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you.

Sincerely,
/s/ Tomas Avila

Tomads Avila, Associate Director
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AGENCY ORGANIZATION AND STRUCTURE

RIHousing is a quasi-public agency chartered in 1973 by the General Assembly with such purpose
and powers as set forth in Chapter 55 of Title 42 of the Rhode Island General Laws of 1956, as
amended from time to time, to encourage the investment of private capital and stimulate the
construction and rehabilitation of residential housing and health-care facilities through the use of
public financing, to provide construction and mortgage loans and to make provisions for the
purchase of mortgage loans.

The quasi-public agency’s housing and mortgage programs have been financed through tax-exempt
bonds and notes to private investors. RIHousing operates at no cost to Rhode Island taxpayers with
its operating expenses supported from fees and earnings received from its various multi-family and
single-family homeownership financing and programs.

RIHousing is governed by a seven-member Board of Commissioners. RIHousing’s Board provides
overall policy direction in managing business activities, as well as providing oversight, strong fiscal
management, and setting long-term goals for meeting Rhode Island’s housing needs. The Board’s
commitment of time and energy contributes to an improved quality of life for thousands of Rhode
Islanders.

The Board of Commissioners established RIHousing’s organization to consist of five divisions and
an executive office. The divisions are Homeownership, Leased Housing and Rental Assistance,
Development, Loan Servicing, and Finance. By law, the Executive Director is appointed by the
Board of Commissioners. All other employees are appointed by the authority of the Executive
Director. RIHousing employees are not employees of state government and are not covered by civil
service laws. All personnel regulations, pay scales, work rules, benefits, and employment
procedures are established by RIHousing. Purchases are made through the agency’s Executive
Division, independent of the State’s purchasing office. RIHousing received no federal funds and is
not considered a “recipient” within the meaning of Title VI, Title IX, or the Rehabilitation Act.

As an instrument of the State, however, RIHousing is bound by its enabling legislation to abide by
equal opportunity and affirmative action requirements in employment and in the design and
administration of its programs. Every aspect of corporate activity has been reviewed and will
continue to be monitored as to its conformance to these important obligations.
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RIHOUSING BOARD MEMBERS

James Thorsen Vice Chairperson, Ex Officio
Elizabeth Dwyer Member, Ex Officio
Maria Barry Member

James A. Diossa Member, Ex Officio
Kevin Orth Member

Stephen McAllister 11 Member

See Organizational Chart (Page 6)
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PLAN ADMINISTRATION

RIHOUSING POLICY ON UNLAWFUL HARASSMENT (Including Sexual Harassment)

RIHousing has always maintained that every employee has the right to work in an environment free
from any type of harassment that would hinder an individual from contributing and developing to the
maximum of his or her potential. The accomplishment of this goal is essential to the mission of the
organization. Recognizing and respecting the different values and backgrounds of each employee is
the key to developing an awareness of and sensitivity to conduct that could be construed as offensive.
In order to provide an atmosphere in which individual differences are valued and respected,
RIHousing does not tolerate harassment of any form including, but not limited to, harassment on the
basis of race, color, sex, religion, sexual orientation, gender identity or expression, age, national
origin, disability, or veteran status. Verbal or physical conduct or behavior that is insulting or
derogatory to an individual based upon race, color, sex, religion, sexual orientation, gender identity
or expression, age, national origin, disability, or veteran status is prohibited. Harassment in violation
of this policy can include, for example, racial, ethnic, sexual, or religious insults or jokes or
unwelcome comments or conduct or stereotyping based on one of the above-delineated protected
classifications. These types of harassment will result in disciplinary action, up to and including
discharge from employment.

Sexual Harassment:

Harassment of an employee by a Supervisor or co-worker based on sex is illegal. Verbal or physical
conduct by a Supervisor or co-worker relating to an employee’s sex which has the effect of creating
an intimidating, hostile or offensive work environment, unreasonably interfering with the employee’s
work performance, or adversely affecting the employee’s employment opportunities, is prohibited.
While it is difficult to define sexual harassment precisely, it does include, for example, any
unwelcomed sexual advances such as unwanted hugs, touches or kisses, requests for sexual favors
and/or other verbal or physical conduct of a sexual nature such as degrading, suggestive or lewd
remarks or noises, dirty jokes, derogatory or pornographic posters, cartoons, or drawings when the
conduct has the purpose or effect of interfering with an individual’s work performance or creating an
intimidating, offensive or hostile work environment. Sexual harassment can take many forms and may
be physical, verbal, or visual. Sexual harassment can include repeated offensive or inappropriate
flirtation, advances or propositions, repeated verbal abuse with sexual overtones, graphic verbal
commentaries about an individual’s body, use of degrading words or names, sexually suggestive
displays or pictures and other verbal or physical conduct of a sexual nature when:

1. Submission to such conduct is made either explicitly or implicitly a term or condition of
employment such as the threat or suggestion that continued employment, advancement,
assignment, or earnings depends on whether the employee will submit to or tolerate
harassment;

2. Submission to or rejection of such conduct by an individual is used as the basis for
employment decisions affecting such an 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 work environment.
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It is a violation of this policy for Supervisors, Managers, or any other employee to compromise the
authority of their position to control, influence or affect the career, salary, or job of another employee
(or prospective

employee) through any form of sexual harassment. Violations of this policy will not be permitted and
may result in discipline, up to and including discharge from employment.

Filing a Harassment Complaint:

Employees who feel they are victims of sexual harassment by co-workers should report the incident
to their immediate Supervisor or Manager. Supervisors or Managers are responsible for taking
appropriate corrective action and have the obligation to maintain a positive and productive work
environment. Where it is not appropriate or where you do not feel comfortable reporting to your
Supervisor, you should bring such incidents to the attention of the Director of Human Resources. The
Director of Human Resources, located at 44 Washington Street, Providence, RI 02903, also serves as
the Affirmative Action/EEQ Officer and can be reached at extension 1217,

The employee assistance program (EAP) provides confidential counseling services to Corporation
employees. Individuals wishing to discuss an incident confidentially or seeking information and
advice of a personal nature are encouraged to contact the EAP. The role of the EAP in such cases will
be limited to personal counseling and treatment for the person who is then an EAP client. Contacting
EAP will not qualify as notification to RIHousing of a potential harassment or discrimination issue.
Employees should follow the procedures noted above to notify RIHousing of an issue or complaint.

During the complaint process, the confidentiality of the information received, the privacy of the
individuals involved, and the wishes of the complaining person will be protected to as great a degree
as is possible. The expressed wishes of the complaining person for confidentiality will be considered
in the context of the Corporation’s legal obligation to act on the charge and the right of the charged
party to obtain information. In most cases, however, confidentiality will be strictly maintained by the
Corporation and those involved in the investigation. In addition, any notes or documents written by
or received by the person(s) conducting the investigation will be kept confidential to the extent
possible and according to any existing state or federal law.

Retaliation against the employee for complaining about, filing a complaint, or cooperating m an
investigation into sexual harassment is prohibited under this policy and is illegal. Violations of this
policy will not be permitted and may result in discipline, up to and including discharge from
employment.

Any employee who believes that he or she has been harassed in the workplace in violation of this
policy may also file a complaint with the Rhode Island Commission for Human Rights, 180
Westminster Street, 3rd Floor, Providence, RI 02903 (401-277-2661 or 401-222-2662) and/or the
Equal Employment Opportunity Commission, John F. Kennedy Federal Building, 475 Government
Center, Boston, MA 02203 (800-669-4000). Federal and State law require that a formal written
complaint be filed with the Human Rights Commission or the EEOC in accordance with applicable
time limits. Remedies for sexual harassment include cease and desist orders, back pay, compensatory
damages, hiring, promotion, or reinstatement.

Bad Faith Claims:

Disciplinary action may be taken against individuals reporting a claim in bad faith. “Bad faith™ does
not mean a claim that the complainant believes is valid but is later determined to be invalid. Rather,
bad faith is meant to include individuals who submit claims they know to be false or erroneous, for
the purpose of hurting someone or damaging his/her reputation or other similar negative purposes
(such as for their own personal gain).
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RIHOUSING STATEMENT OF POLICY ON
EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

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

directives.

RIHousing supports affirmative action and equal opportunity. RIHousing pledges that it will post all
vacancies, including transfers, and will recruit, hire, train, and promote persons in all job
classifications without regard to race, color, sex, religion, sexual orientation, gender identity or

expression, age, national origin, disability, or veteran status.

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

employ qualified members of both protected and non-protected groups.

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

offensive working environment.

Sexual harassment includes unwanted verbal or physical conduct of a sexual nature as well as sexual
advances or requests for sexual favors. Any form of harassment is unlawful, lowers the morale and

efficiency of the employees, and will absolutely not be tolerated.

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

acquisition of special equipment.
Page 91143



The Americans with Disabilities Act/504 Coordinator for RIHousing is Melanie Cluley, Director of

Human Resources.

RIHousing is committed to identifying and eliminating past and present effects of discrimination in
employment. In order to achieve this, we will identify those classes of individuals which are
underrepresented in our workforce, set goals and timetables for increasing our employment of those
underrepresented groups, and implement an Affirmative Action Plan of outreach, recruitment,

training, and other similarly designed programs.

The Human Resources Director is responsible for ensuring that the program is coordinated within

RIHousing.

As the Executive Director of RIHousing, I assume the responsibility for ensuring that this equal

opportunity policy will be carried out within the Organization.

Cafol Ventura

Executive Director
RIHousing

Date: ﬁr/ | ?: (B
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Names, Titles, Race, and Gender of Members of the Committee

Shahidah Ali

Administrative Assistant, Finance
429-1438

IF

Jay Guthin (terminated 2/2020)

Assistant Director, Loan Servicing
Specialist

457-1289
SM

Nishi Kumar {terminated 2/2021)

Manager, Government Relations & Policy

429-1448
4F

Knijia Sailsman (deceased10/ 2020}
Housing Stabilization Coordinator
277-1562

7F

Karen Gregory
Paralegal
429=1411

5F

Lisa McGregor

Sr. Manager Lender Services
429-1458

5F

Hope Lanphear

429-1409
SF

HeelJin Kim
Marketing Assistant
429-1407

4F

Roxanne Perez
Loan Closing

457-1275
2F

Assistant Director, Leased Housing & Rental Services

Bernard White Barbara Farrand (terminated 8/21)

Development Transaction Coordinator Director of Human Resources

277-1534 457-1217
M 5F
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EQUAL EMPLOYMENT OPPORTUNITY ADVISORY COMMITTEE NOTES/MINUTES

RIHousing has contracted with the Exeter Group, a consulting firm that partners with organizations
across multiple sectors to improve employee and stakeholder equity. A RIHousing Diversity,
Equity, Inclusion, and Belonging (DEIB) group was created and met between 2021 -2022, this cross
divisional group met to establish a DEIB consultant Request for Proposal (RFP). The group also met
to discuss RIHousing DEIB strengths, gaps and to and outline future RIHousing DEIB strategies.
This group reviewed all DEIB consultant proposals and selected the Exeter Group.
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Names, Titles, Race, and Gender of Members of DEIB RIHousing/Exeter Core Project
Committee:

Shahidah Ali Karen Ramieri Lisa Primiano
Administrative Assistant, Finance Payroll & Benefits Generalist Chief Operating Officer
429-1438 277-1565 457-1148

IF 5F 5F

Corrine Myers Boris Sical

Senior Counsel Systems Engineer

277-1552 443-1613

5F 2M

Robert Britto Brian DeChambeau Melanie Cluley

Design and Construction Specialist Manager of Research & Evaluation Director of Human Resources
457-1284 443-1615 457-1217

M 5M 2F

Hope Lanphear

Assistant Director of Leaded Housing & Rental

429-1409

5F
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Core Project Team (Attends regular weekly project meetings)

-

Oversees, coordinates, and delegates project compenents and completion

Project Manager/Lead = Ensures availability of key resources * OD Project Manager, Exeter
+ Liaise with internal parties
+ Lisa Burton, OD Director, Exeter
= QD Analyst, Exeter
= Project Coordinator, Exeter
. o + Hope Lanphear, Multi Family Compliance Mgr.
- * Executes on assigned objectives and activities )
Project Team Members Hie € ) » Corinne Myers, General Counsel

Escalates identified risks to Project Manager

= Shahidah Ali, Executive Assistant

» Robert Britto, Design and Construction Specialist

« Boris Sical, Systems Engineer

+ Brian DeChambeau, Manager of Research & Evaluation

Key Resources {Attends project

call as needed)

Executive Sponsor

Advocates project goals and objectives at the highest levels of the organization
Maintains alignment with business outcomes
Navigates and removes organizational barriers on behalf of the project team

Lisa Primianc, Chief Operating Officer

Human
Rescurces/Organizational
Development Leader

Determines project intersections with company policies and practices
Allocates and ensures people resource availability

Melanie Cluley, Qirector of Human Resources

HRIS Analyst

Generates employee data in the reguested formats

Karen Ramieri, Payroll & Benefits Generalist

External customer advacate

Provides perspectives of various external customers and other key stakehoiders

Christing Hunsinger, Chief Strategy & Innovation Office

Technology Support Specialist

Tests and deploys various programs to ensure necessary systems infrastructure

Mate Borrero, Sr. Security Engineer

Internal Communications
Specialist

.

Identifies an appropriate and effective communication strategy

Mary Kate Harrington, Manager Public Information
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DIVISION HEADS, SUPERVISORS, HUMAN RESOURCES LIAISON

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

1. The Executive Director and Division Directors have the responsibility to read and be
familiar with the Affirmative Action Plan. They are also responsible for the implementation
of the Affirmative Action Plan and for ensuring equal opportunity in all phases of company
activity. The Director of Human Resources will review the Company’s Affirmative Action
Policy with the Division Directors annually. The Division Directors will proactively ensure
that EEO policies are complied with in their divisions. The Director of Human Resources
and the Division Directors will work together to attain annual affirmative action goals. The
Division Directors will work to establish procedures to ensure compliance with the provision
of the plan and will actively encourage employees to attend career-enhancing training
programs both internally and externally as are available. Division Directors will take positive
actions to ensure that all qualified individuals are encouraged to apply for employment,
promotion, and training. When interviewing, Division Directors will ensure that positive
steps are taken to ensure faimess and equality in all hiring decision. Division Directors are
responsible for maintaining a work environment that is free from discrimination and/or
harassment.

2. Managers and Supervisors have the responsibility to read and be familiar with this
Affirmative Action Plan. As the “first line” of Department leadership, they will ensure that
all employees act in accordance with the policies and procedures promulgated herein.
Managers and Supervisors will take positive actions to ensure that all qualified individuals
are encouraged to apply for employment, promotion and training. When interviewing, they
will ensure that positive steps are taken to ensure fairness and equality in all hiring decisions.
They are responsible for maintaining a work environment that is free from discrimination
and/or harassment. Finally, they are responsible for ensuring that all newly hired personnel
complete the Sexual Harassment and Diversity Training and thereafter complete it on an
annual basis.

3. The Human Resources Liaison will assist the Equal Opportunity and Affirmative Action
Officer/ADA/504 Coordinator and Director of Human Resources in all steps, processes,
administration and data tracking/correlating as directed.
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DIVERSITY LIAISON

Melanie Cluley, Human Resources Director has been the RIHousing Diversity Liaison since
February 2022.

AMERICANS WITH DISABILITIES ACT/504 COORDINATOR

Melanie Cluley , Director of Human Resources, is RIHousing’s Equal Opportunity and Affirmative
Action Officer and ADA/504 Coordinator. The responsibilities of this appointment include
coordination of the implementation of all applicable Federal rules and regulations for RIHousing.
Specifically, this entails ensuring company compliance with the mandates of Section 504 of the
Rehabilitation Act of 1973.

DISSEMINATION OF PLAN AND POLICY

This Affirmative Action Plan for RIHousing will be disseminated both internally and externally.
Internally, the plan will be shared with all RIHousing employees by posting on the RIHousing
Intranet. Externally, the Plan will be submitted to the Office of Diversity, Equity and Opportunity
(ODEO) State Equal Opportunity Office in the Department of Administration.

Carol Ventura
Executive Director

RIHousing
Date: _ LBF/ f“/a?a &3
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POLICY STATEMENTS

Key policy statements associated with this Affirmative Action Plan are provided beginning on the
next page.
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POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION

RIHousing fully endorses and cooperates with the Division of Human Resources’ complaint intake
and investigation procedure which provides for prompt and fair resolution of complaints alleging
discrimination in any area of employment on the basis of race, color, sex, religion, age, national
origin, sexual orientation, gender identity or expression or disability. You may contact the Division

of Human Resources at 401-574-8381, Email: HRinvestigations@hr.ri.gov, and access the

Complaint Form at www.hr.ri.gov.

)i —

T AL
Carol Ventura

Executive Director
RIHousing
Date: 5/?. Ao
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POLICY ON SERVICE DELIVERY

RIHousing is committed to providing fair, courteous, and equitable service to the public. RIHousing
will make every effort to provide interpretive services to the non-English speaking public. As per
Rhode Island General Law 28-5.1 of the State of Rhode Island, all Divisions of RIHousing shall
render services to all persons without discrimination based on race, color, religion, sex, age, national
origin, sexual orientation, gender identity or expression, or disability. Each Division is further
responsible for making sure that discrimination does not exist in any programs and activities it

assists. This includes grants, contracts, and all areas where the State and RIHousing dollar 1s spent.

If any person feels that he/she has been discriminated against, he/she may contact Melanie Cluley,
Human Resources Director of RIHousing, 44 Washington Street, Providence, Rhode Island 02903.
The telephone number is 401-457-1217. Alternatively, he/she may contact the office of Diversity,
Equity and Opportunity/State Equal Opportunity Office, One Capitol Hill, Providence, RI 02908-
5865. The telephone number is 401-222-3090 or eoo.compliance@doa.ri.gov.

Carol Ventura

Executive Director
RIHousing

Date: _ 3/ F:/do )
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POLICY ON CONTRACTS

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

(A
Carol Ventura
Executive Director
RIHousing

Date: _5‘/ g/Ro 2.3
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POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES
AND VETERANS

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

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

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

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

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

Melanie Cluley, Director of Human Resources, is designated as the 504 Coordinator for RIHousing.
This entails coordination of all divisions in the implementation of all Federal rules and regulations
affecting the Department in terms of compliance with the mandates of Section 504 of Title V of the
Rehabilitation Act of 1973.

(A

Carol Ventura

Executive Director
RIHousing
Date: _3! f/éoa’”@;
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COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF
RELIGION OR NATIONAL ORIGIN

RIHousing will fully comply with all laws and executive orders. RIHousing will strive to fulfill
requests for religious accommodation through voluntary substitutions, flexible work schedules,
changes in job assignments, or transfers. RIHousing offers employees “personal days” of paid leave
that may be used for accommodating religious holidays or obligations.

RIHousing does not discriminate against any qualified person in any facet of hiring or employment

because of their religion or national origin.

Carol Ventura

Executive Director

RIHousing

Date: 3-/ Elcfe X2 _
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COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES

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

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

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

3. Written personnel policies indicate that there will be no discrimination on the basis of sex.

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

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

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

7. Pregnancy leaves of absence for female employees are granted on an individual basis, depending
on an individual’s physical condition, under RIHousing’s leave of absence policy. Parental leave is
afforded to all employees for the purpose of child raising in accordance with Personnel Rule 5.0661
(d) and State and Federal FMLA provisions.

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

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

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

11. Women will have equal opportunity to participate in training programs sponsored by RIHousing
to the extent that they are under-represented. Special efforts will be made to include women in any
management training programs that are offered.

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

Carol Ventura
Executive Director

RIHousing

Date: % ||_'. gl édJB
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RETALIATION OR COERCION STATEMENT

An employee or agent of RIHousing who shall discriminate against an individual through the use of
retaliation, coercion, intimidation, threats or other such action because such individual has filed a
complaint, testified or participated in any way in any investigation proceeding or hearing regarding
discrimination in employment or public service or because such individual has opposed any act
made unlawful under the Americans with Disabilities Act (ADA) of 1990 or Rhode Island Fair
Employment Practices Act or any rules and regulations issued pursuant to either, shall be subject to
disciplinary action. Said action may include suspension from employment or dismissal where the
discrimination is found to be willful or repeated.

AMERICANS WITH DISABILITIES/504 COMPLAINT PROCEDURE

RIHousing has adopted an internal complaint procedure providing for prompt and equitable
resolution of complaints alleging any action prohibited by the Americans with Disabilities Act of
1990.

