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RHODE ISLAND COLLEGE

AFFIRMATIVE ACTION POLICY SIGNATURE SHEET

AFFIRMATIVE ACTION POLICY

Rhode Island College has taken a strong, supportive stance on affirmative action and equal
employment opportunity. In addition to the general statements in the policy, Rhode Island
College 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, creed, national or ethnic
origin, gender, gender identity or expression, religion, disability, age, sexual orientation, genetic
information, marital status, citizenship status or status as a disabled veteran, or covered veteran.
In addition, all the following areas will be administered without regard to the aforementioned:
compensation, lay-offs, recall from lay-offs, transfers, promotions, demotions, training, benefits,
appointments, and discipline.

DISCRIMINATION POLICY

Applicants or employees who feel that they have been subjected to discrimination may lodge a
complaint in accordance with the Council on Post Secondary Education grievance procedures
that are listed in Appendix IX.

CONTRACTS POLICY

In accordance with federal and state legislation, Rhode Island College will continue to submit to
the State Purchasing Office all requests for purchases over $5000 (except for where the College
has delegated authority) and for contracted services (except those for architectural or engineering
services costing less than $20,000). Wherever possible, Rhode Island College is committed to
ensuring equal employment opportunity/affirmative action compliance of individuals or agencies
under contract to the College. A current list of state-certified minority and women-owned
businesses can be accessed from the College website and will continue to be used to identify
service contractors and/or product suppliers. The College has partnered with the RI Office of
Diversity, Equity and Opportunity to broaden its outreach to minority businesses.

SERVICE DELIVERY POLICY

Rhode Island College will continue to provide service and assistance to students and to the public
in a non-discriminatory manner. ’

Vi Sdﬁ o/ 28/

Frank Sanchez Date
President




COMMITTEE ON HUMAN RELATIONS

TITLE OF POSITION

VP of Student Success
(Chair)

Promising Practices co-Chairs

Dialogue on Diversity Standing
co-Chairs

Diversity Week Coordinator

2018 -2019
REPRESENTATIVE RACE
Jason Meriwether Black
Antoinette Gomes Black
Stefan Battle Black
Antoinette Gomes Black
Valerie Endress White
Antoinette Gomes Black

i

GENDER

Male

Female
Male

Female
Female

Female
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ORGANIZATION AND STRUCTURE



RHODE ISLAND COLLEGE

MISSION STATEMENT

Rhode Island College is one of the region’s leading comprehensive public colleges. Our
mission is to offer accessible higher education of the finest quality to traditional and non-
traditional studenfs from around the state, the region, and beyond. Students here are
members of a caring community that respects diversity and values academic excellence
informed by cultural inquiry, civic engagement, and co-curricular activity. The College
offers a wide variety of liberal arts, science, and professional programs in which
dedicated faculty work with students to achieve the promise of higher education within a

supportive, respectful and diverse community.
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PLLAN ADMINISTRATION

EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION POLICY

Rhode Island College hereby adopts the following Equal Opportunity, Affirmative Action, and
related policies that it is committed to implement, subject to limits established in relevant laws,

limitations on resources available to the College, or conditions that the College cannot confrol.

GENERAL LAW 28-5.1 AND FEDERAL LAWS

Rhode Island College adheres to all requirements of Rhode Island General Law 28-5.1 and all
relevant federal laws. Where necessary, new policies and procedures have been instituted to fulfill the

requirements of those laws.

EQUAL OPPORTUNITY

Rhode Island College is committed to providing equal opportunity in all terms, conditions or
privileges of employment including, but not limited to, recruitment, certification, selection, job
assignments, working conditions, fringe benefits, compensation, training, transfer and promotions, and
in extending all of its services to students and to the public generally. It is also committed to non-
discrimination in appointments, salary/wages, layoffs, recall from layoffs, requests for leave,

disciplinary actions, demotions, and terminations.

The College will post all vacancies, recruit, hire, train, and promote persons in all job
classifications without regard to race, color, creed, national or ethnic origin, gender, gender identity or
expression, religion, disability, age, sexual orientation, genetic information, marital status, citizenship
status or status as a disabled veteran or covered veterans. All employment decisions will promote the

principles of equal employment opportunity.

It is the policy of the College to promote fair and equitable treatment of all employees, and to

comply with federal and state legislation relative to providing such treatment to employees.

The College does not discriminate in employment on the basis of race, color, creed, national or
ethnic origin, gender, gender identity or expression, religion, disability, age, sexual orientation, genetic

information, marital status, citizenship status or status as a special disabled veteran or covered veteran.
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Harassment by supervisors or co-workers in employment or the delivery of services on the basis
of race, gender, national origin, or any other protected status is prohibited by the College. 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 is defined in the
College's Sexual Harassment and Sexual Violence Policy (Appendix IV} and includes unwanted sexual
advances, request for sexual favors, and other verbal or physical conduct of a sexual nature.
Harassment includes ethnic or racial slurs and other verbal or physical conduct related to a person's

race or national origin.

It is the policy of Rhode Island College to strive for maximum accessibility for all populations of
the College. The College maintains a commitment to its disabled population, both employees and
students. Where possible and when resources are available, reasonable accommodations may include,
but are not limited to, job restructuring and/or reassignment, and acquisition or modifications of
equipment and facilities. Maggie Sullivan, Director of Human Resources the College's 504
Coordinator and also is the College's Americans with Disabilities Act (ADA) Coordinator. The duties
of Rhode Island College's ADA Coordinator are included in Part VI. Margaret Lynch-Gadaleta, the

Director of Institutional Equity serves as the College’s Affirmative Action Officer.

AFFIRMATIVE ACTION

Rhode Island College is committed to identifying and eliminating past and present effects of
discrimination in employment and in the delivery of services. To achieve equal opportunity, the
College recognizes the need: (1) to take affirmative action to identify classifications with
underrepresentation of minorities, females, and persons with disabilities; (2) to set reasonable goals
and target dates for increasing the employment of underrepresented groups; and (3) to develop an
affirmative action plan for implementing those reasonable goals through outreach, recruitment,

training, and other special activities and commitments.

GENDER DISCRIMINATION GUIDELINES

Rhode Island College recruits for all positions without regard to gender. When advertising for a
position, the College does not express gender preference. The College takes affirmative action to

recruit women for all positions, especially those where women have been underrepresented,
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GENDER DISCRIMINATION GUIDELINES

Rhode Island College recruits for all positions without regard to gender. When advertising for a
position, the College does not express gender preference. The College takes affirmative action to

recruit women for all positions, especially those where women have been underrepresented.

The College's written affirmative action policies expressly indicate that there shall be no
discrimination against employees on the basis of gender. The College does not make any distinction
based on gender in employment opportunities, compensation, hours, seniority lists, promotions,
transfers, in-service training courses, tuition waivers, social and recreational programs, positions, job

titles, and benefits.

