 455-6011 TDD 825-2238

RHODE ISLAND COLLEGE

Patricia Giammarco, Director of Affirmative Action
600 Mt. Pleasant Ave.

Providence, RT 02908

Phone 456-8218 TDD 456-8216

Fax  456-8717

UNIVERSITY OF RHODE ISLAND

Robert E. Gillis, Director

Affirmative Action, Equal Opportunity & Diversity
Carlotti Administration Building

Kingston, RI 02831

Phone 874-2442 TDD 874-2120

Fax  874-7149 :
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ENFORCEMENT AGENCIES

Department of Administration
Office of Personnel Administration
State Equal Opportunity Office
One Capitol Hill

Providence, RI 02908-5865

TEL #(401) 222-3090

TDD#(401) 222-6144

FAX#(401) 222-6391

RI Commission for Human Rights
180 Westminster Street
Providence, RI 02903

TEL #(401) 222-2662/Voice
TDD #(401) 222-2664

FAX #(401) 222-2616

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

Washington, D.C. 20507

TEL # (202) 663-4900/Voice

TDD # (800) 8§00-3302

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

Department of Justice
Office of the Americans with Disabilities Act
Civil Rights Division
P.O. Box 66118
Washington, D.C. 20035-6118
TEL # (202) 514-0301/Voice
TDD # (202) 514-0381
# (202) 514-6193 (Electronic Bulletin Board)
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