Complaints should be addressed to Melanie Cluley, Director of Human Resources who has been
designated to coordinate ADA/504 Compliance efforts.

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

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

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

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

The ADA/504 Coordinator will maintain the files and records relating to the complaints filed.
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Applicant Data
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APPLICANTS
OFFICIALS/ADMINISTRATORS
PROFESSIONALS
TECHNICIANS

FACULTY

PROTECTIVE SERVICES

PARA.-PROFESSIONALS

ADMINISTRATIVE SUPPORT

SKILLED CRAFT

SERVICE/MAINTENANCE
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Not Hispanic or Latino

** |nclude disabled in appropnate job categories.
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Annual Affirmative Action Statistical Summary

July 1, 2021 — June 30, 2022
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Percent Termination Percent

44.32% Minority Applicants 62.74% Female Applicants 50.00% Minority
54.29% Minority Hiring 57.14% Female Hiring 32.14% White Female
17.86% White Male
Total Current Workforce Percent Goals Met

20.44% White Male

41.61% Minority A =Achieved

67.88% Female A+  =Achieved Plus

0.00% Disabled N =Did Not Achieve

2.19% Veterans P =Partally Achieved

7.66% Black ar African American (*Not Hispanic or Lating)

29.56% Hisparic or Latino

0.36% American Indian or Alaska Native (*Not Hispanic or Latino}
-1.46% Asian (*Not Hispanic or Lating)

—

0.36% Native Hawaiian or Other Pacific Islander (*Not Hispanic or Latino]
2.19% Two or Move Races (*Not Hispanic or Lating
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Job Group Analysis Summary
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Job Group Analysis
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Determining Underrepresentation & Goal Setting

WORKFORCE UNDERREPRESENTATION
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AAP Hiring Goals

AAP HIRING GOALS
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1. Self-Evaluation of Affirmative Action Program Performance

IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS

Employment at RIHousing is not related to civil service procedures and, to some extent, not
appropriate for analysis in the same categories as set forth by the Equal Opportunity Office (i.e.,
applicant flow; all positions are posted and/or advertised, and interviews conducted.)

To comply with the intent of the State’s monitoring program, RIHousing has developed instruments
designed to promote compliance with affirmative action policies and to pursue evaluation of its
activities. RIHousing continues to promote equal opportunity in all areas of employment.

RIHousing’s headcount increased in the 2021-2022 reporting period from 257 to 275 (including
temporary grant funded employees). Our workforce breaks down as follows:

%Black or

%Twoor

EEO Job Categories Emm";ﬁ iy | % wincrity | s6Fermate | %Dissvied | wvetorans | - Afican whspanc ] wasian amercan] anave | more | wwnie
American Races

Ofcasenmers: 6 0 0% 83% 0% 0% 0% 0% 0% o% 0% 0% 100%
Professionals 139 a9 2% 8% 0% % ™% 4% 2% 0% 0% 2% 85%
Para-Professionals % 14 30% 66% 0% 2% 15% 13% 2% 0% 0% 0% 70%
Administrative Support a2 3 e5% 76% 0% 0% &% 7% &% 2% 1% 2% 5%
Senvice Maintenance 2 2 100% 0% 0% 0% 0% 100% 0% 0% 0% 0% 0%
Total Employees 275 s | ae% 58% 0% % 6% 7% 2% o% 0% 1% 54%

Each year we evaluate our personnel policies and practices. The following comments are based on
this review to continue to meet our Affirmative Action Goals.

e In 2021 RIHousing, based on market surveys, adjusted all salary ranges in all EEO categories
representing the company’s ongoing commitment to remaining competitive in hiring within
the Rhode Island employment market thereby attracting a staff which is both qualified and
diverse. In addition, job grades and salary ranges are reviewed on an as-needed basis to assist
in maximizing success in recruiting and hiring. From 2021 to present, RIHousing continues to
make market adjustments to remain competitive.

e In 2021 RIHousing published an RFP seeking proposals from qualified firms to provide
services related to the study of RIHousing’s comprehensive compensation plan. A copy of the

RFP in included in Appendix C.

e In 2022, market adjustments were made to remain competitive. Additionally, employees who
were under the National Low Income Housing rate for Rhode Island were given an increase
to meet the recommended salary.
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RIHousing has retained temporary/direct and executive/professional staffing agencies with an
emphasis on their experience and methods for sourcing candidates to meet our diversity goals.
Copies of the RFPs including the Scope of Work are included in Appendix C.

RIHousing promotes a culture of promoting from within. Employees have the opportunity to
apply for all new postings and an internal posting announcement is sent with each open
position. Human Resources and Directors continue to support employee professional
development and growth opportunities.

Employees are encouraged to participate in education/training programs. This period they had
opportunities to participate in training on Anti-Harassment, , Cultural Competency, Effective
Performance Management Conversations training for managers, 9 Traits of Effective Leaders,
Emotional Intelligence, Giving and Receiving Effective Feedback, and Presenting to A Virtual
Audience training. In addition, RIHousing continued to offer the opportunity to attend many
weliness and work life balance seminars.

RIHousing continues to support formal professional development and is currently subsidizing
undergraduate and graduate degree programs for five employees. We also celebrated one
employee who completed her Bachelor’s degree in Design & Construction from Johnson &
Wales.

Employment Recruitment and Selection Process

Positions are posted internally and externally to appropriate organizations. In addition, most
positions are advertised online via popular and industry specific websites, career boards and
college sites. One example is the PDN (Professional Diversity Network). PDN is a media
outreach platform to websites such as iHispano, BlackCareerNetwork,
WomensCareerChannel, Military2Career, AbilityCareers, Asian Career Network, Pride
Careers, Black Data Processing Associates, Greek Diversity, International Association of
Women, TechLatino, NAACP, The Veterans Exchange, The National Urban League,
EBONY, Phi Beta Sigma, Alpha Kappa Alpha, Kappa Alpha Psi, Black Women Tech, lota
Phi Theta, Alpha Phi Alpha, Sigma Gamma Rho, Disability Solutions, Hire Veterans, Job
Opportunities for Disabled Veterans, disABLEDperson, StartWire, Neuvoo, Upward,
Talroo, Appcast Exchange, CareerBliss, and MyJobHelper.

Employment and Screening Process:

Screening resumes on file (one year)

Posting and/or advertising

All candidates are acknowledged upon receipt of resume

Initial Interviews

Additional interviews — top candidates

All applicants who have been telephone screened or interviewed are informed of outcome —
telephone, email or letter

Exit Interviews
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All employees who terminate employment with RIHousing have an opportunity for confidential exit
interview with a member of the Human Resources department.

4. Operations

COVID 19 has forced changes in many ways for RIHousing. We have developed operational plans
to ensure a safe working environment for employees working in our office including, but not limited
to, masking, sanitation protocols, safe distancing guidelines, maximum occupancy limits on elevators,
in restrooms and conference rooms, and a mandatory daily health questionnaire for anyone working
in the office that day. We’ve established a robust telework program and followed all CDC and state
guidelines throughout 2021.

Flextime- A formal flextime schedule is a benefit, which RIHousing uses in a targeted manner as
appropriate for position responsibilities and the incumbent in the position. As mentioned above,
COVID 19 has caused us to expand the program. Our broad-based flextime option allows employees
to utilize vacation days, sick/personal time, and floating holidays in accordance with specific
guidelines.

Office Hours- The office is open from 7:00 a.m. to 7:00 p.m., Monday through Friday.

Work Day- Within the office hours, employees may schedule their workday with their supervisors.
Employees may work no more than ten (10) hours per day and must take at least thirty (30) minutes
for lunch at the middle of their workday.

Supervisory Responsibility- Supervisors must ensure that there is adequate coverage of all operating
areas of RIHousing between the core hours of 8:30 a.m. and 5:00 p.m., Monday through Friday. This
means that there must be someone to answer phone calls in a helpful manner and that there are
sufficient employees present to have an efficient operation. The allocation of approvals for time off
when faced with multiple requests is handled in in an equitable manner (generally on a system of
rotating preferences).

Employee Responsibility- Employees are expected to understand the needs and desires of their
supervisors and co-workers in the scheduling of working hours. Once schedules are set, it 1s
imperative that employees follow them because there will be times when coverage is minimal.

Scheduling- Flextime schedules are submitted in advance for the following month. All requests for
time off (i.e., vacation) are submitted as part of the employee’s monthly flextime schedule so division
directors can plan accordingly. Recurrent four-day weekends or four-day workweeks will be
approved only in unusual circumstances.

Days Off- Each holiday, sick day or vacation day counts as 8 hours. Under flextime, if someone
planned to work 9.0 hours on a day and was sick, s’he would be charged 9.0 sick hours (unless the
time was made up with the prior approval of the person’s supervisor). Conversely, if someone was
only scheduled to work 3.5 hours on a day, s/he would only be charged 3.5 sick hours.

5. Posting of Positions

The Board of Commissioners and Senior Staff recognize the benefits of a diverse workforce
RIHousing therefore, continues to seek out all qualified candidates for available positions.
RIHousing is committed to creating a diverse environment and is proud to be an equal opportunity
employer. All qualified applicants will receive consideration for employment without regard to race,
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color, religion, gender, gender identity or expression, sexual orientation, national origin, genetics,
disability, age, or veteran status.

To fill vacancies above the entry level, management prefers to promote from within and will first
consider current employees with the necessary qualifications and skills unless outside recruitment is
deemed to be in RIHousing’s best interest. All employees are encouraged to seek advancement
opportunities and to obtain career guidance from their supervisor and/or the Human Resources
Director.

The Division Director and the Human Resources Director (or Human Resources Department
designee) will review all job descriptions for open positions. After ascertaining a need for the position,
the following job posting procedure will be followed:

7.

1. Open positions are those for which there is no current employee performing the duties set
forth in the job description. Job descriptions, job titles, salary range, status (e.g. hourly, part-
time) or classification (e.g. permanent, temporary) may change regarding after review of the
job description. However, if there is one or more existing employee

who is currently satisfactorily performing the duties, the position shall not be considered
open and the changes may be applied without posting the position.

2. An employee’s eligibility is determined by the requirements of the posted job. Generally,
the employee must have held his/her current position for at least 90 days and have both a
satisfactory performance record and no adverse disciplinary actions during the past 12-
months.

3. Any interested and qualified employee may apply for the posted position in
accordance with the posting instructions.

4. Employee candidates will normally be evaluated and selected based on job-related
qualifications, performance appraisals, and attendance and work records. Seniority will be
considered only if two or more candidates are judged to be equally qualified based on merit,
work records, and other qualifications.

5. Ifan internal candidate is selected to fill an open position, they may be placed in the position
without further public announcement of the opening. Alternatively, internal applications may

be deferred for consideration until after public announcement of the opening to allow
appropriate review of qualifications.

6. If an internal candidate is selected for the position, they will be placed on Introductory
probation for 180 days. During this period, the provisions of the Introductory Period Policy
will apply.

Transfer and Promotion Practices
See the job posting policy above.

Technical Compliance

RIHousing has met the equal opportunity posting requirements. Posters and job postings are always
displayed. Further information and forms are part of the Employee Handbook.
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8. Terminations

Terminations include retirement, voluntary resignation, involuntary resignation (job abandonment)
and dismissals. Below are examples of some of the most common circumstances under which
employment is terminated:

Resignation - employment termination initiated by an employee who chooses to leave RIHousing
voluntarily.

Termination for cause — employment termination initiated by a Supervisor or member of senior
management due to an employee’s misconduct or unsatisfactory performance.

Termination without cause — employment termination is involuntary by a Supervisor or member of
senior management when RIHousing decides that the service of an employee are no longer needed.

Discharge - employment termination initiated by RIHousing, with or without cause.
Layoff- employment termination initiated by RIHousing for non-disciplinary reasons.

Medical Termination- employment termination initiated by the employee or by RIHousing when an
employee is unable, for health reasons, to continue to work.

Retirement - voluntary retirement from active employment status initiated by the employee.

RIHousing will generally schedule an exit interview with the Human Resources Director at the time
of employment termination. The exit interview will afford an opportunity to discuss such issues as
employee benefits, conversion privileges, or return of RIHousing-owned property. Suggestions,
complaints, and questions can also be voiced.

Employee benefits will be affected by employment termination in the following manner: All
accrued benefits that are due and payable at termination will be paid. Some benefits may be
continued at the employee’s expense if the employee so chooses. The employee will be notified in
writing of the benefits that may be continued and of the terms, conditions, and limitations of such
continuance.

9. Training Programs

RIHousing encourages all regular full-time employees to seek as much training as possible. Upon
completion of six (6) consecutive months of service, regular full-time employees are eligible for
participation in the educational assistance program. The annual maximum amount of educational
reimbursement is determined by the Executive Director in conjunction with the budget process.

Generally, reimbursement is made for in-classroom or on-line courses at, or affiliated with,
accredited colleges or universities. RIHousing will reimburse up to the annual maximum amount
for required and elective courses leading to a business or job-related Certificate, Associates,
Bachelor’s and Master’s Degree. In determining whether a degree program is eligible for
reimbursement, RIHousing evaluates the applicability of the program to our business and its
relationship to the employee’s present position and future goals.
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RIHousing may offer reimbursement for non-degree courses or doctorate level courses where the
course is closely aligned with RIHousing’s business and the employee’s present job responsibilities.
RIHousing will determine whether a degree program or course is business or job related.

RIHousing is currently subsidizing undergraduate and graduate degree programs for five employees.

In-House Training

The Human Resources Department coordinates in-house training based on the results of an annual
learning and development needs assessment. Employees are encouraged to attend applicable in-house
training that may enhance their professional development.

RIHousing requires that harassment prevention training be completed by all employees on an annual
basis.

Conferences and Seminars
Permission to attend work related conferences or seminars are approved by the appropriate Division
Director.

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

Policies and Procedures: See Section C (Plan Administration and Policy Statement for Individuals
with Disabilities and Veterans). This policy will be displayed on RIHousing’s bulletin board,
Employee Handbook and posted on the Corporation’s intranet. It will also be filed with the State of
Rhode Island.

The Americans with Disabilities Act/504 Coordinator for the Agency is Melanie Cluley, Director of
Human Resources and she will be responsible for the further development and implementation of
the program.

RIHousing Policy (#105) in our handbook outlines the Disability Accommodation Policy. The
policy is outlined below.

RIHousing is committed to complying fully with the Americans with Disabilities Act (ADA) and
applicable state law and ensuring equal opportunity in employment for qualified individuals with
disabilities. All employment practices and activities are conducted on a non-discriminatory basis.

A “qualified” individual with a disability shall be defined as a person who meets legitimate skill,
experience, education, or other requirements of an employment position that s/he holds or seeks, and
who can perform the essential functions of the position with or without reasonable accommodation.

An “Individual with a disability” is defined as a person who—

- Has a physical or mental impairment that substantially limits a “major life activity”, or
- Has a record of such an impairment, or

- Is regarded as having such impairment.

A “Major life activity” includes caring for oneself, performing manual tasks, walking, seeing,
hearing, speaking, breathing, learning, and working.



Hiring procedures shall provide persons with disabilities meaningful employment opportunities.
Any pre-employment inquiries made shall only be regarding an applicant’s ability to perform the
duties of the position. All employment decisions are based on the merits of the applicant in
accordance with requirements of the position and not the disability of the individual.

RIHousing will make reasonable accommodations for qualified individuals with known disabilities
upon request unless doing so would result in an undue hardship to RIHousing or the accommodation
would pose a direct threat to the workforce, either to the individual requesting the accommodation
or to others in the workplace. If this is the case, RIHousing will explore alternate forms of
reasonable accommodations. It is both the employee and (if aware) the Supervisor’s responsibility to
notify the Director of Human Resources of the need for an accommodation. The employee will be
directed to contact the Corporation’s ADAAA third party administrator to request their
accommodation. RIHousing may ask for input from the individual about what may be necessary, or
the functional limitations caused by the disability. Each accommodation will be handled on a case-
by-case basis. The department will be consulted with regarding the ability to accommodate. This
policy governs all aspects of employment, including selection, job assignment, compensation,
discipline, termination, and access to benefits and training.

RIHousing shall not discriminate against any qualified employees or applicants because they are
related to or associated with a person with a disability. RIHousing will follow applicable state or
local laws that provide individuals with disabilities greater protection than the ADA.

This policy is neither exhaustive nor exclusive. RIHousing is committed to taking all other actions
necessary to ensure equal employment opportunity for persons with disabilities in accordance with
the ADA and all other applicable federal, state, and local laws.

A. POLICIES AND PROCEDURES

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

2. Physical and Mental Qualifications: All job qualifications are related to the specific job or
jobs for which the individual is being considered and are consistent with business necessity and
the safe performance of the job.

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

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

RIHousing is committed to fully meeting the requirements of the Americans with Disabilities Act of
1990, R.IL General Law 28-5.1, Executive Order 92-2 and Vietnam Era Readjustment Act of 1974,
to take Affirmative Action to employ and advance individuals with disabilities and veterans.
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B. REPORT ON LAST YEAR’S ACTIVITIES
RIHousing created a Request for Proposals for a Diversity, Equity, and Inclusion consultant.

The selected consultant, The Exeter Group facilitated leadership alignment sessions with corporation
leaders to ensure a shared DEIB vision. The also administered a current state organizational
assessment of RIHousing’s policies and practices in terms of employment practices and agency
programs as they relate to, and impact diversity, equity, and inclusion.

Upon completion of their contract, The Exeter group will provide RIHousing a DEIB plan or
blueprint using the alignment sessions and the findings of the organizational assessment to develop a
short and long-term roadmap for making concrete improvements in the areas of diversity, equity,
and inclusion.

The consultant will also provide RIHousing with a recommended education and training program
for leadership and staff.

The Secretary of Defense National Guard and Reserves rewarded two employees the Patriotic
Employer (ESGR) award.

C. REPORT ON THIS YEAR'S PLANS

Plan to Improve Diversity Hiring and Workplace Inclusion During the 2022-2023 Plan Year for
RIHousing will:

1. GOAL: Review systemic practices to ensure non-discrimination. Human Resources will lead
an agency wide review of hiring and promotional processes and address any systemic practices that
inhibit the organizations’ ability to achieve the goals of diversity and inclusion.

2. GOAL: Hire more candidates from underrepresented categories. When vacancies occur,
RIHousing will aspire to hire employees in the underrepresented categories delineated above. Based
on the 2020-2021 AAP goals, minorities and veterans were underrepresented in the
Officials/Managers/Administrators category. Individuals with disabilities were underrepresented in
the administrative category. RIHousing will strive to hire more candidates from underrepresented
categories if a vacancy occurs.

3. GOAL: Rollout Recruitment Strategy and Unbiased recruitment training. RIHousing will
continue to post vacancy notices through DLT, and multiple recruitment sources. Additionally,
when the opportunity presents itself, we will advertise through local minority publications. Human
Resources will continue to partner with PDN (Professional Diversity Network) to centralize job
distribution and media outreach platform to networks such as iHispano, BlackCareerNetwork,
WomensCareerChannel, Military2Career, AbilityCareers, Asian Career Network, Pride Careers,
Black Data Processing Associates, Greek Diversity, International Association of Women,
TechLatino, NAACP, The Veterans Exchange, The National Urban League, EBONY, Phi Beta
Sigma, Alpha Kappa Alpha, Kappa Alpha Psi, Black Women Tech, Iota Phi Theta, Alpha Phi
Alpha, Sigma Gamma Rho, Disability Solutions, Hire Veterans, Job Opportunities for Disabled
Veterans, disABLEDperson, StartWire, Neuvoo, Upward, Talroo, Appcast Exchange, CareerBliss,
and MyJobHelper.
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DETERMINING UNDERUTILIZATION AND GOAL SETTING

RIHousing did not meet the Officials, Managers, and Administrators goal due to a lack of vacancies
in this criterion. However, we did exceed our Professionals hiring goal.

We have set goals to increase hiring in the following areas: minority, disabled, and veterans for
2023, as follow, and are implementing new processes in our recruiting model to help achieve these
goals as noted above.

o Officials, Managers, and Administrators: +1 minority if a vacancy occurs.

e Professionals: +2 minorities + 2 disabled
e Administrative Support: +2 veteran +2 disabled
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APPENDIX A
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DESCRIPTION OF JOB CATEGORIES

OFFICIALS AND ADMINISTRATORS:

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

PROFESSIONALS:

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

TECHNICIANS:

Occupations which require a combination of basic scientific or technical knowledge and manual
skill which can be obtained through specialized post-secondary school education or through
equivalent on-the-job training. Includes: Computer Programmers, Drafters, Survey and Mapping
Technicians, Licensed Practical Nurses, Photographers, Radio Operators, Technical [Hustrators,
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.