The College's wage schedules are not related to or based upon the gender of the employee. The
College does not discriminatorily restrict any gender to particular job classifications. The College

ensures that all jobs are available to all qualified employees without regard to gender.

The College does not discriminate against employees with young children. The College

maintains a Parental Leave Policy that is available to all eligible employees.

When the College deals with bargaining representatives for its employees (and there are written

agreements on conditions of employment), such agreements are consistent with State and Federal laws.

The Director of Human Resources & the Director of Affirmative Action are responsible for the

implementation of affirmative action guidelines.

RELIGION AND NATIONAL ORIGIN DISCRIMINATION GUIDELINES

Rhode Island College does not discriminate against employees or applicants for employment
based on religion or national origin and takes affirmative action to insure that applicants and
employees are treated without regard to their religion or national origin. Such action includes, but is
not limited to, the following: employment, upgrading, demotion or transfer; recruitment or recruitment
advertising; layoff or termination; rates of pay or other forms of compensation; and selection for

training, including tuition waiver.
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The College's written affirmative action policies expressly indicate that there shall be no
discrimination against employees on the basis of gender. The College does not make any distinction
based on gender in employment opportunities, compensation, hours, seniority lists, promotions,
transfers, in-service training courses, tuition waivers, social and recreational programs, positions, job

titles, and benefits.

The College's wage schedules are not related to or based upon the gender of the employee. The
College does not discriminatorily restrict any gender to particular job classifications. The College

ensures that all jobs are available to all qualified employees without regard to gender.

The College does not discriminate against employees with young children. The College

maintains a Parental Leave Policy that is available to all eligible employees.

When the College deals with bargaining representatives for its employees (and there are written

agreements on conditions of employment), such agreements are consistent with State and Federal laws.

The Director of Human Resources & the Director of Affirmative Action are responsible for the

implementation of affirmative action guidelines.

RELIGION AND NATIONAL ORIGIN DISCRIMINATION GUIDELINES

Rhode Island College does not discriminate against employees or applicants for employment
based on religion or national origin and takes affirmative action to insure that applicants and
employees are treated without regard to their religion or national origin. Such action includes, but is
not limited to, the following: employment, upgrading, demotion or transfer; recruitment or recruitment
advertising; layoff or termination; rates of pay or other forms of compensation; and selection for

training, including tuition waiver.

The College reviews its employment practices to determine whether members of the various
religious and/or ethnic groups are receiving fair consideration for job opportunities. It communicates
throughout the entire campus community that the obligation to provide equal opportunity without

regard to religion or national origin is to be fully implemented,

The College periodically informs all employees of its commitment to equal opportunity for all
persons, without regard to religion or national origin.
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The College accommodates the religious observances and practices of applicants and employees
unless the accommodation would pose an undue hardship on the institution. As part of its obligation,
the College gives employees the option to use personal leave, vacation leave, or leave without pay as a
reasonable accommodation to religious observances and practices of employees who regularly observe
certain religious holidays during the year and who are, in conscience, opposed to performing work or

engaging in similar activity on such days.

ASSIGNMENT OF SPECIFIC RESPONSIBILITIES

Rhode Island College is currently working on re-establishing the Equal Opportunity Advisory

Committee and also appointing a Diversity Liaison.

The Director of Human Resources has overall responsibility for the monitoring and
implementation of the College's EO/AA Plan, as well as for Title 504 of the Rehabilitation Act of
1973; Ms. Maggie Sullivan, Director of Human Resources, has overall responsibility for the
monitoring and implementation of the Americans With Disabilities Act of 1990 (ADA). The final
responsibility and authority resides with the President of the College. The Director of Human
Resources & the Director of Affirmative Action advise the President, Vice Presidents, Deans,
Department Chairpersons, and Directors on equal opportunity/affirmative action policies and their

obligation under federal and state laws.

The Office of the President includes the Community, Equity and Diversity Division and the
Professional Studies and Strategic Initiatives. In addition to the Office of the President, the College
Administration is organized into four divisions: Academic Affairs, Administration and Finance,
Advancement, and Student Success. Each is headed by a Vice President. The Vice Presidents are
responsible for ensuring that the affirmative action program and policies are carried out in all dealings
with students, employees, and in employment actions. Deans, Directors, and Department Chairs are
responsible for reviewing employment actions of individual departments to ensure that all procedures
are in compliance with stated College Affirmative Action policy. Department Chairs and Directors are
responsible for ensuring that all employment practices and all policies dealing with students are in
compliance with College Affirmative Action policy. All employees and students of the College are
responsible for behavior appropriate to the stated goals and objectives of equal oppertunity and

affirmative action.
13



POLICY COMMUNICATION

To provide optimum awareness to the College, other institutions in the State, and the surrounding
community, Rhode Island College will disseminate information about its policy and plans both
internally and externally. Internally, the Plan will be distributed to all campus officials at the level of
President and Vice Presidents, Plan summaries will be made available to all employees. Upon
request, Plans will be made available by the Director Affirmative Action to all other employees,
students, and interested groups. Externally, information will be disseminated to those who might be

interested in employment at Rhode Island College and those who may assist in recruitment efforts.

The following positive steps are taken to ensure effective dissemination of Affirmative Action

Policy:

1. The Policy is included in College Handbook of College Policies and Regulations;

2. All new employees receive copies of Policies on Sexual Harassment, Equal Opportunity/Non-

Discrimination and the Complaint Resolution Procedure.

3. A copy of the Plan is placed in the College Library;

4. Copies of the Plan are made available to employees and students upon request from the

Affirmative Action Office;

5. A Plan Summary is available to all current and new employees in either hard copy or electronic

format;

14




6.

The Affirmative Action Office publishes the entire Affirmative Action Plan and Plan
Summary on its website. Students, faculty, staff, members of the community and recruiting

S0UICES are able to access this information at;

http:/fwww.ric.edw/Affirmative Action/plan.php.

Upon completion and approval of the Plan, periodic meetings may be held with various

administrative personnel of the College, students, and other interested persons to discuss the

implementation of the Plan, These include the President, Vice Presidents, Deans, Directors,

Department Chairs, student leaders, special interest groups on and off campus, and the varjous

union organizations at Rhode Island College.

It is the policy of the College to indicate its commitment to equal opportunity and

alfirmative action on all outgoing publications,

Qé,%;‘} u. ;i __ b /'Z_w?)sz

Frank Sinchez Date

President
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POLICY ON SERVICE DELIVERY

Rhode Island College does not discriminate on the basis of race, color, creed, national or ethnic
origin, gender, religion, disability, age, sexual orientation, genetic information, gender identity or
expression, marital, citizenship status or status as a disabled veterans and covered veterans. This
nondiscrimination policy encompasses the operation of the College's educational programs and
activities including admissions policies, scholarship and loan programs, athletic and other
College-administered programs. It also encompasses the employment of College personnel and
contracting by the College for goods and services. The College is committed to taking
affirmative action to employ and advance in employment qualified women and members of
minority groups identified in state and federal affirmative action laws and executive orders,

persons with disabilities (including qualified special disabled veterans), and veterans.