ADMINISTRATIVE SUPPORT:

Occupations in which workers are responsible for internal and external communication, recording

and retrieval of data and/or information and other paperwork required in an office. Includes:

Bookkeepers, Messengers, Clerk Typists, Stenographers, Court Transcribers, Hearing Reporters,
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Statistical Clerks, Dispatchers, License Distributors, Payroll Clerks, Office Machine and Computer
Operators, Telephone Operators, Legal Assistants, Sales Workers, Cashiers, Toll Collectors and
kindred workers.

SKILLED CRAFT WORKERS:

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

SERVICE/MAINTENANCE:

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

Page 51| 143



Racial / Ethnic Designations
Minority Group

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

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

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

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

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

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

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

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

Standards adopted by the United States Equal Employment Opportunity Commission and
the Office of Federal Contract Compliance Program.
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PRIVATE EMPLOYMENT,
STATE AND LOCAL GOVERNMENTS
EDUCATIONAL INSTITUTIONS
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

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

AGE:

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

SEX (WAGES):

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

DISABILITY:

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

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color,
religion, sex, or national origin, and requires affirmative action to ensure equality of opportunity
in all aspects of employment.

INDIVIDUALS WITH DISABILITIES:

On September 24, 2013, the U.S. Department of Labor’s Office of Federal Contract Compliance
Programs published a Final Rule in the Federal Register that makes changes to the regulations
implementing Section 503 of the Rehabilitation Act of 1973, as amended (Section 503) at 41 CFR
Part 60-741. Section 503 prohibits federal contractors and subcontractors from discriminating in
employment against individuals with disabilities (IWDs), and requires these employers to take
affirmative action to recruit, hire, promote, and retain these individuals. The new rule strengthens
the affirmative action provisions of the regulations to aid contractors in their efforts to recruit and
hire IWDs, and improve job opportunities for individuals with disabilities. The new rule also
makes changes to the nondiscrimination provisions of the regulations to bring them into
compliance with the ADA Amendments Act of 2008.The new Section 503 regulations became
effective on March 24, 2014. However, contractors with a written affirmative action program
(AAP) already in place on the effective date have additional time to come into compliance with
the AAP requirements. This compliance structure seeks to provide contractors the opportunity to
maintain their current AAP cycle.

Highlights of the New Regulations

Utilization goal: The new regulations establish a nationwide 7% utilization goal for qualified
IWDs. Contractors apply the goal to each of their job groups, or to their entire workforce if the
contractor has 100 or fewer employees. Contractors must conduct an annual utilization analysis
and assessment of problem areas, and establish specific action-oriented programs to address any
identified problems.

Data collection: The new regulations require that contractors document and update annually
several quantitative comparisons for the number of IWDs who apply for jobs and the number of
IWDs they hire. Having this data will assist contractors in measuring the effectiveness of their
outreach and recruitment efforts. The data must be maintained for three years to be used to spot

trends.

Invitation to Self-Identify: The new regulations require that contractors invite applicants to self-
identify as IWDs at both the pre-offer and post-offer phases of the application process, using
language prescribed by OFCCP. The new regulations also require that contractors invite their
employees to self-identify as IWDs every five years, using the prescribed language. This
language is posted in the Self-Identification Form, below.

Incorporation of the EQ Clause: The new regulations require that specific language be used

when incorporating the equal opportunity clause into a subcontract by reference. The mandated
language, though brief, will alert subcontractors to their responsibilities as Federal contractors.
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Records Access: The new regulations clarify that contractors must allow OFCCP to review
documents related to a compliance check or focused review, either on-site or off-site, at OFCCP’s
option. In addition, the new regulations require contractors, upon request, to inform OFCCP of all
formats in which it maintains its records and provide them to OFCCP in whichever of those
formats OFCCP requests.

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

COVERED VETERANS AND DISABLED VETERANS:

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

Covered veterans means any of the following:
. Disabled veterans;

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

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

4. Recently separated veterans.

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

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

200 Constitution Avenue, N.W., Washington, D.C. 20210, (202) 523-9368, or an
OFCCP regional or district office, listed in most directories under U.S.
Govemnment, 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 ongin in programs or
activities receiving Federal financial assistance. Employment discrimination is covered by Title
V1 if the primary objective of the financial assistance is provision of employment, or where
employment discrimination causes or may cause discrimination in providing services under such
programs. Title IX of the Education Amendments of 1972 prohibits employment discrimination
on the basis of sex in educational programs or activities that receive Federal assistance.

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

INDIVIDUALS WITH DISABILITIES:

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

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

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

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy.

(a)(1) Equal opportunity and affirmative action toward its achievement is the policy of all units
of Rhode Island state government, including all public and quasi-public agencies, commissions,
boards and authorities, and in the classified, unclassified, and non-classified services of state
employment. This policy applies in all areas where the state dollar is spent, in employment,
public service, grants and financial assistance, and in state licensing and regulation.

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

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

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

§ 28-5.1-2 State equal opportunity office.

(a) There shall be a state equal opportunity office. This office, under the direct administrative
supervision of the office of diversity, equity and opportunity, shall report to the governor and to
the general assembly on state equal opportunity programs. The state equal opportunity office
shall be responsible for ensuring compliance with the requirements of all federal agencies for
equal opportunity and shall provide training and technical assistance as may be requested by any
company doing business in Rhode Island and all state departments as is necessary to comply with
the intent of this chapter.

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

§ 28-5.1-3 Affirmative action.

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

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

31. These plans shall be submitted to and shall be subject to review and approval by the
state equal opportunity office.

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

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

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

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

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

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

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

() Relevant provisions of this section also apply to expanding the pool of applicants for all
positions where no list exists. The equal opportunity administrator is authorized to develop and
implement recruitment plans to assure that adequate consideration is given to qualified
minority applicants in those job categories where a manifest imbalance exists, excluding those
job categories in the legislative branch of state government.
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§ 28-5.1-3.1 Appointments to state boards, commissions, public authorities, and quasi-public
corporations.

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

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

(c) Of the candidates considered for appointment by the governor and the general assembly, the
governor and the general assembly shall give due consideration to recommendations made by
representatives of Rhode Island's minority community-based organizations. The human
resources outreach and diversity office shall act as the liaison with state government and shall
forward the recommendations to appointing authorities.

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

() The equal employment opportunity administrator shall report the results of the analysts to
the Rhode Island commission for human rights and to the general assembly by or on January
31 and July 31 of each year, consistent with § 28-5.1-17. The report shall be a public record
and shall be made available electronically on the secretary of state's website.

§ 28-5.1-3.2 Enforcement.

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

(b) Whenever the equal employment opportunity administrator initiates a complaint, he or she
shall cause to be issued and served in the name of the equal employment opportunity office a
written notice, together with a copy of the complaint, requiring that the agency, administrator,
agent, or employee respond and appear at a hearing at a time and place specified in the notice.
The equal employment opportunity office shall follow its lawfully adopted rules and regulations
concerning hearings of discrimination complaints.
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() The equal employment opportunity office shall have the power, after a hearing, to issue an
order requiring a respondent to a complaint to cease and desist from any unlawful
discriminatory practice and/or to take any affirmative action, including, but not limited to,
hiring, reinstatement, transfer, or upgrading employees, with or without back pay, or
dismissal, that may be necessary to secure compliance with any applicable affirmative action
plan or with state or federal law.

(d) A final order of the equal employment opportunity office constitutes an "order” within the
meaning of § 42-35- 1(j); is enforceable as an order; is to be rendered in accordance with § 42-
35-12; and is subject to judicial review in accordance with § 42-35-15.

§ 28-5.1-4 Employment policies for state employees.

(a) Each appointing authority shall review the recruitment, appointment, assignment, upgrading,
and promotion policies and activities for state employees without regard to race, color, religion,
sex, sexual orientation, gender identity or expression, age, national origin, or disability. All
appointing authorities shall hire and promote employees without discrimination.

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

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

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

§ 28-5.1-5 Personnel administration.

(a)(1) The office of personnel administration of the department of administration, in consultation
with the office of

diversity, equity and opportunity, shall prepare a comprehensive plan indicating the appropriate
steps necessary to maintain and secure the equal-opportunity responsibility and commitment of
that division. The plan shall set forth attainable goals and target dates based upon a utilization
study for achievement of the goals, together with operational assignment for each element of the
plan to assure measurable progress.

(2) The office of personnel administration shall:

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

(ii) Review all recruitment procedures for all state agencies covered by this chapter for
compliance with federal and state law and bring to the attention of the equal opportunity
administrator matters of concern to its jurisdiction.
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(3) 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.

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

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

(c) There is created a six-member (6) committee that shall monitor negotiations with all
collective bargaining units within state government specifically for equal-opportunity and
affirmative-action interests. The members of that committee shall include the director of the
Rhode Island commission for human rights, the associate director of the office of diversity,
equity and opportunity, the equal opportunity administrator, the personnel administrator, one
member of the house of representatives appointed by the speaker, and one member of the
senate appointed by the president of the senate.

§ 28-5.1-6 Commission for human rights.

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

§ 28-5.1-7 State services and facilities.

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

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

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

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

(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.

§ 28-5.1-9 State employment services.

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

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

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

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

§ 28-5.1-10 State contracts.

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

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

§ 28-5.1-12 Health care.

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

§ 28-5.1-13 Private education institutions.

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

§ 28-5.1-14 State licensing and regulatory agencies.

State agencies shall not discriminate by considering race, color, religion, sex, sexual orientation,
gender, identity or expression, age, national origin, or disability in granting, denying, or revoking
a license or charter, nor shall any person, corporation, or business firm which is licensed or
chartered by the state unlawfully discriminate against or segregate any person on these grounds.
All businesses licensed or chartered by the state shall operate on a nondiscriminatory basis,
according to equal employment treatment and access to their services to all persons, except unless
otherwise exempted by the laws of the state. Any licensee, charter holder, or retail sales permit
holder who fails to comply with this policy is subject to any disciplinary action that is consistent
with the legal authority and rules and regulations of the appropriate licensing or regulatory
agency. State agencies which have the authority to grant, deny, or revoke licenses or charters will
cooperate with the state equal opportunity office to prevent any person, corporation, or business
firm from discriminating because of race, color, religion, sex, sexual orientation, gender, identity
or expression, age, national origin, or disability or from participating in any practice which may
have a disparate effect on any protected class within the population. The state equal opportunity
office shall monitor the equal employment opportunity activities and affirmative action plans of
all such organizations.
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§ 28-5.1-15 State financial assistance.

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

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

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

§ 28-5.1-17 Utilization analysis.

(a)(1) The personnel administrator, in consultation with the equal employment opportunity
administrator, and the human resources outreach and diversity administrator within the
department of administration, shall annually conduct a utilization analysis of positions within
state government based upon the annual review conducted pursuant to §§ 28- 5.1-3 and 28-5.1-4.

(2) To the extent the analysis determines that minorities as currently defined in federal
employment law as Blacks, Hispanics, American Indians (including Alaskan natives), Asians
(including Pacific Islanders), are being underrepresented and/or underutilized, the personnel
administrator shall, through the director of administration, direct the head of the department
where the under-representation and/or under-utilization exists to establish precise goals and
timetables and assist in the correction of each deficiency, to the extent permitted by law and by
collective bargaining agreements.

(3) The initial analysis shall be directed toward service-oriented departments of the state,
state police, labor and training, corrections, children, youth and families, courts,
transportation, and human services.

(4) The equal employment opportunity administrator shall be consulted in the selection process
for all positions certified as underrepresented and/or underutilized and shall report the results of
progress toward goals to the governor and to the general assembly by January 31 and July 31 of
each year. A copy of these results which shall be referred to the Rhode Island commission for
human rights which may, in its discretion, investigate whether a violation of chapter 28-5 has
occurred. The results shall be a public record and shall be made available electronically on the
secretary of state's website.

(b)(1) In the event of a reduction in force, the personnel administrator, in consultation with the
equal employment opportunity administrator and director of the department(s) where the
reduction is proposed, shall develop a plan to ensure that affirmation action gains are preserved
to the extent permitted by law and by collective bargaining agreements. A copy of this plan shall
be referred to the Rhode Island commission for human rights which may, in its discretion,
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investigate whether a violation of chapter 28-5 has occurred. The plan shall be a public record
and shall be made available electronically on the secretary of state's website.

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

(3) The equal opportunity administrator shall notify the commission of reports and results under
this chapter.
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TITLE 28
Labor and Labor Relations

CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-41.1

§ 28-5-41.1 Right to fair employment practices — Gender identity or expression. —
Whenever in this chapter there appears the terms "race or color, religion, sex, disability, age,
country of ancestral origin, or sexual orientation" there shall be inserted immediately thereafter

the words "gender identity or expression.”
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STATE EXECUTIVE ORDERS

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

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

EXECUTIVE ORDER 03-01
Promotes Equal Opportunity and the Prevention of Sexual Harassment in State Government

EXECUTIVE ORDER 94-22
Promotes Minority Business Enterprises in Rhode Island State Government.

EXECUTIVE ORDER 93-1
Equal Opportunity and Affirmative Action Policy for units in State Government.

EXECUTIVE ORDER 92-2
Compliance with Americans with Disabilities Act.

EXECUTIVE ORDER 86-10
Establishes the Refuge Policy for the State.

EXECUTIVE ORDER 85-16

Designates the State 504 coordinator to create policies, practices and programs regarding
accessibility of State buildings and properties to disabled persons.
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State of Rhode Island and Providence Plantations
Seare House, Rosem 134 W
Prosidence, Riode Tebaed 02901
401112000 Fratts
Lincoln D. Chafee
Governae EXECUTIVE ORDER
13-05
May 9, 2013
FROMOTION OF DIVERSITY, FOUAL OPPORIUNTTY AND
MINQRITY BUSINESS ENTERPRISES [N RHODTE 1SLAND

WHEREAS, Rhade Island was founded on the prinoples of tolecance and diversity,
and

WHEREAS, for gencrasions, mnority populations bave enniched the fbric of ow
Stite, srengihencd our ceuaomny, 2ad wide Rbode Idand 2 beeee place v1 lives and

WHEREAS, it is vinally impeorsant for the Sute to acknnwiedge the changing
demographics of our population and scuvely secoult minonry tzlent to the workfore; and

WITEREAS, it 15 2 peioriny of the Chafer Adminstration 10 retlect these changing
demugraptucs theough substansizl minonry employmeot i State governmene and
wreased oppartunities for minonty busisess enterpines @ pamncipate in Stae
Procurement amd constiucon (rOjecTs; and

WHEREAS, by drawing from the entice pool of human nesmerces und wlent, and by
creating a cutsure thas values diveriaty and inclusion, we strengthien our cudlective
performance a5 a S1ate workforee and vhereby improve the Sexte’s abiticy to serve the
people of Rhode bland; apd

WHEREAS, over the past 10 vears, Rhode biland's populanion has inaeased from
seven percenr (75} 1o owenry-four percent [24%) pecple of color. In addicen, tn s the
tase decade, Riode fsland's Latino populstian grew forry four percert (4450, addhrg
almsost 40,000 cesidencs. The Asuan-American and African American populatons also grew
by ewenry-eighe peroent (28%6) 2nd rwengy-three percent (Z30), respoctively, over the
same tme penod; and
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Exesutive Ornder 13-05
May §, 2013
Page 2

TWHEREAS, by the year 2041 the population of the State 35 a whole s projected
he farry-nme percent (41%) people of color; and

TWHEREAS, R.L Gen, Laws § 37-14.1-1 £r seg., ensceed in 1986, declared 4 Stare
pelicy by which minerity beximess esterpriscs {MBEs), which include minerity-owned,
women-owned and diadvanaged business enterprises, shall be warded a minuaum of ten
pevcznt (10%) of 2l Jollars in $tate procurement and comtruction projovts 2ad a
preference in State soptracs and subcomract awards: and

WHEREAS, R Gen. Laws § 28-5.1-1 & sy, the Equal Opportunsty 2nd
Affirmative AcGon Act, enacted in 1988, declared a policy of affirmatve acoon to achieve
eijual apporruniny in all units of Stare government, 2isd esuablished J State Equal
Dppormnity Otfice withan the Department of Adminiurazion.

NOW, THEREFQRE, L, LINCOLN D. CHAFEE, by virme of the amthoricy vested
in me a5 Governor of the State of Rhode Tskand and Providence Planttions, do hereby
ordey ax follows;

1. ‘The Director (Drrector] of the Ueparsment of Administanen (Department,
shall review all divistons aad offioss within the Department charged with
facilicating signal apportsnity emplovment and MBEs, including. but noc
timited 1o, the Divasion of Homan Resources, the Stare Equal Opportuniy
Office. the Human Rescurocs Quireach and Diversity Office, the Diviswon of
Purchases, and the MBE Program, and shall make recommendations 7o the
Gaosernor o mmprove colliboraion berween these offices ard all execurive
deparments tn ensare thowe proprks are more effective. These
recommendations shall encourage measuzes of quahty and accovresbiliey in
equal oprottunity and affirmasive action hinug and MBE procurement as
allowed by Law. 1o addicion, these recommendations shall include srategies
foor cecruiting, hinng. promoting and retaining a mote divene warkforce.
The Dhrextor shall submit these recommendanons ty the Governor fur
approval on or before Augist 1, 1013, All execunive deparvments shall
cormply with the Direcws's sovommendaiions and shall cooperaze fully with
takang steps 1 inerease minarities in the Stare's warkfope and pkrease the
usagr of MBES with State contras.

2, Every Stae agsney, n partrership with the Office of Equal Opponuny,
shall track and muantain hiring daca as past of the agency's performance
managemnent funcions. Each agency shall provide the Oifice of Equal
Oppormunity, which shall epundinate with the Qffior of Managemens and
Budges's Offioe of Performance Management sad the Office ot Ocrreach
and Diversty, with a plan for improving minerity kinng no later than
October 1. 2013,
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Executive Qrder 13-0%
May 9, 2013
Fage 3

3. ‘The Divisicn of Purchases MBE Complbance Office shadl idenrify Scate
conrracs and sub.contrscrs that could incresse the nowber of minoriry.
owned businesses partipating m State work where strategie efforts can be
wxdcrtaken, Each agency shall peoside 2 list of contrees and sub<enuracts
that should be reviewwd for MBE recruitiog potentia) as pan of the plan
which shall coordinare with the Office of Management and Budgrr's Otfice
af Pesformance Manzgetnent and the Divuson of Purchxses MBE
Complixace Office on oe before December 1, 2013,

4. The Direcror shall prepare an annmal report to the Governur due on Augus:
1. 2013 and every August 1 therealter, for the prior fiscal year,
derwanstrating the State’s progress in minorry employracat and MBE
provurement and any recommendations for continued improvemenss in
these programs. This report shall take wmto account the Affrrmatve Acboo
Plans that are subeiteed by every Swafe sgency on an annoal basis, 35
required wader R 1, Gen, Laws Chaprer 28-3.1.

5. 'The Departmcnt and the Human Reources Outreseh and Doversty Office
shall develop and conduct a diversity training program within one Fear of
the eifective date of this Onder. For furure hires, such sraming may be pare
of the wandardized odenaaen provded o pew employees.

Thus Oeder shall take effiect immediarely.

Sar Chisfered

lancola 1. Chafee
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State of Rhode Iskand and Providence Plantations

State Howsa
Provideace, Rhode ldand 02903-1196
40LZ2 22080
Donsld L. Carcieri
Gorernot
EXECUTIVE OQRDER
05-02
Jaouary 17, 2005
PROM . OF A DIVERSE $TATE GOVERNMENT WORKFORCE

WHEREAS, Rbode kland Stste Governmert is commtted 0 festering a
comperiive and diverse worlkdorce composed of hghly skifled and capable
employers through the recruitment, traini ag, tetention, d promction of quali fied
[ner and wosac from Jiverse racial, ethnic, linguitic, socioscononnc, and
séucaten] backgrounds as well ds indiricluals a2t disabifimes; aod

WHEREAS, itis in the best interms 15 of busnets and govemment to créate
st open, inclusive and equitsble humsn resources paradigm thas capitalizes an
workforce wxeellence and the swength of individual diffesenices; and

WHEREAS, the Rhodr bland General Assembly fas deterxined there = X33
1 compelling irverest ir promoting equal opporrucity: and ,

WHEREAS, diversity requires leaderslip ccmmisment and accountabilinzy,
along wah the assessment and éevelopment of polices acd practices w asare <hat
the Seate’s operaring system is based oa p rincipies of equiry and inclosion; acd

WHEREAS, the stare’s commutmery 1o equal opparrunity, diversity, anc
coradet that fosters respect in the wotkplad2 18 unvavenag.