Inquires concerning the College's administration of the nondiscrimination laws should be
addressed to the Director of Affirmative Action, Roberts Hall 301, Rhode Island College,
Providence, RI 02908-1991, tel. (401) 456-8218.

Cilséw& A M.ﬁim./i ¢/ 24 / /g

Frank Sanchez Date
President ‘ g;
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POLICY ON MONITORING OF CONTRACTS

For all contracts on which the College accepts bids from contractors, subcontractors or vendors,
the bidder must submit a statement of non-discrimination and equal opportunity to the State
Equal Opportunity Office prior to signing of the coniract. The College's Director of Affirmative
Action may also request employment statistics and other information from the contractor,
subcontractor or vendor. Under Federal Executive Order #11246 as amended and Rhode Island
General Law 28-5.1, all contractors, subcontractors or vendors bidding on contracts must file a
Compliance Data Report with the State of Rhode Island, Contract Compliance Office, and State
Equal Opportunity Office. Construction contractors file periodic reports, and other contractors

file reports on an annual basis.

s (]
Noin Dot |

Frank Sénchez N

B %

President -

lo /"Z-S‘///"f

Date
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COMPLAINT RESOLUTION POLICY AND PROCEDURES

Rhode Island College’s Complaint Resolution Policy and accompanying procedures provide all
members of the Rhode Island College community with a mechanism for the resolution of any
concerns or grievances they may have pertaining to acts of illegal discrimination. This policy is
posted on the College's website, included in the College's Affirmative Action Plan and is also
referenced in its Plan Summary. Copies of the Policy and accompanying procedures are

available in the Affirmative Action Office (401-456-8218).

Frank Sanchez ate
President
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PART III

PROGRAM EVALUATION
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ITEM:

PROGRESS:

ITEM:

PROGRESS:

2017-18 AFFIRMATIVE ACTION GOALS

PROGRESS REPORT

WORKFORCE COMPOSITION

Rhode Island College filled 94 positions in 2017-2018. Of that total, 28.7% were
filled by minorities, and 58.5% were filled by women. In the
Officials/ Administrators/Managers category, 3 of 9 positions (33%) went to a
minority. In the Faculty category, of 32 positions, 5 (15.6%) went to minorities, and
20 (62.5%) went to females. In the Professional category 7 of the 14 positions (50%)
went to females and 2 (14.2%) went to a minority. In the Administrative Support
category, 1 of the 7 (14.2%) positions went to minorities. There were 3 new hires in
the Technical/Paraprofessional category, all 3 (100%) were female. There were no
new hires in the skilled craft category. In the Service/Maintenance category, out of

29 positions 16 (55.1%) went to a minority, and 15 (51.7%) went to females.

POSTING OF POSITIONS

The College continued to post positions in a manner that provided the greatest access
to the broadest pool of persons. In addition to the standard recruitment, minority
recruitment referral books were utilized, personal contacts were made with
candidates who were deemed to have the appropriate qualifications, departments
utilized relevant web sites and all open positions were posted on the College's web
site. The Affirmative Action Office sends all position postings, both state and out of
state, electronically. Additionally, we have made improvements to the on-line
applicant tracking system will make it easier and encourage more people to apply for

positions at the College.

20




ITEM:

PROGRESS:

ITEM:

PROGRESS:

EMPLOYMENT AND SELECTION PROCESS

The Director of Affirmative Action continued to meet with search committees in
order to present the College's affirmative action requirements and encourage
diversification in hiring. The Director also hand delivered detailed reference packets
to all search committees. In addition, The Dialogue on Diversity and Inclusion
Committee (DDI) has collaborated with the Affirmative Action Office to diversify
the composition of search committees. The Affirmative Action Office has also
collaborated with the Rhode Island Office of Diversity Opportunity and Equity to
reach out to minority businesses and organizations for job postings. With respect to
the classified positions at the College, the Manager of Classified
Employment/Training worked with the Affirmative Action Office to ensure that

qualified minorities were interviewed and hired whenever possible.

APPLICANT FLOW

Because of ongoing budgetary constraints, Rhode Island College's advertising budget
continued to be pared down. Collection of voluntary applicant racial, minority and
disability data is done through the College’s on-line applicant tracking system. The
Office of Human Resources continues to make efforts to advertise in specialty
journals. The individual departments reach out to professional groups using available
list servers and personal contacts. Search Committees are encouraged to use their
own networking for outreach to qualified diverse candidates, inviting them to be
applicants for approved positions in the School. Ofthe entire pool of applicants for
positions during 2017-2018, 22.8% was minority, and 46.3% was female. The hiring

rate for minorities and females was 28.7% and 58.5%, respectively.

21



ITEM:

PROGRESS:

ITEM:

PROGRESS:

TRANSFER AND PROMOTION PRACTICES

During the 2017-2018 Plan year, the College continued to promote protected group
members. Out of a total of 26 promotions, 14 (53.8%) went to a female, 2 (7.6%)

went to minorities.

TRAINING PROGRAMS/WORKFORCE ATTITUDE

In 2018 the Office of Human Resources added an Onboarding system powered by
PeopleAdmin, The onboarding system allows the College to provide all newly hired
faculty, staff, support staff and service employees preventative training on
discrimination and sexual harassment. Beginning in 2018, new employees are also
required, as a condition of employment, to complete an 80 minute on-line training
program provided by United Educators that is focused on higher education. The two
courses Prevent Discrimination and Harassment Together and Prevent Sexual
Violence Together are designed to provide general knowledge about the topic and the
employee’s duty and responsibility to prevent and report such matters. The training
mandate is communicated to employees through both the Onboarding system and a
personal written offer letter requiring employees to agree to such termé of

employment. HR monitors and confirms completion of the training,.

The College continues to offer campus wide training on the topic of sexual
harassment and sexual assault. RIC collaborates with United Educators, our liability
insurance provider, to provide target training on this subject. The key goal of this
program is to provide a campus environment which is free from sexual violence

including sexual harassment and sexual assault.

The Rhode Island College Preparatory Enrollment Program (PEP) in the Division of
Student Success, celebrates a rich history of over 45 years in supporting Rhode Island

high school graduates. First year prospective students indicate their desire to apply to

22



PEP on the Common Application. The program supports the academic and personal
development of first generation college students beginning in their transition to
Rhode Island College and throughout their college experience. PEP places a strong
emphasis on first year support services to lay the foundation for student success. We
enhance the college experience by providing holistic programming, which includes:
Individualized Advising & Support, Summer Academic Enrichment Opportunities,
First Year Learning Communities, Group Advising & Workshops, College Major
Exploration Series, and Peer-to-Peer Support. Students also participate in a Summer
Bridge Program the summer prior to their first year, the program provides advising
and support services, as well as the opportunity to take a 3-credit college course
(COLL 150), which focuses on the academic transition to college. PEP is designed
to assist and support students who identify as first-generation and/or low income and
is characterized by an environment of diversity, inclusion and community. PEP has
historically served and supported students from all racial and ethnic backgrounds, as
well as students who identify as second language learners, in their pursuit of a Rhode

Island College education.

Rhode Island College has the distinction of being one of the first public institutions
of higher education to establish an Upward Bound Program in 1966. Funded by the
United States Department of Education, is designed to provide low-income, potential
first-generation college students the skills and motivation necessary to complete high
school and subsequently graduate from college. The major goal of Upward Bound is
to increase the high school, college-going and college graduation rates of program
participants. During the 2017/2018 funding period, the total number of students

served was 169, with 85% who identified as members of racial minority groups.

The office of HR continued its New Employee Orientation program. The training
programs were conducted in August 2017 . This program incorporates explanations
of Rhode Tsland College’s harassment, equal opportunity and employment policies.

This program will continue to be offered to all new hires.
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ITEM:

PROGRESS:

ITEM:

PROGRESS:

ITEM:

PROGRESS:

TECHNICAL COMPLIANCE

The College continues to be in compliance with both external and internal policy
directives. College reports for the State Equal Opportunity Office, the Office for
Higher Education and the Legislature were all submitted. All new employees
continue to be provided with relevant copies of affirmative action policies and
procedures. All employees also continue to be provided with copies of the
Affirmative Action Plan Summary on an annual basis, The Summary references all
affirmative action policies and procedures and provides information on where they
can be obtained. In addition, both the College's Affirmative Action Plan and Plan
Summary are published on the Affirmative Action Office web site, accessible by way

of the College's home page.

EXIT INTERVIEWS

The Office of Human Resources disseminated Exit Interview letters and forms to
terminating employees, informing them about their right to meet with staff of the
State Equal Opportunity Office in order to discuss conditions surrounding their
employment and termination. All terminated employees were offered the opportunity

for an Exit Interview with the State Equal Opportunity Office.

EQUAL OPPORTUNITY/AFFIRMATIVE ACTION PERFORMANCE

In its advisory capacity to the President, the Human Relations Committee’s focus was
on embedding affirmative action-oriented activities and solutions into the fabric of

the Rhode Island College community.

The implementation of electronic applicant tracking system in FY2010 has had a

significant impact on improving the number of “self-identification” responses that the
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ITEM:

PROGRESS:

Affirmative Action office has historically received. This enhances search committee
efforts to identify an increased number of qualified women, minorities, veterans and

disabled candidates.

The College is encouraged with the overall progress in recruiting and hiring
protected-group members and the general response of the individual hiring

departments.

AFFIRMATIVE ACTION/MULTICULTURAL AWARENESS

All Campus departments continued to promote understanding and appreciation of
affirmative action and diversity. The breadth and creativity of the activities
undertaken by departments in all four of the Divisions of the College are a testimony
to the commitment of both the Rhode Island College Administration and the
individual members of the campus community. In November, The Dialogue on
Diversity Committee held its 20" annual Promising Practices Conference:
“Education for a Diverse and Inclusive Workplace.” Lisa McBride, VP for Diversity
& Inclusion for Salem State University was the keynote speaker. The purpose of this
conference is to bring together a diverse audience to explore, share, and promote
cutting-edge strategics for fostering inclusive excellence from school through career.
The Committee also held its 23" annual Dialogue on Diversity Spring Lecture on
March 14, 2018, entitled “Free Speech on Campus: Multiple Perspectives.” This was

a forum on the first amendment, civic engagement, safety and civility.

Spanish Heritage Month was held September 15 — October 15, 2017.

Diversity Week was held October 2 - 6,2017. Now in its 13 year, Diversity Week

featured exhibits, lectures, films and open classes.

In February 2018, RIC celebrated African American History Month. This year’s
featured speaker was Ilyassh Shabazz, the accomplished activist and daughter of

Malcolm X and Betty Shabazz.
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On February 15™, RIC welcomed Holocaust Survivor Eva Kor, Ms Kor spoke on the

power of forgiveness. A crowd of more than 1,000 came to hear Eva Kor’s address.
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APPLICANT FLOW DATA