NOW, THEREFORE, I, DONALD L. CARCIER], by the authorisy vested m

me @t Goveror of the Staie of Riwode Islaxd and Providencs Placadens, do b crchy
oider as felloas:
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Excamive Qrder 0502

Jamncy 17, 2005
Pigel
1. These shall be established within the Department of Adounismadion 2

+o

Humman Resoarces Qutreach and Diversiy Cfice. This Office shall
repore direczly o the Direstor of the Department of Admmiserarion or
designee on the sate of diversry in Rbode Gsiand Seace government znd
shatl work towards devel oping a business case for equiny with an
enpinasis on building ad iverse worldoree t guarantee fair and
resonabke opporamities for public service.

The Hamuan Rescuras Ourmesch and Diversity Office responribilinies
thall ircdades

»  Developing guldeiines wefectuze is mbssdon;

¢ Researchmg and developing best practices for the promodon of
dversity thmughaur Seate grvernment;

+ * Prosiding puidemee and webpical support 1 rmt entitiey

o Devilepiag 2 wrategic and foased recruiment and traciang
imitiative fat sndmi dugls interessed m state employmenr inchding
fostering relationshics with commmumity-based organizations 1
strepptien snd supporn recniment and coweach acrivities;

= lnisiating training Scrawars inclading a divetsity anageness progradm
w skare the bepefi 15 of diversity and w epcovrage 1 culnurally
WSEVE MORGOICe LavIoment,

»  Submiturg an ann ik beochmark reporr to the Director of the
Depaztmert of Ad ministranian ar detignes

To assist the Office in carrying out s responsibilives thee shall be
eiebished a Diversity Advisery Cousacil, sebozed amt appoineed by (ke
Gorernar, and ceomprised of Bheen (15) members, consssimg of four 4}
raembers of the public and one (1) member from each of the fallowing

gevernmental ennties:

Office of the Governor
Human Resources Outreach and Diversicy Office
Department of Labor & Training
Otfice of Persoced Admizstmarion Human Besources
Qffice of Labar Relations
Oiffice of Equal Oppormunicy
Gevermor's Commisson on Women

Page 72143



Execarive Order 0502
Janaary 17, 2005

Pagp3
Governot's Coramission on Disskibdes
Office of Higher Edacedon
Bhode Idand Comminion on the Deaf and Hard of Hesing
Divisicn of Legal Scrvicss withm the Depastnert of Adaiaisiration

The Director of Adminiseation ot designee shall chair the Councl. The
Coundi} shall meet quarteriy.

This Execuave Order supersedes acd resands Exccutive Order Ne. (04,
and is effecive irmediately upos che dite hereof.

Sa Ordered:

Dounald L. Carcerd

Drated: Jaaaary 17, 200§

Page 731|143



‘“’E'II o

State of Rhode Island and Providence Plantations

State House
Providence Rhode Island 02903-1196
401-222-2080

Donald L. Carcien
Govemnor

EXECUTIVE ORDER
0s-01
Januarv 17, 2003
PROMOTION OF EQUAL OPPORTUNITY AND
THE PREVENTION OF SEXUAL HARASSMENT IN STATE GOVERNMENT

AN Ay v I A e A A e e e s

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

WHEREAS, Rhode Island has an nnwavering commitment to providing equal
employment opportuaity in state government 1o all qualified individuals without sexual
harassment or discrimination on the basis of race. color, creed, religion. age, sex. ethmcity.
national origin. veteran starus, marital status, sexual orientation. gender identity. or the presence
of a sensory, mental, or physical disabihity: and

WHEREAS, the prevention and elimination of discrimination and sexual harassment
requires continued action to ensure that all employment opportunities existing 1n or through state
government are available to all qualified individuals; and

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

Page 74143



NOW, THEREFORE, 1. DONALD L. CARCIERL by the authonity vested m me as
Governor of the State of Rhode Island and Providence Plantations, do hereby order as follows:

1. All Directars, their senior staff and all supervisory employees of agencies, departments,
state boards, commssions, public authorities and quasi-public corporations of state government
(“Agencies™) are responsible for ensuring that all aspects of state programs for which they
manage are available without discrimination or sexuai harassment.
2 Pursuant to all applicable Federal and State law., all Agencies are to develop, promote,
monitor, implement, and maintain equal employment opportunity policies and practices that:
a) do not discriminate against any employees or applicants for state employment in
ali aspects of employment including contract procurement and service delivery;
t) establish guidelines to prevent discrimination and sexual harassment of any
emyplovees or applicants for state employment;
¢) identify and actively promote employment opportunsties for qualified
individuals that histonically have been underutilized n the state government
workforce,;
d) describe the notce and filing provisiops that enable any employee or apphicant
for state employment who believes he/she has been discrimunated agamst or
sexually harassed to immediately report such conduct to appropriate official(s).

3 All Agency Duectors shall designate an individual as the Agency’s Equal Employmeat

ity Officer and American with Disabilities Act Coordinator (the Officer). Such Officers,
with the assistance of the State Equal Oppertunity Office (EQQ) as set forth in Title 28, Chapter
5.1 et seq. of the Rhode Island General Laws, shall be responsible for the fornmlation, drafting
and reporting of plans and policies relating to nondiscrimination as well as the prevention of
sexual harassment as required by Title 28, Chapter 51-2.

All Agency Officers shall annually attend one (1) Equat Employment QOpportunity traiming
session and one (1) training session on the prevention of sexual harassment. Each Ageacy Officer
shail work cooperatively with the Diversity Advisory Council as established by Executive Order
05.02 and the State EOO to conduct a semmi-anmual review and evaluation of hiring/promotion
activity within their mnit.

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

4, All Apencies shall comply with Federal laws pertaining to the promotion of equal

opportunity for all qualified individuals and the prevention of sexual harassment mchiding but not

limited to the following provisions:

*» Title VII of the Civil Rights Act of 1964, as amended. that prohibits employment
discrimination on the basis of race, color, religion. sex or national ongin;

» The Age Discrinunation in Employment Act of 1967. as amended. that prohibits emplovment
discrinunation agamst individuals 40 years of age or clder;

The Equal Pay Act of 1963 that prohibits discrimination on the basis of gender in
compensation for substantially ssmlar work under similar conditions;
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»  Title I of the Americans with Disabilities Act of 1990, as amended. that prohibits employment
discrimination on the basis of disability in both the public and private sector. excluding the
federal government;

*»  The Civil Rights Act of 1991, as amended, that provides for monetary damages in case of
intentional discrumination,

" Section 501 of the Rehabilfitation Act of 1973, as amended, that prohibits employment
discrimination agamst federal employees with disabilities;

» Title IX of the Education Act of 1972, as amended, that forbids gender discrimination m
education programs, inchuding athletics that receive federal dollars;

* The Pregnancy Discrimination Act of 1978, as amended. that makes 1t illegal for employers to
exclude pregnancy and childbirth from their sick leave and health benefits plans; and

= 38USC 4212 Vietnam Fra Veterans Readjustment Assistance Act of 1974. as amended that
prohibits job discrimination and requires affirmative action to employ and advance in
employment qualified Viemam era veterans and qualified special disabled veterans.

5 All Agencies of Rhode Istand State Government shafl also comply with State laws
pertaining to the promotion of equal opportunuty for all quahified individuals and the prevention of
sexval harassment including but not limited to Asticle 1. Section 2 of the Rhode Island
Constitution: ail applicable provisions of Rhode Island General Laws Chapter 5 through 6. and
Chapter 51 of Title 28, These statutes require Farr Employment Practices regardless of race. color,
religion. sex, sexual orientation. gender idenhty. expression. disability, age. or couatry of ongn;
positive action be taken to affirm the civil rights of protected classes of mdividuals; promote
nondiscrimination. and prohibit sexual harassment.

6 Pursuant to Rhode Island General Laws Title 28. Chapter 5.1. the State EOO shall be
responsible for assunng compliance with State and Federal laws prohibitmg discrimimation and
al applicable provisions of this Executive Order

T Pursuant to Rhode Island General Laws Title 28 Chapter 51. the Office of Labor Relations
within the Department of Administration shall be responsibie for assunng compliance with State
and Federal laws prohibting sexual harassment and ail applicable provisions of thus Executrve
Order.

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

9 Pursuant to Rhode Island General Laws Title 42. Chapter 51. the Governer's Conmmission
on Disabilities shall be responsible for assuring comphiance with State and Federal laws and all
applicable provisions of thus Executrve Order.

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

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

12.  Pursuant to Rhode Island General Laws Title 28-5.1-3.1 each Agency of State
Government 1s responsible for assunng compliance wath all applicable provisions of this
Executive Order

Individuals believing that they have been diseriminated against or sexually harassed m
employment by or throagh state government should mmmediately contact:

Rhode Island State Equal Opporunity Office

Department of Admumstration, Perscnnel Office

One Capitol Hill

Providence. RI 02908

Tel {401) 222-3090; Fax (401) 2226301 TTD {401) 222-6144

Rhode Island Commission for Human Rights

Executive Order 05-01 Janpary 17, 2005 Page 5
180 Westminster Street. 3rd Floor Providence. RI 02903 Tel (401) 222-2661; Fax (401)
222.2616: TTY (401) 222-2664

Governor's Commission on Disabilities

41 Chenry Dale Court

Cranston. RI 02920

Tel (401 462-0100, Fax (401) 462-0106, TTY (401) 4620101

This Executive Order supersedes and rescinds Executive Order No. 96-14 and No. 95-11,
and 15 effective immediately upon the date hereof.
So Ordered:

N

Donald L. Cascieri
Dated: Janvary 17, 2005
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Exete of Rhode leland
snd Providence prantations

Do Subilin, Rewernnr

EXECUTIVE ORDER
No. M-2
December 23, 1994

MINORITY RUSINESS FNTERPRISE

WHEREAS, # it the policy of & State of Rhode Tsland and of this
mmmmmumm&umﬂumw@mmmmm.
mm;‘m&')mmhmmm to participete s
MMNMdMMManp«WMhSW
wmd;wdsﬂﬂum-nd

WHEREAS, the General Assernbly iz 1986 enucted Title 37, Chapter 14.1,
wmnnmm)mmnmmmommo«m
Dtpsmnmq[thﬁNMﬁ:hﬁihnduanduphﬁmﬁndmmBl
pmmhmmudmmmm

WHEREAS, on June 23, 1994, [ signed Executive Order 54-3, roorganizing
mmmmmm«mmsm,mmmhmawm
restrocmre and clarify the responsidlities of the MBE progran;, ad

Wm,zﬁwm,lmwmmmmouus:m'spnm,nt
MMWMG:MMM@G&MW

NOW, THEREFORE, 1, BRUCE SUNDLUN, by virte of the adodty vesed’
in me a3 Goversor ofthSmdMBmmmwmm.mm
ocder a3 follows.

Anicle [ - Agoticabify

MMMIMmbbwmﬂ&umh@ incinding bat
ot limited to coastruction peojests of COTITRCE. professional services, and purchase of
goods and services funded in whole or hpmby&az&nh.mhndsvh_l:hﬂn&m
mﬁumﬁmauwhuﬂammmhwmmamh
signatory 10 the congect.
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(A)mnbmdmznepumtdumhﬁsmmshummmn
mmﬁmwmmmcmummm The Dicector of Administration shzil
mmpmdmmmm-mmmmmmamm to day
opcndoulmpunsibi]iqrwmnoﬁkisl. The Administrator - MBE Compliance shall

wvmmmwummmmmmuamu
governmant. mmm-wammmmmmuamwd
effective and trnovatise strategies for promoting MBE participancn 3 e SGG's
mmwmmwmﬂmlmummmmmuh
erder w camply with R.L Geozral Laws Section 37-14.1.7.

{B) Tz MBE Prognm shall:

l.As:k:meDirumromeiniﬂnﬁonmwm,nnlaﬁmsand
mmmmwwmmwduwuom.

2. Mmimrd:mmofuchdmm.lm.anlqmﬁ-m
MmmhMdeﬁwwmm
goals, ind roqiremests.

3 Codnnmhwﬁviduuvisiumjob:im,wblicmm
cmmammmdwmmmm“mbemm
mm@mmmmﬂmdm&mmom.

4, Armg:muzmmmbm.awnadmm
mwmmmmquuﬁmmﬁwuwpmﬁm
mmhmmm«mmm.

5. ldemiﬁandnekushﬂnnemvmmmmitjbued
Orgauizations, local, state and fedetal agencies active in i fickd of MBE development
as well g3 offices in other stue and federal jurisdictions.

— g TITL T

=t 1a —_— —n

re
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CAGAMIE LAYE iTW. F 7o

December 23, 1994
Page }

6. Act 13 a cocrdinating body to bring MBE; ints sciive participition in
the purchasing procedures of the various depactrsenty of the State.

7. Develop & saswide reponing sysem for all MBE activities uadet
R.I Generat Laws Section 37-14.1.

3. Condact research and analysis (o strengthen the Stte’s MBE
Progran.

9, Deveiop for the Director of the Departmeat of Admimsiition
recommended rles and regulations to insure compliance and sanctions for 300
mww.whmmm«mﬂom

10. Sobeit an Armal Report to the Governor, by November 30 of
mmmmmmm}mmm.m.u.m
improve the program.

(C) The MBE Program shall centify MBEs:

Tmmpwhmwhruniurﬁﬂmhahnbauunwbymmpmﬂ
Adminisration:

1. Purssant to R.I. General Laws Section 37-14.1 (relating 1o MBE}
and Section 42:35-1 (mmmmwmm.hmmot
mmm-wwmmw«mmmmmmmm
certificarion of MEEs.

2 Dovdopldmhwdwﬁﬁdm&wbomimimdulwbﬁc
record.

3 Nuﬂumﬂmmﬂm&uwwmmﬁ&sm
of azy determiration of non-compliance vith the requirements of this
Executve Order or a removal of the certification of an MBE.

-t
-

RG] .‘f"l
ala [ Fa'r
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Executive Order No, 94-22
December 23, 1954

Page 4
Articte I - MRE Comanission

m.muummmmmm-mawhmeh
mudngandumlngommcmuomplhmmmmmuhnompmmﬂmw
the Department of Administrasion.

(B) Thefoﬂnwimdﬁ:hbmdindividualpcnmmhmbymimdu
mmammacmmwmummmofmmm.

Aubinulwclo!ficmwbuppohmdbymecmm

Director of the Department of Adminisuation (or desigoee), Chair
Represcntative Joseph Newsoms

Executive Director, Commission for Humsn Rights

Casby Harrison, I
Lichz & Semenoff

President (or designes)
Black Conractors Associstioa of Rhode Island

Executive Director {or designee)
Rhods [stind Commission on Women

President {or designee)
Hispanic Contractors Assoclation

© mronomomcmmnmummmmnmuma
Commission:

Director of Policy L m i
Governor's Office vl LA RS B

E L »
Taww ! - Lo

BOLFAE

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

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

Astoclate Director - Deparuneot of Administration
Division of Human Resources

Suis Controller
wdmm-omammcm

Chief Civil Rights Officer
Department of Transporustion

D) mmmmmuummamm
Commission:

Administratey - MBE Comgpliance
Department of Administration - Division of Human Resources

The MBE Commission shafl meet 10 bess than six times per year and upon the
nnofmcaahpmam«)cmmmmmmmm
mmhpmorcmhanmydmmmwﬁu. Four {4) members
shafl constitze a quorsm of the Commistion.

(A) Bach governmental deparement, sgency and quasi-stata suthority o
memwmmmmmmmmhmhn
mﬂhmmmMMwMMpudmmludmm
mdmpwmnHMpmmwwm.

(B) The Dircctor of exch department, agency or quasi-state surhority or
WWDMMMM&imaMMcM
MECmm’)wmﬂmﬂmwmwmmsrmm
dMEhmummm«mu@nﬁmmﬂme.

=
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Executive Order No. 94-21
December 13, 1904

Page §

{C) If the rules and regulations promulgated by the Departmest of
Adminiseradon aro pet being met, the Department, sgeecy or quasi-stts suthonity of
ghall subait a repoct to the Department of Administration's Adminstrator -
MBE CompHance stuing te reasons for ts Inabilky to comply with auch rules and
regulaions, and idenify the remedial steps it shall ake. Such remedial stzps may
Inchnds:

1. Tageting some bid invitations to MBEs.
2. Promoting jeint ventures between MBEs and too-MBES.

3. Requiring prime contrictors, where subcontracting opportunities
exist, to subcontract a minigmm amount of wark ca projects to MBEs.

4. Desigmting MBEs as suggested vendors, when submitting requests (o
the purchasing sgenl

3. Dividing large contracts inio smaller units to afford opporwsities for
MBE;, where legally permisyibls.

6. Developing 1 plan @ mquire prime contractors, whenever passible,
1o purchase supplics, services and equipment from MEEs.

mwwmmmm
Auority or Corporation Purchasing Agerts

mmmmmmmmormpmmm
qmﬂlmﬂﬁmhmmnwcwﬁyvhhﬁmhmmotdmﬂhﬁ
statule as stated herein, Such effors will inctude:

1. Wmmnm.amwmﬁumemmof
mmw.mmmbwmﬁﬁnam. Snch
mmuwmw.mumummmm
wmmnﬁq.mm:hoduowedcfbmumybemry.

i mmmmulmdmmwumwm e
mmm.mmmmmmmm. T

-
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Executive Order No. 94-22
December 23, 1954
Page 7

3. nwmmmmmuuwﬁmmdmmmmmhm
informatian sesslons for existing and poteasial MBE:.

4, Mmjmhgunmilhaﬂonofm&inmcmotvtﬂityommmm.
5t rmmmﬁmamyummﬂbywmacmm
&. Pufmmlnsanymhmh:tuﬁviﬁcsmagmuny support objectives of this
Executive OﬁcmﬂR.l.Geuulles:don‘!?-M.l et aeg,
mnmtﬂwom:ﬂecﬂvdynnin&.mpemdumdupimw
Order No. 949,
m&mmlhﬂuheﬁmmdmdymnmaEhcmL

/4/37‘/?5/

- DATE
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e EXECUTIVE ORDER JAN 19 89,0

. 91 I —ertidc Y

CJANUARY 18. 1893

AFFIRNATIVE ACTICN POLICY OTATEWINT

"

Srade Homa, 1, BRDCE SUNDLUW, by the authority vested in ms as Governor of
srovdeoss the Gtate of Rhode Island and Providence Plantations. de hareby
ocdar as follows:

1. Equal Oppecrtunity and Afflemative Acticon towasda ita
schievensat i the firm and unwaverling policy of ail units of Rhoce
1sland State Government.

1. Rhode Island Etate Government is comitted to providing
squal oppertunity in every aspect of its programd and will not
dipcriminate because of race, fesg, naticnal origin, sga, raliglon,
soxual oziestation, or disability. Becsuss oy adninictration
recogaizes the need to eliginate the veptigas of past soclotal
disctimination, Lt will take affirmsbive actics teo ensure that itz
e ]:dyaant opposLunities are availabie to every gualified Rhode
I[slander.

2. wWithin agencies. departments of state goverrment. end those
sgencias created by lagislative atatute, the followlng areas will be
sdninistered without regard to rece, eslor, sex, age, religion,
sesuel oricntation, ar dlsability:

Hirings Work Assigoments
Salery/MNage Leave
Lay-offs Training

- Transfers Recall From Lay-offs
Pronot ions Appointments
Darcot iong pisciplire

4. 1In odditlom, ny sdministretien will net telezate
Atscrimination Ly any iccipient of stats governuent funda. This
) includns lending institutions, develcpers, COACIACROIS,
sub-contracters and entities doing DuSinesz with the zcate.
Deliberate or parsistent violakion of the affirmative action
policies set forth herein auy result in the withdrawal of State
support or involvament im 8 project and/or debamant trom further
Stete involvenstt. Asy perion or corporation doing buziness with
the State shall cocpezata with the menktoring of tkis poliey.
The Director of Adnin!stzation zhsll peonuigate cuch rules and
taqulations as are nece3sary Lo effectuate cosplience with thia
paragraph.
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Atficmitive Action Policy Statement

5. In additios to Rhoce Islsnd State Govosgent, each and evocy
employea of state government is responsicle for assuring that all
aspects of State programs for which hesshe is resporsible for are
avallable without discrimination. Depariment Digectors 4ad thelr
gonior mtaff are responsible for the lementation of this policy
and they will be svalunted 23 to their role in this inplementation.