AGENCY: Rhaode Island College DATE: TMIT-8130M18
MALE FEMALE
zZq z W z Qo z5 z Y z Q¢
E3 - leg| 2 |225) 2 |EaS| 82 || %2 |eg| 2 |22 2 |325 2= B | &
65 (=2 | 2 52| w |TEE| %o || 53|25 | - |3EEZ] w |ZEE|Se |l 2 | &
B2 63| & (895 B |uEg|cH || S8 83| B |29%| § |uf8| ok ¢ | ¥
< S5 | £ b 62 S B 5 % £ 5 g | = g |ux 3 EG% g x
23 25 2§52 a3 25 52
APPLICANTS
OFFICIALS/ADMINISTRATORS as 3] 4] 8 4 0 0 3 3 3 0 24 G 1 Q
PROFESSIONALS 245 14 7 1 108 [¢] G 11 9 3 0 95 0 3 4]
TECHNICIANS i}
FACULTY 526 8 26 41 5 253 0 8] 8 8 23 1 153 0 G 11 0
PROTECTIVE SERVICES 1]
PARA-PROFESSIONALS 7 0 0 0 0 Q 0 0 3 0 0 0 4 0 1) 0 Q
ADMINISTRATIVE SUPPORT a7 2 2 0 0 5 0 0 3 7 1 0 77 0 ] 1] 0
SKILLED CRAFT Y 0 0 0 0 0 0 0 0 0 0 0 9] 4] 0 0 0
SERVICE/MAINTENANCE 66 3 5 0 0 19 0 0 4 15 4 0 16 0 0 4 0
TOTAL 1028 33 40 50 5 423 0 0 32 42 34 i 369 0 O 15 0
HIRES
OFFICIALS/ADMINISTRATORS 2] 1 4] 1 1] 3 0 4 G 1 0 0 3 4] O 0 0
PROFESSIONALS 14 0 1 0 0 6 0 4 ] 1 0 0 6 0 8] 2 0
TECHNICIANS 0
FACULTY 32 0 0 3 4 9 0 4] 1 [ 0 0 18 0 0 5 0
PROTECTIVE SERVICES [+]
PARA-PROFESSIONALS 3 0 0 0 4] 0 0 1] 4 0 0 0 3 0 0O o] 0
ADMINISTRATIVE SUPPORT 7 1 0 0 1] 0 0 ¢] ¢] 0 0 0 3] 0 Iy 0 0
SKILLED CRAFT o 0 0 0 1] 0 0 ¢] G 0 0 0 0 0 G 1] 0
SERVICE/MAINTENANCE 29 1 3 0 [¢] 10 0 1] 1 10 1 0 3 0 0 1 0
TOTAL 94 3 4 4 4] 28 0 1] 2 13 1 0 39 0 0 8 0
PROMOTIONS
OFFICIALS/ADMINISTRATORS 0 0 0 0 0 1] 0 1] 4] 0 0 0 0 0 0 i 0
PROFESSIDNALS 4 0 0 0 0 0 0 8] 1] 0 0 0 4 0 0 4 0
TECHNICIANS 0
FACULTY 24 0 0 1 [ 1 0 0 [¢] 0 1 0 0 1] 21 0 0
PROTECTIVE SERVICES 0
PARA-PROFESSIONALS 3 0 0 0 [ 2 0 0 ] 0 0 0 1 0 ¢ 4 Q
ADMINISTRATIVE SUPPORT 11 1] 4] 1 0 2 0 0 0 0 0 g 8 0 0 0 0
SKILLED CRAFT Q 0 o} 0 1 0 0 0 0 0 0 4] 0 Q 8] 4 4}
SERVICE/MAINTENANCE 8 0 0 0 4 7 0 o] 0 k| 0 0 0 0 ] 3] 0
TOTAL 50 1] 0 2 1] 12 0 0 0 i 1 0 13 0 21 0 1]
TERMINATIONS
OFFICIALS/ADMINISTRATORS 6 1 0 0 5] 3 0 0 0 0 0 0 2 0 o 1] 0
PROFESSIONALS 12 1 0 0 [¢] 4 0 0 1 2 0 0 4 0 0 1 0
TECHMNICIANS 0
FACULTY 23 0 0 1 [¢] 5] 0 0 0 1 0 0 15 4 8] 4 0
PROTECTIVE SERVICES 0
PARA-PROFESSIONALS 6 1 0 0 [ 0 0 0 0 4] 0 0 5 0 [s] 1] 0
ADMIMISTRATIVE SUPPORT a 0 0 0 0 0 0 4] 0 0 0 0 9 0 ¢] [¢] 0
SKILLED CRAFT 1 0 0 0 [ 1 4] 0 [¢] 0 0 0 0 0 0 [ 0
SERVICE/MAINTENANCE 25 1 1 0 0 11 4] 0 1 4 1 0 3] 4 0 0 0
TOTAL 82 4 i 1 1] 25 0 0 2 7 1 0 41 1] 0 5 4]

* Not Hispanic or Latino

** Include disabled in appropriate job calegories.
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PART IV

STATISTICS:
JOB GROUP ANALYSIS
AND GOAL SETTING
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DISABILITY IDENTIFICATION

DISABLED: all persons with a physical or mental disability that substantially impairs or restricts
one or more of such major life activities as walking, seeing, hearing, speaking, working, or learning.
A history of such disability, or the belief on the part of others that a person has such a disability,
whether it is so or not, also is recognized as a handicap by the Rehabilitation Act of 1973 and the

American With Disabilities Act of 1990. Handicapping conditions include, but are not limited to:

AIDS*

Alcoholism

Blindness or Visual Impairment

Cancer

Cerebral Palsy

Deafness or Hearing Impairment

Diabetes

Drug Addiction

Epilepsy

Heart Disease

Mental or Emotional Illness

Mental Retardation

Multiple Sclerosis

Muscular Dystrophy

Orthopedic

Perceptual Disabilities; such as Dyslexia,
Minimal Brain Dysfunction, Developmental
Apbhasia, or Speech Impairment.

*  According to recent Supreme Court decisions, AIDS victims are considered disabled and are
therefore covered under the Rehabilitation Act of 1973.

Note: Refer to Appendix II for a more complete listing of disabilities.
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PART V

IDENTIFICATION AND ANALYSIS

OF PROBLLEM AREAS
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- WORKFORCE COMPOSITION

In order to identify deficiencies, we have examined the composition of our
workforce by job category; we have also examined all of our personnel actions.
Following are the job categories where minorities, females and/or persons with
disabilities are underrepresented, according fo the underrepresentation analysis
required by the State of Rhode Island: FEMALES- Officials/Administrators,
Skilled Craft, Service/Maintenance, MINORITIES- Officials/Administrators,
Faculty, Administrative Support, Technical/Paraprofessionals and Skilled Craft;
DISABLED - All categories. We will continue to make a concerted effort to hire
more protected group members. We will review all relevant job descriptions to
insure that qualifications are not screening out potential applicants. We will also
continue to insure that our recruitment efforts attract as wide a pool as possible.
In the areas of Administrative Support, Skilled Craft and Service Maintenance, we
are often constrained by Union contracts and the Civil Service System, However,
when we are not constrained, we will continue to aftempt to hire additional

qualified protected group members.

RECRUITMENT PRACTICES

In an effort to structure an even more diversified applicant pool, the Office of HR
(OHR) and The Office of Affirmative Action will continue to look at ways of
restructuring and simplifying our recruitment practices in order to attract more
protected group members. OHR’s on-line applicant tracking system (ATS}) portal
provides applicants with a consistent and simplified application process. The rate
of self-identification of minorities and disabled applicants through the ATS has
consistently yielded a rate of over 80%. This has greatly assisted search
committees in identifying qualified minority candidates as well as access to a
diverse applicant pool. OHR will continue to examine existing recruitment
practices to identify areas of potential improvement. The college’s recruitment
program has also been augmented by the use of a third party impartial background

investigation service initiated upon all offers of employment.
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EMPLOYMENT AND SELECTION PROCESS

The Administration continues to have a strong commitment to integrating the
workforce when hiring for administrative, faculty, and professional positions. All
personnel involved in the hiring process are made aware that the Affirmative
Action Office is available to discuss the affirmative action requirements. The
OHR and The Office of AA has partnered with the Dialogue on Diversity and
Inclusion committee as a resource for identifying search committee members who
are well versed on diversity issues. In addition, the appropriate officials discuss
creative means to attract more protected group members to campus. With respect
to hiring for technical/paraprofessional, administrative support, skilled craft, and
service maintenance positions, the College will utilize opportunities to integrate
the workforce, although those positions are generally controlled by union
contracts or the Civil Service System. In the case of the Skilled Craft category,
we believe that special efforts must be made to integrate the College's workforce,
as there are currently neither females nor minorities in any of the positions. The
College’s home page contains a diversity link so that prospective applicants can
see the breadth of diversity activities on campus. The College utilizes an on-line
applicant tracking system package which provides easy access and insures
consistency in recruitment practices. The on-line applicant tracking system vastly

improves the applicant self-identification rate of response.