6. All Depurtment Dizectors and sppointing sutheritios shall
apoolot o highly ploced parson, who shsll repsrt to the Depattment
pirector &nd who shall be éenigaated as the Popartpental Affirmetive
Acticn Qfficer. The Ceportnental Affirmstive Action Officar zhall
attend at least one training session snouelly and the DEficer
shell ggsist in the development and erforcenent of afficmative
sckion plans. Esch Deparipental Affizmative Action Officer shall
work cocperatively with the Persoonel Adninistrator to comduct 3
quarterly review of hiring/promotion activity withia thelr unit te
o valvate oré rapert to his/her Departnent Directer on affirmative
a=tice pregress or lack (thereof. Each Depirtmental Affizmative
Actioe Officer skall cubnit information on tha status of thelr plaas
twice annuelly te their ragpective Department plirectors.

7. The Qovesnoz'a Exscubive Cennittes Eor Afffrmative Action is
nereby establisked end jits meabezship shall hecrsafter congist of the
following: tke EFO Acminlstrator, the Executlve Dircctes of the
Funas Rights Comission, oS Executire Secretary of the Govermor's
conniasion op tke Bandicapped, the Difector of the Commizsion on
Wonen. the Lyscetive Director of the Minority BSusiness Enterprise
Cermisasen, the Chief of the Merit Selection and Clessification
unit, the Adninistrator of Purchasing Systexs, and the Persoanel
Administrater who shall Chair this Cormittes.

5. The Cormittes sholl advize Lhe Governar in the formulation
snd ceordinatien of plana, poiicien and prograzs ralating to equsl
oppoOLIUNLLY god afficwative actien in 8ll Etatc dapartments and
agencies and in sssuring cffective implementaticn of such policies,
pYns and programs by such agencies.

9. Upon the request of the Erecutive Committee, the Depactmont
pirector of each State agercy and the Departmental Affiimative
Action OFficar tdall meet with the Coomittee snd report 1o person to
such Committos oa the agency's sffirmative acticn program. It snall
bo the Ezocutive Committae Chair's respensidility to schedule such
peatiaga, and it ahall be the doty of every 8gorcy hesd to couply
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with such requests for data or cther informstion or reports ag the
Executive Committee pay deen appreptiste for analysis wnd review in
advance of such meeting.

10. 1Ir s8ditlen to the duties of the State EED Offica set forth
in Title 28, Chapter 5.1 of the khode Island General Laws. the State
20 Office shall:

A} 1oview the Aftirmatlve Actlon plans gubmitted annually by
each state deperiment or ajgency snd prepare a compatative analysis
of the strengtks and weaknesses pf the plans;

B) make recomandations to the departments oa proactive policy
Loitiatives that may enhance af€irmative ection plan objectives:

C} prepare an Executive Summacy of the departmental plans for
subrission tthhe Governor annually on Kovenber 15th; and

p) work becperatively ard in conjuncticn with the tepaztmental
Affirsetive Action Officers. Departmental NEE Cocrdinators, and
state Offtcials serving on the Governor's Executive Coamittee for
Affirmative Actien.

11. The State Equal oppertunity Office skall be respoasible for
sssurisg compliazce with Bhode Island Gepersl Laws 7itle 28, Chaptar
5.3 apd tho provisiens of this Fxecutive Order.

12. The Rhode Izland conmissien for Buman Rights shall be
sesporsibla for assuring coppliince with Rhode Islead General Laws
Titie 28, Chapter 3, Sections B through 40 and the provisions af
this Executive Order.

13. The Rhode Island Goverdsr'$ Cornission on the Handicapped
£hall be responsible for assuring compliance with Rhode Island
ceperal Lawg Title 42, Chapter 51 apd the provisions of this
Precutive Order.
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14. A1l upits of Hhode Isiand Gtate Govermment sball comply
with all state ard federal laws pertaining to equal oppottunlity end
sffirmative action includirg:

Rhode lslend Falr Employmast practices Act,

Rhode I3lond Handicapped Prodocts Procutament Act,

Rhede Island AJDE piscrinination Act.

#edcral Exocutive Order 11346, as amended,

Tigle T cnd Tikle VII of the Civil Rights Act of 1564, 23
goended,

Age biscriniasticen in Eaployment act of 1947,

Equsl Pay Act of 1363,

Rehabtlitation ACt of 1#73, Scctiom SM,

prericans with Disabilities Act (ADM) of 1990,

yietnap Era veterans Act of 1574,

persian Gulf Contlict Supplementsl Authorization am farszonnel
Berafits Act of 1991,

Age Discrinination Act of 1974,

fucation Amendnents Act of 1372 (Title 1X),

civil Bights Act of 1391,

Btode Island Executive Order 92-2 (Americsns with Disabilities

Act).
Thode lsland Bzecutive Order 91-3% (Sesusl Barassmest),
fhole 1zland Executive Order %2-4 {Minority Dusiness Eaterprice

Conminsion), 2od
Ehofle 1s1and Executive Drder 93-1 (Afficmative Actlon Policy

stakement).

15. Sergons with disapllities requesting reasonadle
acconnodatien shontd contact tteir own departnenc/ageacy’s pessonnel
s8figa o MDA Coordinator.

16. Persoms having questions or needing assistance for mipority
or wopern bualnose snterprises should coptact the Ezecutive Director
of the Hinerity Buelnass Enterprize Comnission at 277-62461¥)

277-305¢ (2dd).
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RECGROS OV,

1. citizens_of Rhode Itland belleving that they have besa
aicorimimated 1gaimst ia the pursuit of achieving tne qualivy of
1ifo as afsrenentionsd zhould contact:

Governor's Conniksion on the Bandicapped
555 Valley Gtreak, Bui 1ding #51
provicease, 82 ¢2900-5608

TrEL. #277-3731

TDD R277-3701

FAX N277-2831

RI Conpigslon for Humea Rights RY State Egual Opportunity Office

10 Abbott Park Place One Capitol Bil1l
Prowidence, kI 01903-37EE Provifence, RI 02908-5885
TEL. #277-2641 TEL., #277-31090

DD A277-2E604 100 H217-£144

FAX #277=-2416 $AX ¥377-6378

This Executive Ordez shall pupsrcada snd resciad Executive Order
Bo. 83-1), 304 becoae effcctive imnediastely on the Axte heteof.

9% Ay LdB

DATE GWBRMl\ ST
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Lo of Mhods kand
and Providencs Martations

Braa Sondiub, Gonerser

IXECUTIVE ORDIR
BO. 92-2
JANUARY 23, 1992

N CMPLIARCE NITH_THE_ANERLCAMS WITH DISABILLLIES ACT

Sote Hou,
WHEREAS, tha Americens with Dissbilities Act ("ADA®) wns onacted
Er tho United Otnter Congreoo om July 26, 1950 to expand tha civil
rights of irdividuals with dipabillitien in tho aress of enploymest,
trapspoctation, public sccommodations andt conmunlcations: and

WHEREEAS, the primery objective of tho ADA i to roquire
omployory acd public gecvice providers to alininate any and ol
barriars, practices or policies that nsy Slscriminato against ot
otharwise deprive indlvidunls witd disabilities of tho full uso #nd
eajoynant of public agcommodatiord, PubliC transportastion,
telecommunication systems and enploynent opportunizies; and

WHEREAS, it was anticipated that the process of resoving any and
811 such barriers would best De effpctuatad by doveloping a
conpiehensive otalewids plon; and

WEEREAS, in Jure of 1991, ! directed the Covarnor's Comrissien
on the Hoadicepped tc cresta o Cectfipating Commitzeo gn the ADA
that would bring represontatives from all segnents of State
goverrmant togother to psrticipste in join® solf evaluation and ADA

conpliance planning; end

WHEREAS, the Cogrdinating Conalttoe, Chalied Ly Nancy
Hustod-Jeasen has developed and prosented me with a statevide plan
£xr macting the mandates of tha ADA eatitlied "AMERICANS NITH
DISABILITIZS ACT; SELF EVALUATION AND COMPLIABCE PLAN FOR THE STATE
OF EHODE 1SLARD;* (hereinafter "ADA Conpliaace Plaa’)

¥Ow, THEREFORE, 1, BRUCE SUNDION, by virtue of the autharity
vested in me s Governor of tho State of Rhode Island and Providacce
Plastations, do hereby order as follows:

1. Tho Rkods Islend State ADA Complisnce Plan shall be
implenented forthwith so thet iadividuals with disabilities nay be
fully integrated intc all aspects of Rhede Islend life in the most
expeditious nanne! possidle.
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Reecyutiva Order 2.2
January 23, L392

2. Tkere shall be a State ADA Coordinstor to sssume overall,
day-to—day responsibility for inplemanting the ADA Conmpliance plan.

3. 7Tha Chalrperson of the Governor's Comrission ¢n tie
Handicopped is horoby decignated te corve at the Governotr*g plAasgurs
as the State ADA Coordinstor. The Executive Secretary of tae
Governor®s Cemmission ¢n the Kandicapped is heveby desigaarad to
serve aa Deputy Coordinolor.

4. ‘The dutles of the AhA Coordimator shall include:

R

monitoring the State's compliance with sl
federal and state lavs and cegulations affecting
individuals with handicaps, inchuding dut not
limiked to foction 5£4 of tha 1973 Rchabilitaktion
Act and the Mnericsns with Disahilities Rei;

establishirg o technical assistance progrem Lo
inform and advise Stite and local governnent
agencias, kuman service provideis, providere of
pubnlic accoamcdations, raal estavte acents,
broksrs. devsleopers, architacks, landlerds,
buildars, and ctker :ffected entities and
individuals cr tkeir obligations urder the ADA;

egtablizhing a grievince protedure to prompiiy
and equitably resolve complaiats of nercompliance
wiih tha ACh involvirg departments, egencles oo
divigions of State geveramenk:

astablishing & procedure Ior initiating
complalnts sgainst azy departmant, agercy or
division within Stzte governmemt that willfully
fails to cooply with the reguirsments ¢f the ADA
pr the ADA Complience Pleno.

develpping, meking periodic revisicos to, and
overseslng implementstion of an ROA Transitlon
Plan for the rengval of onvironm=ntal and
commanication barriers ia Stata owned faclilities;

prcaiding ot future xeetings of khe Gtite
Ceordinating Committee on the ADA.
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Exccutive Dréer 92-2
Jenuary 23, 1952

5, The Stzte Coordinating Comnittee on the ADA shall continue
to exist aad shall continve to be staffed hy the Covernor's
Commission on the Handicapped. 'The Committee shall advise and
assist the ADA Coordinator im the implementation of the ADA
Compliance Plan. It shall elso prepare @ status report to the
Governor on of befora Octeber 1, 1892, end arnually thereatter.

6. The Governor's Cognission on tbe Handicapped, the State
Building Commission apd the Commizsion for Human Rights shall,
whenaver possible and approgriate, cooperzte with and assist ike ADA
Ccordinator ta:

A. Asgure compliance with the building scomssibility
2nd public accommodations sections cf the ADA; snd

B. carry cut tke @uties of the ADA Cooréinator
enumgrated akeve.

This Exscutive Order shall teke effect—onithe date hereof .

pate Governor

(’/ﬁf_f?/ iTWﬁ/
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Statc of Hhode Istand and Providecce Plantatlons
1 EXECITIE CHAWER, FROVIGEWE

Edward D. DiPpein i EXECOTIVE ORDER
Gonernr wo. 86-10

APRIL 1%, 1986

ARFUGRE POLICY

WHEREAS, the Siate of Rhode island has been a home and a
baven for ismigrants and refugess since the beginning of its
recorded histors; aad

WHEREAS, for morc than thres centuries people driven from
their homelands by vacious Eorms of peraecution have come to
shode Tsland and found the epporrunity and the means to estab-
1igh & new life here; and

WHEREAS, the Usited Siates Rrefugee Act of 198{, Pub. L.
Ho. 56-212, authorizes the grant of asylun to refigees who
are defined as any person outslde bls or her country aof
nationality "who 15 unable or unwilling to return to, and is
unsble or unwilling to awill himsedf or hetself of the
protection of that| country hecazse af pegsesutlon or 2 well-
founded Fear of pecseciticn or account of raca, raligion,
pationslity, wmembership in a particular seeizl group, oC

political opinion”; and

WHEREAS, Rhode Island zccepis and wolcomes the opportuntty
to take par: in our national refugee regettlenent program and
to carry out our state's exerplary higrorical tole in assisting
peaple fleeing dangers and undue haydships; and

WHEREAS, the refugee experience is a aajor upheaval in
the lives of these individuals, and in order for thea to
adjust successfrlly ko a nev country and gulture, a perlod af
tranzition is necessary to leara & new langquage and culture;
and

WHEREAS, Rhiode [siand cecognizes that refugeesy have
great potontial to contribute to the state and its coamunities,
and that 1t 13 Ln bhe intersst of sll that their potential le
nuctured and encouraged: and
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Executive Order 86-10
Page Two
April 15, 1936

WHEREAS, the Rhode Island Diffice of Refugece Resottlement
was created for the purpose of implamenting the requlremonts
of the Refugec Act .0f 1980 iP.L.06-212) ko assist refugees in
the gtate to becope self-sufficlent as rapldly as possible; and

WREREAS, the GCovernot's Advisory Council on Refugee
Resettlement, craated by Executive Otder B5-24, wag ¢stablished
for the parpose of forging a linkage between the refugae
comnunity and the larcer Fhode Island society; ond

HOW, TMEREPORE, 1, Edward D. DiPrete, by virtue of the
authority vosted in n2 as Covernoe of the State of Rhoda
18land tnd Providepco Plantations, hareby order andg dirace
the following:

1. The Rhoda 1laland COffice of Refugee Resetilement
shall be autkorized to ceordinate consultations ameng
the following entitles and agencles: voluntary agan-
cies ("VOLAGs"™} and their national offlces; local
officials; siate departments; namely, the Department
of 2mployment Security, the .Pepartment of Health,
the peparcment of Human gervices, the Department of
Mental Eealth, Retsrdation and Hospitals, the Depars-
ment for Children and Thelr Pamilies, the Department
of Tconemle Developmen:, the Dephrtment of Tranfpor-
tation, the Departmen: of Education, the Offlce of
the Attorney Gentral and other approprinte publie
and private agencisg.

2, fThe above consultatlons shall be to detecmine the
avallabiliey of necded avrvlcas such as hovaing
availability and comminity responsivenesa; to evalu-
ats scoromi¢ conditions, and to dotermine the proxim=
ity of orgacizati¢ng and instituticns which provide

BUpIOLt.,

3. All trassitional services eshall be provided wich a
vige to maximize thelr accessibllity and ecultural
appropriateneas. The characteristice and concerns
of the refugee communities should be taken into
account in the sheping of specific service delivery
procedures and mechaniasms and the determination of
their cultural and 1liaguistic sensivivity.
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page Three
april 15, 1986

4.

@

Those state sagencies as previousgly stated that conduct
programs and activities directly or indirectly relat-
ing to the service peeds of the refugee population
shall immediately undertake an atfirmasive planning
process with regard to refugees. This planning
process shall be completed by October 1, 1986, and
shall ineclude the following elements:

A. Needs Ascesement: Determining the current and
potential requlicements rofugees have for the
agencies' gervices;

B. Current Use: Messuring and documenting the
extent to which refugees now use the services;

€. MAgency Service Plan for Refugees: formulat-
ing a plen, including a timetable for imple-
mentation, that ensures that delivery of the
agencies' secvices to refugees peetd the needs
jdentified in the nceds assessment and are in
compliance sith Title Vf of the United States
Civill Righte Act of 1364,

Rhode Istand Office of Eefu?ee g;aettlement and
Rhode 1siland Equal goporcunity Office ARS1BLANGE -
The Rhode Ialand Office of Refugee Resettlemens and
the Rhods Island Office of Egqual oOpportunity shall
provide technical assistance to the agencies thriough-
out the planning process and shall monitor the
agencies' progress in the implementation of their
plans. Technical assistance wher necessarcy will be

roquested from the Federal Offices Ior Civil Rights
Cowpliance.

State Agencies Preparing Agency Service Plansg -

The following stase: agancles shall engage in the
planning process: the Dapartmunt of Human Secrvices,
The Department of Health, the Departaent of Employ-
ment Security, The Depariment of Mental Bealth,
Retardation and Bospltals, the Department for child-
ren and Their Pamilies, the Depariment of Bducation,
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Page Four
dpril 154

1986

the pepattment of FEconomic Development, and the
bapartment of Transportation.

Trangiticaal Bducation Program -

RIORR shall mee: regularly with the Department of
Bducation to coordlpate the provision of the tran-
sitional program for refugee children, bilinguel
education progrems, adulet educaticn services, and
other cducational programs of spacial concern to the
refugee communities.

Consultation with Attorney General -

RICRR shall workx with the Office of the Attorney
cenernl, specifically the Civil Rights Division and
the Division of Consuner Protectlos, in its effort
to ensure that necessary state protection and services
are available te the refugee population.

vhis Bxecutive Order shall takeveffect on the date hereof.

WQ.O\{Z}K

Fdward D, Diprete
Governor
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Sute of Rhode Island snd Providence Plantations

EAECUTIV CHAVIER, BROVIXNGL
Edward D. DiPrete
Gomrnor
BOCUTIVE OFDER
Ko, 8516
JOLY 23, 1965

SRCTTION S04 COORDINAR

WHEREAS, Title V of the Rehabilitation Act of 1973 sets forth the
civil rights of handicapped parsons: and

m&m&mppdpersmshawaxig&ma@ectarﬂgajnamsm
various buildings e properties which mdst for the betternont of &ll
peraona; and

WHEREAS, urder Section §C4 of Title V of the rehabilitation Act of
1973 the State has been mandated to create pelicies, practices and
progroxs reganding acoessibd 1ty of State-bubldings & proportiss to
handicapped persons: and

WIEREAS, such a designetion would allow for thg expadient canplians
with the mandato of Section 504 thoreby serving the nosds of

handicapped perscos in the best pessible memner;

HOW, THEREFORE, byvimnnfttmmtmntyvestcdmmaaewemotof
the Stato of Rhode slant and Providence Plantations, it is ondred an
follows:

1. The Director of Administration is heroby dogignated the
Statn's 504 Coordinator and shall dalogate oparational
control to the State Bullding Code Commissloner as his
deaignee,

3. The duties of the Coordinator shall be to coordinato all
State agencies in the inplemrtation of all federal rules
and:egulnticmaftectingﬂnsmtainmﬂsofomplunm
with tho mandaten of Bection 504 of Title V of tha
Rehahilitation Act of 1973.

3. The (oordinatoc's drcies shall include:

a. Authority 4o order departments to premre avl caplete
transitio plaas in acoordonce with SH rogalationa.
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b. Coordimating the foomlation and review of transition
plans with advisory panels who may repressnt
handicapped organizations.

c. Granting final appreval of cransition plans and
department use of program acoessibdlity.

4. Managing the comstructicam, design or alterations of
mmj.ngs.:md §.tes necessary to bring all programs

into complianos.
@. MAuthorization to ceordinate and sediate matters
504 ommpliance.
£. Assisting public and privatesmthmght.hemof

proper agencies on technical, employment and
architectural matters conoerping 504 compliance.

g. Egtablishoent of 2 corétmer complaint procedure
necessary to resolve all complaints to agencies

pertaining to 504,

h. The State %04 Coordinator or the State Bui 1ding Code
Cormissioner as his designes is hereby authorized to
initiate complaints against those agoncies,
sdiniptrators, agents or aopioyees of any depextzent.
or division within state goverment who willfully fail
to corply with the yequiraments.

j. The S04 Coordisator and the Stato Bui lding Code
Cozmissioner as his designee shall consult with the
Chairman of the Governor's Commission on the
mxﬂiuz;padﬂthm@mwinplmaﬁm of the above
duties and respoeaihilities.

This Brocutive Order ahall take effect on the date hercof. This
Emoutive Onder rescinds Puecutive Crder Mo 80~16 dated September 29,

o.yﬂi”ZxS”

Bhard D. biProte
GOVERNOR
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PUBLIC LAW 97-118
AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION AND
TRAINING IN THE WORKPLACE

CHAPTER 51
ARA D AND T WOR

§ 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.

(c) Every employer shall:

A. adopt a policy against sexual harassment which shall include:

a statement that sexual harassment in the workplace is unlawful;

a statemnent 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;

a description and examples of sexual harassment;

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

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

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

(e)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
Guidelines For Preventing Sexual Harassment

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

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

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

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

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

If any State Employee believes that they have been sexually harassed, they may contact:
DIVISION OF HUMAN RESOURCES
(401) 574-8381
HRInvesigati .ri.gov
Revised (2021)
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DEPARTMENT OF ADMINISTRATION

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY
STATE EQUAL OPPORTUNITY OFFICE

GUIDELINES FOR INSURING UNBIASED WORK ENVIRONMENTS

Rhode Island General Law 28-5.1, Executive Order No. 05-01 of the State of Rhode Island and Title VI 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 is permitted to
affect the employment decisions. It is also illegal for an employer to permit any conduct that is sexually
offensive, intimidating, hostile or interferes with an individual’s work performance. Sexual advances by co-
workers who have no control over a person’s employment may be unlawful if it has such an intimidating effect
that job status is affected.

(2005)
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Employee Self-Identification of Disability Form and Request
for Reasonable Accommodation

CONFIDENTIAL

In accordance with the Americans with Disabilities Act of 1990, Rhode island General
Laws §28-5.1 et. seq.. and Executive Order #92-2, the State Equal Opportunity Office
invites a qualified individual with a disability to self-identify to be provided reasonable
accommodations if necessary to perform the essential function for the desire position.
NAME: AGENCY:
JOB TITLE: DATE:
Please Check [X] the category that best describes your disability. (Upon request, venfication of disabling
condition must be obtzined from your physician }
Disabling conditions include, but are not Linited to:

[ AIDS

[0 Alcoholism

(] Blindness or Visual Inmpaimoent

] Cancer

[ Cerebral Palsy

] Deafness or Heanng Imparment

] Drabetes

] Prug Addichion

[ Epdepsy

[] Heart Dhsease

[] Mental Retardation

[J Mental or Emotional Hiness

(] Multiple Scleroas

[) Muscular Dystrophy

[] Orthopedic I ; _
[ Perceptual Disabilities such as: Dyslexia Mommal Bram
- Dysfunction. Development Aphasia or Speech Impainment

[ Yes. I request a Reasonable Accommodation Needs Assessment Review
[J No Reasonable Accommodation is needed at this time

Additonal Comments:

Date:

Signature:
RIEEO 5'09A
REVISED 7:/02/2002

BRI SZOC (411} 222-308&(
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DISCRIMINATION COMPLAINT PROCEDURE

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

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

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

How to Report a Complaint

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

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

7. Complete a Complaint Form - Fillable .pdf available at www.hr.ri.gov
8. Phone 1-401-574-8381
9.  Email: HRInvestigations(@hr.n.gov

An individual may also file a complaint with the Rhode Island Commission for Human
Rights or the U.S. Equal Employment Opportunity Commission. If a charge has been filed,
either simultaneously or at a later date with Rhode Island Commission for Human Rights or
the U.S. Equal Employment Opportunity Commission, the State of Rhode Island may defer
to either commission for investigation and any resolution and/or prosecution of any charge.
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State of Rhode Island Division of
Human Resources
Site Operations/Business Partner Center of Expertise

COMPLAINT REQUEST
Document: HRF 01
Date of Issue: 02/16/21
Revision No: HR
DEPARTMENT OF .
ADMINISTRATION Exec Dir:

Complete this form to file a complaint of Discrimination, Sexual Harassment, Domestic Violence/Sexual
Assault/Stalking, Workplace Violence or Retaliation. This form may be used for a complaint by an Executive
Branch employee.

Once you have submitted the complaint form, you will be contacted by an investigator from the Division of
Human Resources Site Operations/Business Partner Center of Expertise (COE). If you do not wish to complete
the Complaint Form, or need assistance in doing so, please contact your agency’s Human Resources Business
Partner or Diversity Officer who can fill out the form on your behalf. Alternatively, you can call the Site
Operations/Business Partner COE at 401-574-8381 to make a report by phone.

* = Required Field

Section 1 — Complainant Inf .
Are you an employee of the State of Rhode Island? *  [1Yes CINo

Complainant Contact Info

First Name Last Name

Title Agency

Work Location Work Phone

Manager/Supervisor
Home Address Home Phone
Email Address
How do you prefer to be contacted? OEmail OPhone

Section 2 — P C leting F
Same as Section 1 O

Are you an employee of the State of Rhode Island? *  OYes [INo

Section 3 — Complaint Filed Against [nf .

First Name Last Name
Title Agency
Work Location
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State of Rhode Island Division of
Human Resources
Site Operations/Business Partner Center of Expertise

COMPLAINT REQUEST
Document: HRF QlDate
of Issue: 02/16/21
Revision No: HR
Au:::m;r?;;:ou Exec Dir:
Section 4— C laint Inf .
Complaint is being made on the basis of* (Multiple options can be selected).
(¢) Discrimination (multiple options can be sclected)
(¢) Race/Ethnicity/Color | (k) Disability (d) Age (fy Genetics (e) Pregnancy
(e) Military Status (3)Veteran Status (6) Religion {(d) Sex {d) National Origin
(e) Sexual Orientation (5) Gender Identity | (4) Gender Expression

(d) Sexual Harassment ODomestic Violence ORetaliation

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

Date of First Incident Date of Last or Most Recent Incident

Please list below any persons (Co-workers, supervisors, others) who were witness to or can provide information
pertaining to your complaint.

To Whom has this been reported
O It has not been reported to anyone Ot has been reported to the following people

Incident Reported to

Full Name Title
Agency Manager/Supervisor
Phone Email

Full Name Title
Agency Manager/Supervisor
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State of

Rhode
Island
Division of
Human
Resources
Site Operations/Business Partner
Center of Expertise
COMPLAINT REQUEST
~|:6"‘0\: ‘HIODE"-’,‘
it
DEPARTMENT OF
ADMINISTRATION
Document: HRF Ql1Date
of Issue: 02/16/21
Revision No: HR
Exec Dir:
Section 6 -- Attachments
Please provide any supporting documents.
Complainant Signature Date
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“housing

invest. Build. Believe

EXIT INTERVIEW
| Employee Name 3 - Positian . -
Depsrtment Termination Date R |

| What did you like mast about RIH?

[ \Why did you b2gin lDoxing for another @b
i

;. If you had cancerns about Flil:l, did you share them with _anyon::: atthe organization?
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How was your relationship with your manager(s)?

Based on your experience, 4o you have EIH-'.r' Eﬁs f;-',-::n'.:'i' rep'a_c-eméh-t?

Would you recommend RIH to -.rourfrienas_a}:_d?a;;h;-égi' 'g-rzii-;-:l'éc-é to work?

| How wou d you describe the culture of aur Company?

: =
| Human Resources Diractor Signature |

| Date

Invest. Buijld. Believe.
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FED-63/78
RHODE ISLAMD DEPARTMENT OF ADMINISTRATION Rewses Ay 2515

OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY/STATE EQUAL OPPORTUNITY OFFICE

AFFIRMATIVE ACTIHON FILE
* Powsw note that Hhu ra s voblrateny sl dentfraton cardd snd e mioTnsten yau prande wf cet be v 23 0 Lraa Jor employment decaxis ¥
10 BE COMPLETED 8Y APPLICANT Ok EMPLOYEE DMLY

Applicant or
Inployee I l

pacres | 1L | | H | 1

Humkser Street Crty State Zip Code

[

NODTE: When sehecting ratial/ sfamc Categony. you st select 0NN OB of the boxes unbened 1 through 7. l ternpis LI ' I Nl T |

I 1= 8bea or ANkean Amaricsn [NaT Mispanie af tatngd L) I I I — Hicp arde oF Latines F1 ] I 3 = Zrmorican kndian o AJasks Eagws (NOt HEpani: o tacna) L I

| 4 = Aslan (Mot Hispan of Ladnd} _J | 5 - whze it Hizpan c srlming & lE 6 — Hatia Hawmabian o Cther Pacific tatarnadr (DL EGDanic ar Lating) d I

I?—Twc of Mars Reces [NOL Hizpznee of Letmd| = l [ Licablad ] | veteran = I [Dmbgqvcc!rm o | I Age: 30 & Oume 7 I
FOR PERSONNEL USE ONLY

DepIreNanr, Dnesicn

Arpropnation Aocourt Ha Pay Grade fosrtan Ne

Inqummbentt______ [Use this seliction fOr CurTent @MioyEes whe Ik reQuesting 2 Chanpe ho thiy gemogrsanic desioration)

Brg motina Fransiar Hired, List Na st Jrieng bce Offered Aefusec

Resssn 157 ATIC

Irterueved RS tafl Cate

RACIAUETHHNIC CATEGORIES

1 = Black or African American (Nod Eispun'xorLatinn]—prmhrﬁgmigdn:hu;’cfﬁsbhdntﬂlwc!’.i.ﬁiu

? - Hispasic or Ladne - A parson of Mexicen, Poarm Rice, Cobas. Caniral er Sonth Amasican oy pther Spamsh rubero o crig, regxrdin of
e

3 - Americsn Indisn or Alazks Nadve (Not Hizpanic or Lacdne) ~ A panon Xaving erigins i 13y of the crigtn! peoplas of North Amarica od
South Amerira (nchuding Camtral Azmecica), and who mainming =ibal affilation of commmmivy attachzast

4 - Asian (Not Hizpanic or Latino) ~ A parsca having origins @s any of e original pacplas of tha Far Easn, Somtheast Asizn, o7 the Jndha
subcantinan: inckading for axazaple, Cambodz, Chana, bdia, Fapza., Earw, Malzysia, Pakistan, the Phitippina Llandy, Thailand, ad
Viemans,

— White (No¢ Hispanic or Lacine) = A perion having erigins in zay of the enginal peoples of Europe, Nersh Africa, or the Midds East.

§ - Native Hawaiian or Other Pacific Ilander (Not Hizpanic or Latize} ~ A porsen baving ariginz = aay of #¢ arigoal pecples af Hawais,

Gzam, Samaa, or othar Pacific laads

% —Twe or More Kaces (Net Hispansic or Latino) = A pericn who prmarily identifios with nvo or mors of the abovse Tacs creETNe.

wh

DISABLED:

AJ perseas with a phyvical e mental impy frmant that r=brazmily lmin ane or mare mejar Hib artvides. Mayar ks activities ochnds, bat am
nat Limited o, caring for cossalf, parforming maomal ok, mbmmgmmmmmm
broatiing, beaming, reading, concenttatng, thinking, ¢omrmicar=g and wooking, A mzjor kifs actvicy ala meindas tha opention of 3 majer
bodily functicn. inchuding, but not Yreited t, Sncrions of the mtsuns syvtem, pormal cell growd, dizsstvs, boarl. bladdar, weurolomesl, brain,
respintery, cicnktory, andocrine. and reprocductive foetions. A history of snch disability, oo the beliaZ on the part of othans that 2 parsom has
ruch a ditabilary, ahsthar it it 40 or ocot, also is recomizad 2 & disbility by the remnbdion.

~n
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AL OPP VISORY
COMMITTEE*

GUIDELINES

MISSION:

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

1) ESTABLISHING THE COMMITTEE:

A. All employees should be informed of opportunities to serve on the committee.
B. RIHousing Executive Director appoints the committee from a list of volunteers.
C. Volunteers should include staff from:

» Each division of RIHousing

» Various job levels

« Diverse group of employees; i.e. minorities, women, persons with

disabilities, and veterans

2) STRUCTURE:

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

Minutes

OmmUOWp

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

F. Review monthly progress reports

G. Issue a progress report to RIHousing Executive Director quarterly

moaowps>

4) CHAIRPERSON (DUTIES):
A. Prepare agenda for meeting
B. Preside over committee meetings
C. Submit any committee recommendations to the RIHousing Executive Director

5) SECRETARY (DUTIES)
A. Preside over meeting in absence of chairperson

B. Record minutes of the meeting
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C. Prepare minutes for distribution.

6) RIHousing EXECUTIVE DIRECTOR:

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

7) EMPLOYEES SHOULD BE INFORMED OF RIHousing POLICY:

a. Newsletter
b. Employee handbooks
¢. Copies of the affirmative action plan policy statement of key program elements

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

For additional guidance and/or technical assistance, contact:

State Equal Opportunity Office
Office of Diversity, Equity and
Opportunity Department of
Administration

One Capitol Hill

Providence, RI

02908

TEL # (401) 222-3090

Rhode Island Relay: 711

Email: eoo.compliance@doa.ri.gov

* Each agency is required to have an Equal Oppartunity Advisory Commuttee
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DIVERSITY ADVISORY COUNCIL*
GUIDELINES

MISSION:

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

1) ESTABLISHING THE COMMITTEE:

A. All employees should be informed of opportunities to serve on the council.
B. Agency head appoints the council from a list of volunteers.

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

D. Volunteers should include staff from:

» Each division of agency

« Various job levels

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

2) STRUCTURE:

A. Terms of membership
B. Elections of officers
C. How many members
D. Alternates

E. Sub-committees

F. Meetings

G. Minutes

3) FUNCTIONS (ROLE):

A. Advise — not perform

B. Leverage diversity to improve employee and organizational performance

C. Link diversity strategy with the department’s/agency’s business strategy

D. Develop metrics to measure progress

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

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

4) SECRETARY (DUTIES)

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

5) AGENCY HEAD:

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

For additional guidance and/or technical assistance, contact:

Sabina Matos, Chief Program Development Department of
Administration

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

Providence, R 02908-5865

TEL # (401) 222-5813

Rhode Island Relay: 711

Email: Sabina.Matos(@doa.ri.gov

* Agencies are not required to have a Diversity Advisory Council but are encouraged to do so.



ENFORCEMENT AGENCIES

Department of Administration Division of Human
Resources One Capitol Hill

Providence, RI 02908

TEL # (401) 574-8381

HRInvestigations@hr.ri.gov

Department of Administration

Office of Diversity, Equity and Opportunity State Equal Opportunity Office
One Capitol Hill Providence, RI1 02908

TEL # (401)222-3090

FAX # (401) 222-2490

Eoo.compliance(@doa.ri.gov

RI Commission for Human Rights

180 Westminster St. Ste. 3

Providence, R102903-1918 TEL # (401) 222-2661/ Voice
TDD # (401) 222-2664

FAX # (401) 222-2616

U.S. Equal Employment Opportunity Commission
1801 L Street NW Washington, D.C. 20507 TEL # (202)
663-4900/ Voice TDD # (800) 800-3302

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

Department of Justice

Office of the Americans with Disabilities Act Civil Rights Division
P.O. Box 66118

Washington, D.C. 20035-6118 TEL # (202) 514-0301/

Voice TDD # (202) 514-0381

# (202) 514-6193 (Electronic Bulietin Board)
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EQUAL EMPLOYMENT OPPORTUNITY ADVISORY COMMITTEE BYLAWS

The goal of this Committee is to ensure that RIHousing follows appropriate laws/regulations and that it is
meeting its internal affirmative action goals. The mission of this Committee is to provide two-way
communication and suggestions on various aspects of the equal opportunity program to the Interim Executive
Director, Division Directors, and the Equal Opportunity and Affirmative Action Officer/ADA/504 Coordinator,
Melanie Cluley Director of Human Resources.

The Committee is chaired by the Equal Opportunity and Affirmative Action Officer/ADA/504
Coordinator, Melanie Cluley, Director of Human Resources. Members are appointed by the Chair to
represent each of RIHousing’s divisions and will serve a term of two years. The Committee meets on a
periodic basis to address EEO/AA issues.

Meetings of the EEOAC shall take place as circumstances require, but in no event less than semi-annually.
Committee members will receive a two (2) week notice before the scheduled date of the meeting. A written
notice shall be provided via email to each committee member with the date, time, and place of the scheduled
meeting. The place will be designated by the EEOAC Chair. Committee Members must confirm
attendance at least a week prior to the scheduled meeting. Meeting minutes will be drafted for review and
approval to document the content of each meeting as part of a formal record.

The Functions of the Committee are as follows: to advise but not to take action; develop short-term
objectives; identify areas of possible discrimination; provide requested input on the preparation of the
affirmative action plan; review the progress of action goals and programs; make recommendations for
improvements, if necessary; review progress reports; and provide input into the progress report that will be
provided to the Interim Executive Director annually by the Equal Opportunity and Affirmative Action
Officer/ADA/504 Coordinator.

Additional Responsibilities of the Committee:

a. To communicate and to promote the committee’s mission by sharing, encouraging and engaging
others in existing diversity practices;

b. To support outreach efforts by providing suggestions and feedback;

¢. To stimulate employee interest and participation in Equal Employment Opportunity objectives;

d. To make recommendations to help enhance existing internal diversity and inclusion practices;
and

e. To review the outreach list and recommend potential community partners.

The committee is advisory only and is not authorized to perform administrative or management
functions.
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Request for Proposal
COMPENSATION STUDY

INTRODUCTION

Through this Request for Proposal (“RFP”), the Rhode Island Housing and Mortgage Finance Corporation
(“RIHousing™) seeks proposals from qualified firms to provide services related to the study of RIHousing’s
comprehensive compensation plan.

INSTRUCTIONS

A proposal should be submitted to Barbara Farrand, Director of Human Resources, via email to:
bfarrand@rihousing.com. Proposals should be concise and include all attachments. Proposals should be presented
on business letterhead.

Proposals must be received no later than 3:00 EST p.m. on March 29, 2021.

Respondents are advised that all submissions (including those not selected for engagement) may be made
available to the public on request upon completion of the process and award of a contract(s). Accordingly, any
information included in the proposal that the respondent believes to be proprietary or confidential should be
clearly identified as such.

SCOPE OF WORK

Please see the Scope of Work provided in Attachment A.

ITEMS TO BE INCLUDED WITH YOUR PROPOSAL

Please note that failure to provide any information, certification, or document requested in this RFP may cause
your submission not to be scored.

A. General Firm Information

1. Provide a brief description of your firm, including but not limited to the following:

a. Name of the principal(s) of the firm.
b. Name, telephone number and email address of a representative of the firm authorized to
discuss your proposal.
C. Address of all offices of the firm.
d. Number of employees of the firm.
B. Experience and Resources

1. Describe your firm and its capabilities. In particular, support your capacity to perform the Scope of
Work.



2. Indicate which principals and associates from your firm would be involved in providing services to
RIHousing. Provide appropriate background information for each such person and identify his or her
responsibilities.

3. Provide a detailed list of references, including a contact name and telephone number for organizations
or businesses for whom you have performed similar work.

4. Identify any conflict of interest that may arise as a result of business activities or ventures by your firm
and associates of your firm, employees, or subcontractors as a result of any individual’s status as a
member of the board of directors of any organization likely to interact with RIHousing. If none, please
provide a statement to such effect.

5. Describe how your firm will handle actual and or potential conflicts of interest.

6. Identify any material litigation, administrative proceedings or investigations in which your firm is
currently involved. Identify any material litigation, administrative proceedings or investigations, to
which your firm or any of its principals, partners, associates, subcontractors or support staff was a
party, that has been settled within the past two (2) years. If none, please provide a statement to such
effect.

C. Fee Structure

The cost of services is one of the factors that will be considered in awarding this contract. The information
requested in this section is required to support the reasonableness of your fees.

1. Please provide a cost proposal for providing the Scope of Work in Attachment A. RIHousing
anticipates entering into a fixed price contract for this engagement. Please provide an hourly rate for
principals and associates for any additional related work that may be requested as part of this
assignment.

2. Please provide any other fee information applicable to the engagement that has not been previously
covered that you wish to bring to the attention of RIHousing.

D. Minority and Women Owned Enterprises

1. RIHousing encourages the participation of persons of color, women, persons with disabilities and
members of other federally and State-protected classes. Describe your firm’s affirmative action
program and activities. Include the number and percentage of members of federally and State-
protected classes who are either principals or senior managers in your firm, the number and percentage
of members of federally and State-protected classes in your firm who will work on RIHousing’s
engagement and, if applicable, a copy of your Minority-or Women-Owned Business Enterprise state
certification.