TERMINATIONS

Terminations are in accordance with the provisions of our ten (10) collective

bargaining agreements and Council on Postsecondary Education Personnel Policy.

APPLICANT FLOW

An analysis of the applicant flow for the Plan period July 1, 2017 to June 30, 2018
reveals that minorities were represented in the areas over which Rhode Island
College had freedom of range, and in higher percentages in the faculty category
than in past vears. In Civil Service categories, the College continued to hire

protected group members when qualified applicants appeared in pools and were
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reachable according to Civil Service rules. We will continue to make a broad

outreach recruitment.

TRANSFER AND PROMOTION PRACTICES

Although unjon contracts regulate our transfers, we do have latitude when it
comes to some promotions. For instance, faculty promotions are governed by
certain contractual obligations, including years of service, teaching performance,
scholarship, and service. The College will continue to insure that all qualified

protected group members are given careful consideration for promotion.

TRAINING PROGRAMS/WORKFORCE ATTITUDE

The Office of Human Resources added in 2018 an onboarding system powered by
PeopleAdmin. The onboarding system allows the college to provide all newly
hired faculty, staff, support staff and service employees preventative training on
discrimination and sexual harassment. Beginning in 2018, new employees are
also required, as a condition of employment, to complete an 80 minute on-line
training program provided by United Educators that is focused on higher
education. The two courses Prevent Discrimination and Harassment Together
and Prevent Sexual Violence Together are designed to provide general knowledge
about the topic and the employee’s duty and responsibility to prevent and report
such matters. The training mandate is communicated to employees through both
the onboarding system and a personal written offer letter requiring employees to
agree to such terms of employment. HR monitors and confirms completion of the

training.

TECHNICAL COMPLIANCE

We have looked into all areas of technical compliance, both external and internal.
In terms of external technical compliance, we find that we have had good success
with our compliance. In terms of internal compliance, we will continue to make
every effort to insure that all revised affirmative action policies and procedures are

made available to all employees. The Office for Institutional Research and
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Planning will continue to work with the Office of Management Information
Systems to find ways to get more complete and accurate information on employee
and student gender, racial/ethnic, and date of birth data in cases where that

information is missing.

EXIT INTERVIEWS

The Office of Human Resources disseminated Exit Interview letters and forms to
terminating employees, informing them about their right to meet with staff of the
State Equal Opportunity Office in order to discuss conditions surrounding their
employment and termination. All terminated employees were offered the

opportunity for an Exit Interview with the State Equal Opportunity Office.

EQUAL QPPORTUNITY/AFFIRMATIVE ACTION PERFORMANCE

We are pleased with our equal opportunity/affirmative action performance at the
College. As in the past, our divisions and departments independently continue to
present affirmative action programs and activities. The President’s Human
Relations Committee continues to examine campus policies and practices and to
make recommendations on how to better serve the interests of diversity on
campus. We continue to disseminate affirmative action information to students
and employees, We are also pleased with our protected group hiring in categories
where we have hiring latitude. The Community, Equity and Diversity Division
works throughout the campus on issues of equity, diversity and inclusion. We
strive to continue to increase overall awareness this year in all areas affected by

affirmative action.

AFFIRMATIVE ACTION/MULTICULTURAL AWARENESS

The campus community is continually provided with information to ensure there
will be a greater understanding and appreciation of affirmative action and
multiculturalism. We will continue to provide information through offices such as
Human Resources, the Community, Equity and Diversity Division, the Office of

Institutional Equity, the Affirmative Action Office, the President's Human
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Relations Committee, and the President's Dialogue on Diversity and Inclusion
Committee. The Director of Institutional Equity collaborates with the Office of
Human Resources in an effort to continue to enhance the College’s commitment
to equal opportunity and affirmative action. The Director of Academic Support
and Information Services, in concert with the Director of the Unity Center, will
continue to provide mandatory training sessions for all incoming students.
Affirmative action and multicultural awareness is a unified effort by all across our

campus community.

STRATEGY FOR RECRUITING, HIRING, PROMOTING AND
RETAINING A MORE DIVERSE WORKFORCE

The college has implemented, and will continue to enhance, a strategy for
Recruiting, Hiring, Promoting and Retaining a More Diverse Workforce in
accordance with the goals established under Executive Order 13-5. In order fo
promote these goals, the college will continue to work in collaboration with the
State’s Chief Diversity and Equity Officer to determine, based on current civilian
workforce data, realistic and achievable short-term and long-term hiring goals for
each of the next three Fiscal Years. The college will seek available services and
assistance from the Diversity Office and Equal Opportunity Office in meeting
these goals to include discussing establishment of diversity goal setting
methodology, best practices for recruitment and selection, identifying specific
entry level and non-union positions where an increased opportunity exists to
expand diversity efforts and, identify specific challenges with regard to positions
that require civil service exams. The Office of Human Resources and the
Affirmative Action Office will continue to work with RI Office of Diversity,
Equity and Opportunity to enhance our recruitment and hiring of a more diverse

workforce.
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PART VI

AFFIRMATIVE ACTION FOR
INDIVIDUALS WITH DISABILITIES,
AND VETERANS

69



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

It has been and will continue to be the policy of Rhode Island College to be an equal
opportunity employer. All employment decisions are based on objective standards which will
further the goals of equal employment opportunity. Rhode Island College takes affirmative
action to employ, promote and otherwise treat qualified individuals with disabilities, disabled
veterans and covered veterans without regard to either their disability or status in the following
areas; employment, promotion, demotion or transfer, layoff, termination, compensation and

selection for training programs.

The Director of Human Resources and Acting Director of Affirmative Action is
responsible for affirmative action as concerns individuals with disabilities, disabled veterans and

Vietnam era veterans.

INTERNAL AND EXTERNAL DISSEMINATION

The following positive steps are taken to ensure effective dissemination:
. The policy is included in the College Handbook of College Policies and Regulations;
2, A copy of the Plan is placed in the College Library;

3. Copies of the Plan are made available to employees and students upon request from the
Affirmative Action office;

4. A Plan Summary is made available to all current and new employees in cither hard copy or
electronic format;

5. 'The college publishes the entire Affirmative Action Plan and the Plan Summary on its web
site. Students, faculty, staff, and members of the community will be able to access this
information through the Affirmative Action home page, at
http://www.ric.edu/affirmativeAction,

<A g.g:_& G / z g,/ i

Frank Sanchez Date
President
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REASONABLE ACCOMMODATION

Rhode Island College has made significant progress toward making the Campus more
accessible. Paths of travel, ramps, automatic door openers, lifts, elevators and handicap accessible
and gender neutral restrooms are provided throughout campus. The College continues to provide
a program whereby faculty, staff and students can apply for a temporary assigned parking space
pending their application for a Rhode Island Disability Parking Placard from the DMV. Where
feasible and when resources are available, the College will consider options such as job
restructuring, reassignment of duties and acquisition or modification of equipment, furniture, and
facilities. The Disability Services Center enhanced the program by providing additional access to
students with temporary or continuing disabilities who may need temporary assigned parking.

The college continues to offer a temporary reserved parking program for employees and
students based on short-term medical conditions and during a time when their need for an
accommodation is usually greatest. Employees or students who have a need and have not had the
opportunity to apply for and receive an official Disability Parking Placard from the R.L
Department of Motor Vehicles may apply through Beth Cabana, Manager of HR and Employce
Benefits, to obtain a temporary parking placard. Approved applicants are assigned a temporary
parking space marked by a movable RIC sign. Seven (7) temporary passes were issued this past

year to both faculty/staff and students, demonstrating the success of the program.

Disability Services Center Activities:

The Disability Services Center (DSC) is part of the Division of Community, Equity and
Diversity. The DSC provides accommodations for students with disabilities, supports them in
achieving their goals, and promotes the inclusion of individuals with disabilities in all aspects of
college life. The Center serves mote than 998 students with all types of disabilities: mobility,
hearing, vision, motor, psychological, learning, speech, chronic medical, temporary and other
conditions. Support services may include classroom and testing accommodations, advisement,
referrals and use of assistive technology. These services are provided in an environment that is

physically and socially accessible.

RIC’s Director of Disability Services and Coordinator of Disability Services have a wealth

of professional experience in the disability field and serve as a primary resource to educate, train
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and guide the college community in understanding disability access, rights and responsibilitics. In
addition to serving students, the DSC provides consultation to faculty and staff and provides
training, programming and events around relevant topics. The DSC’s Assistive Technology
Coordinator also collaborates with faculty and IT staff to ensure that online learning content and
course materials are accessible for students and trains students on the use of learning software and

adaptive equipment.

Veterans Resource Center

The college made changes to its website to provide information to veterans via its Veterans
Resource Center. The center provides guidance, advice and support to all student veterans in

adjusting to higher education.

Since its founding as the first public institution of higher education in the state in 1854,
Rhode Island College (RIC) has been recognized as a college of opportunity for first generation,
adult, and underrepresented students. This unique role, made evident through increased
collaboration with the Veterans Administration and its Providence-based Medical Center, led to
establishment of the Military Resource Center at Rhode Island College (MRC/RIC) in November
2009. Since that time, the MRC/RIC has served as a resource hub for all military-connected
students (active duty, National Guard, retired, veteran, and family members) who wish to attend
or are attending RIC. Its mission: Introduce and assist military-connected veterans in considering
the value of enrolling in RIC programs of study; provide information and assistance to initiate and
access educational benefits; support military-connected students to be successful graduates. The
MRC/RIC encourages military-connected students to stop in early and often to receive
information, resources and support throughout their academic pursuits at RIC. Direct referrals
from campus offices, website information and email contact informs military-connected students
to visit the MRC/RIC where they are greeted by personnel in the office, who are military-connected
themselves. From this first interaction, military-connected students realize they are being
welcomed into a community of peers. MRC/RIC office representatives address the needs and
handle the inquiries of students who have varying questions or concerns during their time as RIC
students. With office contact by phone, email and face to face, inquiring students are provided

information, advice, and resources that support their ongoing success in their studies. While there
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have been support mechanisms in place for student veterans and military connected students there

has not been a position dedicated to overseeing the needs and issues of this population.

The goals of the Veterans Resource Center are as follows:

pam—

Create an Assistant Director of Veteran Affairs position.

2. Recruit, select and hire a qualified candidate to fill the position of Assistant Director of
Veterans Affairs by July 1, 2019.

3. Upon the hire of an Assistant Director, reestablish the Student Veteran’s Organization as
an active group and space on RIC;s campus.

4. Upon hire of an Assistant Director, revitalize the Veterans Affairs Resource Office.

5. Upon the hire of an Assistant Director, coordinate and implement programs throughout
the academic year that offer veteran support.

6. Upon the hire of an Assistant Director, establish opportunity to collaborate and partner
with academic affairs as well as with the division of Community, Equity and Diversity.

7. Upon the hire of an Assistant Direct, develop community partnerships that can be utilized

as off-campus referrals for student veterans and military connected students.

Upon the hire of an Assistant Director, establish methods to identify veteran and military

family students to provide earlier outreach and support (i.e. update RIC admissions website; work

to update the common application to include veteran information).

Qutreach and Recruitment

The College request from employment agencies, referrals of qualified individuals with

disabilities, disabled veterans and covered veterans.

The Collee will continue to strengthen its commitment to the recruitment and hiring of
qualified individuals with disabilities and protected veteran status by working the the RI
Department of Labor and Training and through collaborative intiiatives with RI Veterans Offices.
The Affirmative Action Office has collaborated with the RI Office of Diversity, Opportunity and

Equity to reach out to minority business and organizations for job postings.

Physical and Mental Qualifications:

The Americans with Disabilities Act Amendments Act of 2008 defines disability as follows:
Basic Three Parts:

DISARILITY — The term “disability” means with respect to an individual —
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A. A physical or mental impairment that substantially limits one or more major life activities of such
individual; “(B) a record of such an impairment; or “(C) being regarded as having such an impairment.

B. Definition of Impairment:

1. Any physiclogical disorder or condition, cosmetic disfigurement, or anatomical loss affecting one or
more body systems, such as neurological, musculoskeletal, special sense organs, respiratory (including
speech organs), cardiovascular, reproductive, digestive, genitourinary, immune, circulatory, hemic,
lymphatic, skin, and endocrine; or

2. Any mental or psychological disorder, such as an intellectual disability (formerly termed “mental
retardation™), organic brain syndrome, emotional or mental illness, and specific learning disabilities.

C. MAJOR LIFE ACTIVITIES — IN GENERAL

Major life activities include, but are not limited to, caring for oneself, performing manual tasks, seeing,
hearing, eating, sleeping, walking, standing, lifting, bending, speaking, breathing, learning, reading,
concentrating, thinking, communicating, and working.

BODILY FUNCTIONS - A major life activity also includes the operation of a major bodily function,
including but not limited to, functions of the immune system, normal cell growth, digestive, bowel,
bladder, neurological, brain, respiratory, circulatory, endocrine, and reproductive functions.

The definition of disability in this Act shall be construed in favor of broad coverage of individuals under
this Act, to maximum extent permitted by the terms of this Act.

The term “substantially limits” shall be interpreted consistently with the findings and
purposes of the ADA Amendments Act of 2008.