E. Certifications

1. RIHousing insists upon full compliance with Chapter 27 of Title 17 of the Rhode Island General Laws,
Reporting of Political Contributions by State Vendors. This law requires State Vendors entering into
contracts to provide services to an agency such as RIHousing, for the aggregate sum of $5,000 or
more, to file an affidavit with the State Board of Elections concerning reportable political
contributions. The affidavit must state whether the State Vendor (and any related parties as defined in



the law) has, within 24 months preceding the date of the contract, contributed an aggregate amount in
excess of $250 within a calendar year to any general officer, any candidate for general office, or any
political party. Please acknowledge your understanding of this in your RFP response.

Does any Rhode Island “Major State Decision-maker,” as defined below, or the spouse or dependent
child of such person, hold (i} a ten percent or greater equity interest, or (ii) a Five Thousand Dollar or
greater cash interest in this business?

For purposes of this question, “Major State Decision-maker” means:

(i) All general officers; and all executive or administrative head or heads of any state executive
agency enumerated in § 42-6-1 as well as the executive or administrative head or heads of state
quasi-public corporations, whether appointed or serving as an employee. The phrase
“executive or administrative head or heads” shall include anyone serving in the positions of
director, executive director, deputy director, assistant director, executive counsel or chief of
staff;

(ii) All members of the general assembly and the executive or administrative head or heads of
a state legislative agency, whether appointed or serving as an employee. The phrase “executive
or administrative head or heads” shall include anyone serving in the positions of director,
executive director, deputy director, assistant director, executive counsel or chief of staff;

(iii) All members of the state judiciary and all state magistrates and the executive or
administrative head or heads of a state judicial agency, whether appointed or serving as an
employee. The phrase “executive or administrative head or heads” shall include anyone serving
in the positions of director, executive director, deputy director, assistant director, executive
counsel, chief of staff or state court administrator.

If your answer is “Yes,” please identify the Major State Decision-maker, specify the nature of their
ownership interest, and provide a copy of the annual financial disclosure required to be filed with the
Rhode Island Ethics Commission pursuant to R..G.L. §§36-14-16, 17 and 18. If your answer is “No,”
please provide a statement to such effect.

Please include a letter from your president, chairman or CEO certifying that (i) no member of your
firm has made inquiries or contacts with respect to this Request for Proposal other than in an email or
written communication to Barbara Farrand, Director of Human Resources, bfarrand@rihousing.com
seeking clarification on the Scope of Work set forth in this proposal, from the date of this RFP through
the date of your proposal, (ii) no member of your firm will make any such inquiry or contact until after
March 18, 2021(ii) all information in your proposal is true and correct to the best of her/his
knowledge, (iv) no member of your firm gave anything of monetary value or promise of future
employment to a RIHousing employee or Commissioner, or a relative of the same, based on any
understanding that such person’s action or judgment will be influenced and (v) your firm is in full
compliance with Chapter 27 of Title 17 of the Rhode Island General Laws, Reporting of Political

Contributions by State Vendors.



EVALUATION AND SELECTION

A selection committee consisting of RIHousing employees (the “Committee”) will review all proposals and make
a determination based on the following factors:

Professional capacity of the firm to undertake the Scope of Work

Experience working with firms of similar type (quasi-governmental, financial) and size (250 employees)
Proposed fee structure (flat fee and hourly rates)

Experience, continuity and expertise of account team

Recommendations by references

Firm minority status and affirmative action program

Capacity to offer services directly rather than through subcontractors

Other pertinent information submitted

RIHousing may invite one or more finalists to make presentations.

In its sole discretion, RIHousing may negotiate with one or more firms who have submitted qualifications to
submit more detailed proposals on specific projects as they arise.

By this Request for Proposals, RIHousing has not committed itself to undertake the work set forth. RIHousing
reserves the right to reject any and all proposals, to rebid the original or amended scope of services and to enter
into negotiations with one or more respondents. RIHousing reserves the right to make those decisions after receipt
of responses. RIHousing’s decision on these matters is final.

For additional information contact: Barbara Farrand, Director of Human Resources, bfarrand@rihousing.com.



Attachment A

Scope of Work

RIHousing seeks to engage an experienced consulting firm to prepare a comprehensive classification and
compensation study. RIHousing currently has approximately 220 employees in the following categories:

Officials, Managers, Administrators
Professionals

Administrative Support

Service Maintenance

The study shall include all positions and classifications. A compensation study was last completed in 2016. The
study established a decision band compensation plan for the agency. RIHousing has generally looked to finance
industry companies, government agencies and other state HFA’s for a relevant market for comparison.

At a minimum, the comparative study must include the following deliverables:

Review and analysis of RIHousing’s current compensation structure; recommendations as to whether the
decision band method is currently relevant to the agency’s goals; recommendation for compensation
method with rationale for recommendation; and determine equitable and appropriate levels of pay.
Recommendation as to relevant markets for comparison and benchmarking of RIHousing’s positions to
relevant market.

Performance of a market salary survey of local and statewide companies and agencies with comparable
positions to determine reasonably competitive salary levels for all positions. Order of priority for this
survey shall be determined in coordination with the Director of Human Resources.

Review of RIHousing’s job descriptions for opportunities to combine similar positions into the same
classification.

Recommendations of language to incorporate required soft skills into job descriptions.

Meetings with Senior Management team, Directors, Human Resources and other stakeholders when
deemed appropriate by the Director of Human Resources to explain philosophy and components of the
study and processes used; orientations and briefing sessions as needed or required for the study; meetings
to present and explain recommendations; presentation of a final report. Consultant should assume
meetings to be held remotely over a mutually agreeable platform to be determined.

Recommendation of changes to the compensation plan, including recommendations as to pay grades, pay
levels, placement scales, pay bands/ranges, appropriate titles, and career ladders.

Weekly progress reports to the Director of Human Resources.

PowerPoint presentations detailing review process and final recommendations.

Provision of electronic copies of the final comparative study and supporting documents.

The proposal must include a time frame to complete this project.



Request for Proposals
Staffing Placement Services - Executive and Professional

INTRODUCTION

Through this Request for Proposals (“RFP”), the Rhode Island Housing and Mortgage Finance Corporation
(“RIHousing”) seeks proposals from qualified firms to assist with the sourcing of Executive and Professional
level employment candidates on an as-needed basis.

INSTRUCTIONS

One original copy of the proposal should be submitted to RIHousing, 44 Washington Street, Providence, Rhode
Island 02903-1721, Attn: Barbara Farrand, Director of Human Resources. Please also direct a courtesy copy
by email to: bfarrand@rihousing.com. Proposals should be concise and include all attachments and work samples.
Proposals should be presented on business letterhead.

Proposals must be received no later than 5:00 EST p.m. on Friday, October 4, 2019.

Respondents are advised that all submissions (including those not selected for engagement) may be made
available to the public on request upon completion of the process and award of a contract(s).

SCOPE OF WORK
Please see the Scope of Work provided in Attachment A.
ITEMS TO BE INCLUDED WITH YOUR PROPOSAL

Please note that failure to provide any information, certification, or document requested in this RFP may cause
your submission not to be scored.

C. General Firm Information

1. Provide a brief description of your firm, including but not limited to the following:
d. Name of the principal(s) of the firm.
e. Name, telephone number and email address of a representative of the firm authorized to
discuss your proposal.
f. Address of all offices of the firm.
d. Number of employees of the firm.

D. Experience and Resources

1. Describe your firm and its capabilities. In particular, support your capacity to perform the Scope of
Work as relates to both executive and professional level searches.

2. Indicate which principals and associates from your firm would be involved in providing services to
RIHousing. Provide appropriate background information for each such person and identify his or her
responsibilities.



10.

11.

Provide a detailed list of references, including a contact name and telephone number for organizations
or businesses for whom you have performed similar work.

Provide an overview of your firm’s candidate search process, including outreach plans, networking
capabilities, and proven ability to reach a diverse candidate population. Include a sample of typical
screening questions relative to leadership potential, personality traits, and other pertinent employment
information.

Identify any conflict of interest that may arise as a result of business activities or ventures by your firm
and associates of your firm, employees, or subcontractors as a result of any individual’s status as a
member of the board of directors of any organization likely to interact with RIHousing. If none, please
provide a statement to such effect.

Describe how your firm will handle actual and or potential conflicts of interest.

Identify any material litigation, administrative proceedings or investigations in which your firm is
currently involved. Identify any material litigation, administrative proceedings or investigations, to
which your firm or any of its principals, partners, associates, subcontractors or support staff was a
party, that has been settled within the past two (2) years. If none, please provide a statement to such
effect.

Fee Structure

The cost of services is one of the factors that will be considered in awarding this contract. The information
requested in this section is required to support the reasonableness of your fees.

3.

4.

Please provide a cost proposal for providing the Scope of Work in Attachment A.

Provide an itemized breakdown of billing rates and hourly costs, list of key personnel and their hourly
rates, reimbursable expenses, etc. for any services that may be requested in addition to the services
previously described.

Please provide any other fee information applicable to the engagement that has not been previously
covered that you wish to bring to the attention of RIHousing.

Miscellaneous

2.

RiHousing encourages the participation of persons of color, women, persons with disabilities and
members of other federally and State-protected classes. Describe your firm’s affirmative action
program and activities. Include the number and percentage of members of federally and State-
protected classes who are either principals or senior managers in your firm, the number and percentage
of members of federally and State-protected classes in your firm who will work on RIHousing’s
engagement and, if applicable, a copy of your Minority-or Women-Owned Business Enterprise state
certification.

Discuss any topics not covered in this Request for Proposals that you would like to bring to
RIHousing’s attention.

Certifications



2. RIHousing insists upon full compliance with Chapter 27 of Title 17 of the Rhode Island General Laws,
Reporting of Political Contributions by State Vendors. This law requires State Vendors entering into
contracts to provide services to an agency such as RIHousing, for the aggregate sum of $5,000 or
more, to file an affidavit with the State Board of Elections concerning reportable political
contributions. The affidavit must state whether the State Vendor (and any related parties as defined in
the law) has, within 24 months preceding the date of the contract, contributed an aggregate amount in
excess of $250 within a calendar year to any general officer, any candidate for general office, or any
political party. Please acknowledge your understanding of this in your RFP response.

2. Does any Rhode Island “Major State Decision-maker,” as defined below, or the spouse or dependent
child of such person, hold (i) a ten percent or greater equity interest, or (ii) a Five Thousand Dollar or
greater cash interest in this business?

For purposes of this question, “Major State Decision-maker” means:

(i) All general officers; and all executive or administrative head or heads of any state executive
agency enumerated in § 42-6-1 as well as the executive or administrative head or heads of state
quasi-public corporations, whether appointed or serving as an employee. The phrase
“executive or administrative head or heads™ shall include anyone serving in the positions of
director, Interim Executive Director, deputy director, assistant director, executive counsel or
chief of staff;

(ii) All members of the general assembly and the executive or administrative head or heads of
a state legislative agency, whether appointed or serving as an employee. The phrase “executive
or administrative head or heads” shall include anyone serving in the positions of director,
Interim Executive Director, deputy director, assistant director, executive counsel or chief of
staff;

(iii) All members of the state judiciary and all state magistrates and the executive or
administrative head or heads of a state judicial agency, whether appointed or serving as an
employee. The phrase “executive or administrative head or heads” shall include anyone serving
in the positions of director, Interim Executive Director, deputy director, assistant director,
executive counsel, chief of staff or state court administrator.

If your answer is “Yes,” please identify the Major State Decision-maker, specify the nature of their
ownership interest, and provide a copy of the annual financial disclosure required to be filed with the
Rhode Island Ethics Commission pursuant to R.1.G.L. §§36-14-16, 17 and 18. If your answer is “No,”
please provide a statement to such effect.

3. Inthe course of providing goods or services to RIHousing, the selected respondent may receive certain
personal information specific to RIHousing customer(s) including, without limitation, customer names
and addresses, telephone numbers, email addresses, dates of birth, loan numbers, account numbers,
social security numbers, driver’s license or identification card numbers, employment and income
information, photographic likenesses, tax returns, or other personal or financial information
(hereinafter collectively referred to as the “Personal Information™). The maintenance of the Personal
Information in strict confidence and the confinement of its use to RIHousing are of vital importance
to RIHousing. Please include a letter from your president, chairman or CEO certifying that, in

the event your firm is selected:



(i) any Personal Information disclosed to your firm by RIHousing or which your firm acquires
as a result of it services hereunder will be regarded by your firm as confidential, and shall not
be copied or disclosed to any third party, unless RIHousing has given its prior written consent
thereto; and

(i) your firm agrees to take all reasonable measures to (a) ensure the security and
confidentiality of the Personal Information, (b) protect against any anticipated threats or
hazards to the security or integrity of the Personal Information, and (c) maintain reasonable
security procedures and practices appropriate to your firm’s size, the nature of the Personal
Information, and the purpose for which the Personal Information was collected in order to
protect the Personal Information from unauthorized access, use, modification, destruction or
disclosure; and

(iii) when discarding the Personal Information, destroying it in a commercially reasonable
manner such that no third party can view or recreate the information, electronically or
otherwise.

These provisions, which implement the requirements of the Rhode Island Identity Theft Protection
Act, RLG.L. § 11-49.2 et seq., will also be incorporated into the final contract with the selected
respondent(s). In addition, if selected, your firm may be requested to provide a copy of its information
security plan.

. Please include a letter from your president, chairman or CEO certifying that (i) no member of your

firm has made inquiries or contacts with respect to this Request for Proposals other than in an email
or written communication to Barbara Farrand, Director of Human Resources,
bfarrand@rihousing.com seeking clarification on the Scope of Work set forth in this proposal, from
the date of this RFP through the date of your proposal, (ii) no member of your firm will make any such
inquiry or contact until after October 4, 2019, (iii) all information in your proposal is true and correct
to the best of her/his knowledge, (iv) no member of your firm gave anything of monetary value or
promise of future employment to a RIHousing employee or Commissioner, or a relative of the same,
based on any understanding that such person’s action or judgment will be influenced and (v) your firm
is in full compliance with Chapter 27 of Title 17 of the Rhode Island General Laws, Reporting of
Political Contributions by State Vendors.

EVALUATION AND SELECTION

A selection committee consisting of RIHousing employees (the “Committee”) will review all proposals and make
a determination based on the following factors:

Professional capacity to undertake the Scope of Work

Proposed fee structure, schedule and terms

Candidate search process and services offered

Ability to perform within time and budget constraints

Previous work experience and performance with RIHousing and/or similar organizations
Recommendations by references

Firm minority status and affirmative action program or activities

Other pertinent information submitted.



RIHousing may invite one or more finalists to make presentations.

In its sole discretion, RIHousing may negotiate with one or more firms who have submitted qualifications to
submit more detailed proposals on specific placements, projects and assignments as they arise.

By this Request for Proposals, RIHousing has not committed itself to undertake the work set forth. RIHousing
reserves the right to reject any and all proposals, to rebid the original or amended scope of services and to enter
into negotiations with one or more respondents. RIHousing reserves the right to make those decisions after receipt
of responses. RIHousing’s decision on these matters is final.

For additional information contact: Barbara Farrand, Director of Human Resources, bfarrand@rihousing.com.



Attachment A

Scope of Work

RIHousing seeks to engage one or more qualified executive/professional search firms to assist in sourcing
executive-level and professional-level talent for RIHousing on an as-needed basis. This is expected to be a non-
exclusive engagement in which selected firms will assist with individual executive level and all professional
position level searches on a rotating basis, subject to RIHousing’s need. RIHousing’s business primarily relates
to mortgage origination and servicing (residential and commercial) and the administration of federal housing
programs.

RIHousing occasionally needs to fill vacant executive and professional grade positions with experienced,
qualified, professional staff within a reasonable time frame. Identifying suitable candidates in the local
employment market has traditionally proven challenging for RIHousing. A sustained gap in the leadership team,
however, has the potential to severely affect RIHousing operations. The successful respondent(s), therefore, must
have the ability and capacity to assist in sourcing qualified, experienced candidates in the context of time pressure
to assure business continuity.

The selected search firm or firms must have the ability, capacity, and skills necessary to present to RIHousing’s
Human Resources Department the professional resumes of experienced, strategic, executive-level and
professional-level, pre-screened candidates for review by RIHousing in a timely manner. Candidate pre-screening
must include discussion of compensation expectations.

The selected firm or firms must be willing to make selected candidates available for in-person interviews with
hiring managers and other representatives of RIHousing as requested and must additionally have the capacity to
conduct thorough pre-employment screening on any candidate selected for employment with RIHousing.

The firm’s compensation structure must be provided to RIHousing in advance of any engagement to perform
executive or professional search services. In the event that a candidate should be hired by RIHousing but not
retained for the duration of time agreed upon by RIHousing and the firm, the firm’s fee structure will be adjusted
accordingly, in proportion to the length of time the candidate remains employed by RIHousing.



Request for Proposals
Staffing Services — Temporary and Direct Hire

INTRODUCTION

Through this Request for Proposals (“RFP”), the Rhode Island Housing and Mortgage Finance Corporation
(“RIHousing”) seeks proposals from qualified firms to provide staffing solutions for temporary and direct hire
placements on an as-needed basis.

INSTRUCTIONS

One original copy of the proposal should be submitted to RIHousing, 44 Washington Street, Providence, Rhode
Island 02903-1721, Atin: Barbara Farrand, Director of Human Resources. Please also direct a courtesy copy
by email to: bfarrand@rihousing.com. Proposals should be concise and include all attachments and work samples.
Proposals should be presented on business letterhead.

Proposals must be received no later than 5:00 EST p.m. on Friday, October 4, 2019.

Respondents are advised that all submissions (including those not selected for engagement) may be made
available to the public on request upon completion of the process and award of a contract(s).

SCOPE OF WORK

Please see the Scope of Work provided in Attachment A.

ITEMS TO BE INCLUDED WITH YOUR PROPOSAL

Please note that failure to provide any information, certification, or document requested in this RFP may cause
your submission not to be scored.

A. General Firm Information

1. Provide a brief description of your firm, including but not limited to the following:
g Name of the principal(s) of the firm.
h. Name, telephone number and email address of a representative of the firm authorized to

discuss your proposal.
i Address of all offices of the firm.
d. Number of employees of the firm.

B. Experience and Resources

1. Describe your firm and its capabilities. In particular, support your capacity to perform the Scope of
Work.

2. Indicate which principals and associates from your firm would be involved in providing services to
RIHousing. Provide appropriate background information for each such person and identify his or her
responsibilities.



12.

13.

14.

15.

16.

17.

Provide a detailed list of references, including a contact name and telephone number for organizations
or businesses for whom you have performed similar work.

Provide an overview of your candidate screening process including ability to outreach to a diverse
candidate population.

Identify any conflict of interest that may arise as a result of business activities or ventures by your firm
and associates of your firm, employees, or subcontractors as a result of any individual’s status as a
member of the board of directors of any organization likely to interact with RIHousing. If none, please
provide a statement to such effect.

Describe how your firm will handle actual and or potential conflicts of interest.

Identify any material litigation, administrative proceedings or investigations in which your firm is
currently involved. Identify any material litigation, administrative proceedings or investigations, to
which your firm or any of its principals, partners, associates, subcontractors or support staft was a
party, that has been settled within the past two (2) years. If none, please provide a statement to such
effect.

Identify individuals in your firm with multi-lingual skills, who are available to assist with
communication in languages other than English. Please identify the language(s).

Fee Structure

The cost of services is one of the factors that will be considered in awarding this contract. The information
requested in this section is required to support the reasonableness of your fees.

6.

7.

Please provide a cost proposal for providing the Scope of Work in Attachment A.

Provide an itemized breakdown of billing rates and hourly costs, list of key personnel and their hourly
rates, reimbursable expenses, etc. for any services that may be requested in addition to the services
previously described.

Please provide any other fee information applicable to the engagement that has not been previously
covered that you wish to bring to the attention of RIHousing.

Miscellaneous

4.

RIHousing encourages the participation of persons of color, women, persons with disabilities and
members of other federally and State-protected classes. Describe your firm’s affirmative action
program and activities. Include the number and percentage of members of federally and State-
protected classes who are either principals or senior managers in your firm, the number and percentage
of members of federally and State-protected classes in your firm who will work on RIHousing’s
engagement and, if applicable, a copy of your Minority- or Women-Owned Business Enterprise state
certification.

Discuss any topics not covered in this Request for Proposals that you would like to bring to
RIHousing’s attention.

Certifications



3. RIHousing insists upon full compliance with Chapter 27 of Title 17 of the Rhode Island General Laws,
Reporting of Political Contributions by State Vendors. This law requires State Vendors entering into
contracts to provide services to an agency such as RIHousing, for the aggregate sum of $5,000 or
more, to file an affidavit with the State Board of Elections concerning reportable political
contributions. The affidavit must state whether the State Vendor (and any related parties as defined in
the law) has, within 24 months preceding the date of the contract, contributed an aggregate amount in
excess of $250 within a calendar year to any general officer, any candidate for general office, or any
political party. Please acknowledge your understanding of this in your RFP response.

2. Does any Rhode Island “Major State Decision-maker,” as defined below, or the spouse or dependent
child of such person, hold (i) a ten percent or greater equity interest, or (ii) a Five Thousand Dollar or
greater cash interest in this business?

For purposes of this question, “Major State Decision-maker” means:

(i) All general officers; and all executive or administrative head or heads of any state executive
agency enumerated in § 42-6-1 as well as the executive or administrative head or heads of state
quasi-public corporations, whether appointed or serving as an employee. The phrase
“executive or administrative head or heads” shall include anyone serving in the positions of
director, Interim Executive Director, deputy director, assistant director, executive counsel or
chief of staff;

(ii) All members of the general assembly and the executive or administrative head or heads of
a state legislative agency, whether appointed or serving as an employee. The phrase “executive
or administrative head or heads” shall include anyone serving in the positions of director,
Interim Executive Director, deputy director, assistant director, executive counsel or chief of
staff;

(iii) All members of the state judiciary and all state magistrates and the executive or
administrative head or heads of a state judicial agency, whether appointed or serving as an
employee. The phrase “executive or administrative head or heads” shall include anyone serving
in the positions of director, Interim Executive Director, deputy director, assistant director,
executive counsel, chief of staff or state court administrator.

If your answer is “Yes,” please identify the Major State Decision-maker, specify the nature of their
ownership interest, and provide a copy of the annual financial disclosure required to be filed with the
Rhode Island Ethics Commission pursuant to R.1.G.L. §§36-14-16, 17 and 18. If your answer is “No,”
please provide a statement to such effect.

4. In the course of providing goods or services to RIHousing, the selected respondent may receive certain
personal information specific to RIHousing customer(s) including, without limitation, customer names
and addresses, telephone numbers, email addresses, dates of birth, loan numbers, account numbers,
social security numbers, driver’s license or identification card numbers, employment and income
information, photographic likenesses, tax returns, or other personal or financial information
(hereinafter collectively referred to as the “Personal Information™). The maintenance of the Personal
Information in strict confidence and the confinement of its use to RIHousing are of vital importance
to RIHousing. Please include a letter from your president, chairman or CEO certifying that, in
the event your firm is selected:



(i) any Personal Information disclosed to your firm by RIHousing or which your firm acquires
as a result of it services hereunder will be regarded by your firm as confidential, and shall not
be copied or disclosed to any third party, unless RIHousing has given its prior written consent
thereto; and

(ii) your firm agrees to take all reasonable measures to (a) ensure the security and
confidentiality of the Personal Information, (b) protect against any anticipated threats or
hazards to the security or integrity of the Personal Information, and (c) maintain reasonable
security procedures and practices appropriate to your firm’s size, the nature of the Personal
Information, and the purpose for which the Personal Information was collected in order to
protect the Personal Information from unauthorized access, use, modification, destruction or
disclosure; and

(iii) when discarding the Personal Information, destroying it in a commercially reasonable
manner such that no third party can view or recreate the information, electronically or
otherwise.

These provisions, which implement the requirements of the Rhode Island Identity Theft Protection
Act, RIG.L. § 11-49.2 et seq., will also be incorporated into the final contract with the selected
respondent(s). In addition, if selected, your firm may be requested to provide a copy of its information
security plan.

4. Please include a letter from your president, chairman or CEO certifying that (i) no member of your
firm has made inquiries or contacts with respect to this Request for Proposals other than in an email
or written communication to Barbara Farrand, Director of Human Resources,
bfarrand@rihousing.com seeking clarification on the Scope of Work set forth in this proposal, from
the date of this RFP through the date of your proposal, (ii) no member of your firm will make any such
inquiry or contact until after October 4, 2019, (iii) all information in your proposal is true and correct
to the best of her/his knowledge, (iv) no member of your firm gave anything of monetary value or
promise of future employment to a RIHousing employee or Commissioner, or a relative of the same,
based on any understanding that such person’s action or judgment will be influenced and (v) your firm
is in full compliance with Chapter 27 of Title 17 of the Rhode Island General Laws, Reporting of
Political Contributions by State Vendors.

EVALUATION AND SELECTION

A selection committee consisting of RIHousing employees (the “Committee’) will review all proposals and make
a determination based on the following factors:

Professional capacity to undertake the Scope of Work

Proposed fee structure

Ability to perform within time and budget constraints

Evaluation of potential work plans

Previous work experience and performance with RIHousing and/or similar organizations
Recommendations by references

Firm minority status and affirmative action program or activities

Other pertinent information submitted.



RIHousing may invite one or more finalists to make presentations.

In its sole discretion, RIHousing may negotiate with one or more firms who have submitted qualifications to
submit more detailed proposals on specific projects, assignments and direct to hire positions as they arise.

By this Request for Proposals, RIHousing has not committed itself to undertake the work set forth. RIHousing
reserves the right to reject any and all proposals, to rebid the original or amended scope of services and to enter
into negotiations with one or more respondents. RIHousing reserves the right to make those decisions after receipt
of responses. RIHousing’s decision on these matters is final.

For additional information contact: Barbara Farrand, Director of Human Resources, bfarrand@rihousing.com.



Attachment A

Scope of Work

RIHousing seeks to build a list of qualified temporary staffing agencies and direct hire agencies to provide
temporary employees and direct hires on an as-needed basis. This will be a non-exclusive engagement in which
entities will be selected on a rotating basis, subject to RIHousing’s need. RIHousing’s business primarily relates
to mortgage origination and servicing (residential and commercial) and the administration of housing assistance
programs.

RIHousing is seeking a trusted source for qualified, experienced temporary and direct hire candidates to assure
business continuity. RIHousing typically has need for one to three qualified persons per month to temporarily
assist in various divisions when there is a staff shortage due to an increase in workload, employee leave,
termination, or other event which results in a position becoming vacant. RIHousing may also have the need for
direct hire placement to fill a vacant position within a short period of time. Vacancies in positions can cause
business disruption due to slowed productivity, loss of specialized skills, and division of scarce departmental
resources. In the event of such a vacancy, RIHousing secks entities with the ability to present to the Human
Resource Department on demand, or within a 24-hour period, the professional resumes of three or more highly
skilled, in some cases specialized, candidates for review. At the time of presentation to the Human Resources
Department, the entity must provide the hourly bill rate for the temporary candidate or the salary expectations of
a direct hire candidate, and must indicate all fees associated with their placement up front.

For temporary candidates, the selected entities must make selected candidates available for in-person interviews
with hiring managers and other representatives of RIHousing. The entity must additionally have the capacity to
conduct pre-employment criminal background checks on all selected temporary candidates. The selected entities
will serve as liaison between the temporary employee and the company in the event any disciplinary action is
needed and must be willing to recall the temporary employee at any time and for any reason, at the sole discretion
of RIHousing.

For direct hire candidates, the selected entities must have the capacity to conduct pre-screening on all candidates
and must make selected candidates available for in-person interviews with hiring managers and other

representatives of RIHousing.



DRAFT - To be issued March — April 2021
Request for Proposals
Diversity, Equity, and Inclusion Consultant

INTRODUCTION

Through this Request for Proposals (“RFP”), the Rhode Island Housing and Mortgage Finance Corporation
(“RIHousing”) seeks proposals from qualified firms to provide a range of services related to diversity, equity, and
inclusion in the culture, business and practices of the corporation.

INSTRUCTIONS

An electronic proposal should be submitted to Lisa Primiano at lprimiano@rihousing.com. Please also direct a
courtesy copy by email to: [E-Mail address]. Proposals should be concise and include all attachments and work
samples if appropriate. Proposals should be presented on business letterhead.

Proposals must be received no later than 3:00 EST p.m. on Wednesday, [deadline]. Responses received after
this date and time shall not be accepted.

Respondents are advised that all submissions (including those not selected for engagement) may be made
available to the public on request upon completion of the process and award of a contract(s).

SCOPE OF WORK

Please see the Scope of Work provided at Attachment A.

ubmission 1S TO BE INCLUDED WITH YOUR PROPOSAL
Check List

» note that failure to provide any information, certification, or document requested in this RFP may cause
your submission not to be scored.

A. General Firm Information

1. Provide a brief description of your firm, including but not limited to the following:

J- Name of the principal(s) of the firm.
k. Name, telephone number and email address of a representative of the firm authorized to
discuss your proposal.
1. Address of all offices of the firm.
d. Number of employees of the firm.
B. Experience and Resources

1. Describe your firm and its capabilities. In particular, support your capacity to perform the Scope of
Work.

2. Indicate which principals and associates from your firm would be involved in providing services to
RIHousing. Provide appropriate background information for each such person and identify his or her
responsibilities.



18.

19.

20.

21.

22.

23.

Provide examples of DEI work that has been conducted by your firm, including but not limited to
organizational assessments; DEI Plans; and/or coaching, educational and training programs.

Provide a detailed list of references, including a contact name and telephone number for organizations
or businesses for whom you have performed similar work.

Identify any conflict of interest that may arise as a result of business activities or ventures by your firm
and associates of your firm, employees, or subcontractors as a result of any individual’s status as a
member of the board of directors of any organization likely to interact with RIHousing. If none, please
provide a statement to such effect.

Describe how your firm will handle actual and or potential conflicts of interest.

Identify any material litigation, administrative proceedings or investigations in which your firm is
currently involved. Identify any material litigation, administrative proceedings or investigations, to
which your firm or any of its principals, partners, associates, subcontractors or support staff was a
party, that has been finally adjudicated or settled within the past two (2) years. If none, please provide
a statement to such effect.

Identify individuals in your firm with multi-lingual skills, who are available to assist with
communication in languages other than English. Please identify the language(s).

Fee Structure

The cost of services is one of the factors that will be considered in awarding this contract. The information
requested in this section is required to support the reasonableness of your fees.

9.

10.

11,

Please provide a cost proposal for providing the Scope of Work at Attachment A.

Provide an itemized breakdown of billing rates and hourly costs, list of key personnel and their hourly
rates, flat rates, if applicable, and reimbursable expenses for any services that may be requested in
addition to the services previously described.

Please provide any other fee information applicable to the engagement that has not been previously
covered that you wish to bring to the attention of RIHousing.

Affirmative Action Plan and Minority Owned Business/Women Owned Business

6.

RIHousing encourages the participation of persons of color, women, persons with disabilities and
members of other federally and State-protected classes. Describe your firm’s affirmative action
program and activities. Include the number and percentage of members of federally and State-
protected classes who are either principals or senior managers in your firm, the number and percentage
of members of federally and State-protected classes in your firm who will work on RIHousing’s
engagement and, if applicable, a copy of your Minority- or Women-Owned Business Enterprise state
certification.

Miscellaneous

1.

Discuss any topics not covered in this Request for Proposals that you would like to bring to
RIHousing’s attention.



Certifications

4, RIHousing insists upon full compliance with Chapter 27 of Title 17 of the Rhode Island General Laws,

Reporting of Political Contributions by State Vendors. This law requires State Vendors entering into
contracts to provide services to an agency such as RIHousing, for the aggregate sum of $5,000 or
more, to file an affidavit with the State Board of Elections concerning reportable political
contributions. The affidavit must state whether the State Vendor (and any related parties as defined in
the law) has, within 24 months preceding the date of the contract, contributed an aggregate amount in
excess of $250 within a calendar year to any general officer, any candidate for general office, or any
political party. Please acknowledge your understanding of this in your RFP response.

Does any Rhode Island “Major State Decision-maker,” as defined below, or the spouse or dependent
child of such person, hold (i) a ten percent or greater equity interest, or (ii) a Five Thousand Dollar or
greater cash interest in this business?

For purposes of this question, “Major State Decision-maker” means:

(i) All general officers; and all executive or administrative head or heads of any state executive
agency enumerated in § 42-6-1 as well as the executive or administrative head or heads of state
quasi-public corporations, whether appointed or serving as an employee. The phrase
“executive or administrative head or heads” shall include anyone serving in the positions of
director, executive director, deputy director, assistant director, executive counsel or chief of
staff;

(ii) All members of the general assembly and the executive or administrative head or heads of
a state legislative agency, whether appointed or serving as an employee. The phrase “executive
or administrative head or heads” shall include anyone serving in the positions of director,
executive director, deputy director, assistant director, executive counsel or chief of staff;

(iii) All members of the state judiciary and all state magistrates and the executive or
administrative head or heads of a state judicial agency, whether appointed or serving as an
employee. The phrase “executive or administrative head or heads” shall include anyone serving
in the positions of director, executive director, deputy director, assistant director, executive
counsel, chief of staff or state court administrator.

If your answer is “Yes,” please identify the Major State Decision-maker, specify the nature of their
ownership interest, and provide a copy of the annual financial disclosure required to be filed with the
Rhode Island Ethics Commission pursuant to R.I.G.L. §§36-14-16, 17 and 18. If your answer is “No,”
please provide a statement to such effect.

In the course of providing goods or services to RIHousing, the selected respondent may receive certain
personal information specific to RIHousing customer(s) including, without limitation, customer names
and addresses, telephone numbers, email addresses, dates of birth, loan numbers, account numbers,
social security numbers, driver’s license or identification card numbers, employment and income
information, photographic likenesses, tax returns, or other personal or financial information
(hereinafter collectively referred to as the “Personal Information™). The maintenance of the Personal
Information in strict confidence and the confinement of its use to RIHousing are of vital importance
to RIHousing. Please include a letter from your president, chairman or CEQ certifying that, in
the event your firm is selected:



(i) any Personal Information disclosed to your firm by RIHousing or which your firm acquires

as a result of it services hereunder will be regarded by your firm as confidential, and shall not
be copied or disclosed to any third party, unless RIHousing has given its prior written consent
thereto; and

(ii) your firm agrees to take all reasonable measures to (a) ensure the security and
confidentiality of the Personal Information, (b) protect against any anticipated threats or
hazards to the security or integrity of the Personal Information, and (¢) maintain reasonable
security procedures and practices appropriate to your firm’s size, the nature of the Personal
Information, and the purpose for which the Personal Information was collected in order to
protect the Personal Information from unauthorized access, use, modification, destruction or
disclosure; and

(iii) when discarding the Personal Information, destroying it in a commercially reasonable
manner such that no third party can view or recreate the information, electronically or
otherwise.

These provisions, which implement the requirements of the Rhode Island Identity Theft Protection
Act, RLG.L. § 11-49.2 et seq., will also be incorporated into the final contract with the selected
respondent(s). In addition, if selected, your firm may be requested to provide a copy of its information
security plan.

. Please include a letter from your president, chairperson or CEO certifying that (i) no member of your

firm has made inquiries or contacts with respect to this Request for Proposals other than in an email
or written communication to [Name & E-Mail address| seeking clarification on the Scope of Work
set forth in this proposal, from the date of this RFP through the date of your proposal, (ii) no member
of your firm will make any such inquiry or contact until after [Submission Deadline Date], (iii) all
information in your proposal is true and correct to the best of her/his knowledge, (iv) no member of
your firm gave anything of monetary value or promise of future employment to a RIHousing employee
or Commissioner, or a relative of the same, based on any understanding that such person’s action or
judgment will be influenced and (v) your firm is in full compliance with Chapter 27 of Title 17 of the
Rhode Island General Laws, Reporting of Political Contributions by State Vendors.

EVALUATION AND SELECTION

A selection committee consisting of RIHousing employees (the “Committee”) will review all proposals and make
a determination based on the following factors:

*

Professional capacity to undertake the Scope of Work

Work Plan and Approach for completing the Scope of Work

Proposed fee structure

Ability to perform within time and budget constraints

Proven track record and excellent performance with similar organizations
Recommendations by references

Firm minority status and affirmative action program or activities

Other pertinent information submitted

RIHousing may invite one or more finalists to make presentations.



By this Request for Proposals, RIHousing has not committed itself to undertake the work set forth. RIHousing
reserves the right to reject any and all proposals, to rebid the original or amended scope of services and to enter
into negotiations with one or more respondents. RIHousing reserves the right to make those decisions after receipt
of responses. RIHousing’s decision on these matters is final.

For additional information contact: [Name, E-mail address].



Addendum



DIVERSITY PLAN TO IMPROVE MINORITY HIRING AND WORKPLACE INCLUSION

RIHousing continues to exceed guidelines regarding females, company-wide, in the three major EEQ job
categories, Officials, Managers, and Administrators; Professionals, and Administrative. Our Administrative
category also significantly exceeds minority guidelines. QOur areas of opportunity continue to be increasing
minority staffing in both the managerial and professional categories as well as across the board with veterans
and the disabled. We have two goals to address these opportunities, increase the diversity of our applicants,
thereby increasing diversity hiring, and to build on our currently diverse workforce by fostering more inclusion
and celebration of our diversity in our workforce and our client base.

A. To increase the diversity of our applicant base, we have done and will be doing the following:

a.

b.

Our recently formed Equal Employment Opportunity Action Committee (EEOAC) will also
address diversity and inclusion at RIHousing

We have added and highlighted our diversity statement to all job descriptions, job postings, ads,
and our website.

We have partnered with PDN (Professional Diversity Network) to centralize our job distribution
and media outreach platform to networks such as iHispano, BlackCareerNetwork,
WomensCareerChannel, Military2Career, AbilityCareers, Asian Career Network, Pride Careers,
Black Data Processing Associates, Greek Diversity, International Association of Women,
TechLatino, NAACP, The Veterans Exchange, The National Urban League, EBONY, Phi Beta
Sigma, Alpha Kappa Alpha, Kappa Alpha Psi, Black Women Tech, Iota Phi Theta, Alpha Phi
Alpha, Sigma Gamma Rho, Disability Solutions, Hire Veterans, Job Opportunities for Disabled
Veterans, disABLEDperson, StartWire, Neuvoo, Upward, Talroo, Appcast Exchange,
CareerBliss, and MyJobHelper.

We will highlight our Employee Referral Program to expand our current successes in building a
diverse and inclusive workforce.

The organizations selected for executive, professional, and temporary to hire searches will be
directed to and measured on providing candidates that specifically address our diversity needs.
We will continue to share employee testimonials to our website and internal intranet celebrating
diversity and inclusion at RIHousing.

We met with Employer Support of the Guard and Reserve (ESGR) to gain their insight and
advice on recruiting more veterans and ensuring maximum inclusion within our workforce.

B. To foster more inclusion within the RIHousing we have done and will do the following:

a.
b.

Continue to offer Diversity Training to our annual Anti-Harassment/Discrimination Training.
RIHousing will provide interviewing and hiring training to all managers to build a wider and
more successful record of diversity in hiring. Also included in this training will be methods of
increasing inclusion within our organization and its departments.

We partnered with MGT Consulting Group to conduct a Classification and Compensation Study.
The study’s overall objective was to provide RIH with an updated compensation system to
ensure that the system is accurate, equitable, and market competitive so RIH may continue to
attract and retain highly qualified employees. The recommendations helped maintain competitive
compensation system that will support the Corporation in its goal to compensate its employees
fairly and at market competitive rates to recruit and retain the best possible talent.

We have partnered with a DEI Consultant Group called the Exeter Group. Exeter partners with
organizations across multiple sectors to improve employee and stakeholder equity. Their unique



approach integrates research, practice, and actionable data to produce measurable results. Exeter
designs, develops, implements, and evaluates diversity, equity, and inclusion strategies. They
touch employees, members, end-users, corporation partners, diverse suppliers, board members,
and government entities. Exeter’s assessment approach is comprehensive and delivers a clear
roadmap for change. It includes qualitative and quantitative data from multiple stakeholders,
including staff, leaders, community partners, residents, and others. Exeter’s proven approach
fosters collaboration, promotes transparency, and yields a current state assessment snapshot and
tangible action plan for all stakeholders. Following are components that Exeter will utilize for
RIHousing to identify strengths and gaps and outline a DEI strategy to execute that will enable
RIHousing to establish best practices relating to Diversity, Equity, and Inclusion.