An impairment that substantially limits one major life activity need not limit other major
life activities in order to be considered a disability.

An impairment that is episodic in remission is a disability if it would substantially limit a
major life activity when active.

The determination of whether an impairment substantially limits a major life activity shall

be made without regard to the ameliorative effects of mitigating measures such as —

(1) medication, medical supplies, equipment, or appliances, low-vision devices (which do

not include ordinary eyeglasses or contact lenses), prosthetics including limbs and devices, hearing aids
and cochlear implants or other implantable hearing devices, mobility devices, or oxygen therapy
equipment and supplies; (I1) use of assistive technology; (III) reasonable accommodations or auxiliary
aids or services or (IVY} learned behavior or adaptive neurological modifications.

Except: The ameliorative effects of the mitigating measures of ordinary eyeglasses or
contact lenses shall be considered in determining whether an impairment substantially
limits a major life activity.

As used in this Act:

(1) AUXILIARY AIDS AND SERVICES — The term “auxiliary aids and services™ includes — (A)
qualified interpreters or other effective methods of making aurally delivered materials available to
individuals with hearing impairments; (B) qualified readers, taped texts, or other effective methods of
making visually delivered materials available to individuals with visual impairments; (C) acquisition or
modification of equipment or devices; and (D) other similar services and actions.
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Covered Veterans and Disabled Veterans:

38 U.S.C. 4214 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.

A covered veteran means any of the following:

1. Disabled veterans;

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

Work Environment

[. The University does not discriminate against any applicant or employee because of a physical or
mental disability, or any other covered veteran setvice, in regard to any position for which the applicant
or employee is qualified. The University’s commitment to equal opportunity includes, but is not limited
to, the following areas:

(a) Hiring

(b) Upgrading

(c) Recruitment or recruitment advertising

(d) Afl forms of compensation

(e) Selection for training

(f) Education or tuition assistance

(g) Leave of absence

2. The University continually reviews its personnel procedures to ensure that careful and thorough
consideration is given to the job qualifications of individuals with disabilities, special disabled veterans,
recently separated veterans, Vietnam era veterans, or any other veteran who served on active duty during
a war or in a campaign or expedition for which a campaign badge has been authorized applicants and
employees. Whenever it is determined that modification of personnel procedures is necessary, it is
addressed.

3. The University will ensure that job qualification requirements that tend to screen out individuals with

disabitities are related to the specific job or jobs for which the person is being considered and are
consistent with business necessity and safe performance of the job.
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2017-2018 ACTIVITIES

The Office of Human Resources:

The Office of Human Resources continues to use and refine the PeopleAdmin on-line
applicant tracking system (ATS) and the Position Management (PM) module. The ATS includes
“push-technology” that allows applicants to be alerted when new positions are posted as well as
allow applicants to share posting with friends and colleagues, thus, casting a wider applicant net.
The PM module complements recruitment efforts to attract and retain a diversified workforce by

insuring job postings are consistent with approved job descriptions.

The Office of Human Resources centralized the recruitment advertising budget in HR
beginning with FY18. Such allows IR to insure that recruitment advertising dollars in
professional journals and diverse publications are spent consistently, fairly and equitably. It also
allows the college to respond quickly when targeted diversity advertising is needed for specific
positions or for departments that are underrepresented. As part of this effort a HR implemented
a standard practice of posting vacancies with at least one diverse publication, Department of
Labor and Training ApplyRI site and the RI Office of Diversity, Equity and Opportunity as well

as other List-serves and free sites.

The Office of Human Resources added in 2018 an Onboarding system powered by
PeopleAdmin. The onboarding system allows the college to provide all newly hired faculty, staff,
support staff and service employees timely and consistent benefits information and electronic
enrollment, policy and procedure information as well as preventative training on discrimination
and sexual harassment. Included in the onboarding is a welcome video from President Sanchez,
Beginning this year, new employees are also required, as a condition of employment, to
complete an 80 minute on-line training program provided by United Educators that is focused
higher education. The two courses Prevent Discrimination and Harassment Together and
Prevent Sexual Violence Together are designed to provide general knowledge about the topic and
the employee’s duty and responsibility to prevent and report such matters. The training mandate
is communicated to employees through both the Onboarding system and a personal written offer
letter requiring employees to agree to such terms of employment. HR monitors and confirms
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completion of the training. The new process has resulted in 100% completion rate of

discrimination, harassment and sexual violence training for new hires.

The Unity Center;

The Unity Center, established in 1994, is the Rhode Island College multicultural center
within the division for Community, Equity and Diversity (CED). The Unity Center was brought
into the Division of Community, Equity and Diversity (CED), in 2017 when the CED was
established. The LGBTQ+ office and the International Student Services office were given part
time permanent positions which reflect the College’s continue commitment to enhance access
and awareness of these activities. The Unity Center now officially includes the LGBTQ+ office,
The International Student Services office, the Interfaith Services and the Women’s Center all
under the umbrella of the Unity Center and included within the CED.is comprised of the
leadership and activitics of the Women's Center, the LGBTQ+ Office, Interfaith Services, and
the International Student Services office. Its mission is to promote the accessibility of
educational services and the opportunity for excellence to all students through collaborative
programming among student organizations, faculty, staff and the wider community. The Center
seeks to enhance cultural awareness by providing safe and welcoming forums for exploring
issues pertaining to diversity, equity and inclusion. The Center’s objectives include engaging
students in meaningful dialogue about their academic, social and personal experiences;
challenging the stereotypes of racism, sexism, homophobia, classism and other forms of
oppression; and providing support services for students in underrepresented and/or protected
classes. The Center enhances campus life by offering spaces where students can cngage their
peers, faculty and staff in dialogue and discussion while preparing to become productive global
citizens. Unity Center offices are located in the lower level of the Donovan Dining Center,
casily accessible from the campus mall and offer student lounges, a conference room, mediation

space, and computer work stations (www.ric.edw/unitycenter/).

Pursuant to Executive Order 13-15 entitled “Promotion of Diversity, Equal Opportunity and
Minority Business Enterprises in Rhode Island,” the college President assigned a staff member
from the Office of Human Resources to serve as the agency Diversity Liaison. The Diversity

Liaison continues to be an active participant with the Department of Administration (DOA) in
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developing and implementing specific strategies, plans and recommendations in support the
State’s efforts to improve the diversity of the State’s workforce and to increase the utilization of

Minority Business Enterprises in State contracts.

The HR Manager of Recruitment from the Office of Human Resources serves on the
Dialogue on Diversity committee providing a voice for HR and obtains feedback to assist in

improving college faculty and staff recruitment best practices.

The College created the Community, Equity and Diversity Division under the President’s
Office and hired an Associate Vice President for that division. The AVP advises and informs
the President on all issues related to diversity, equity, and the development and sustenance of a
vibrant, inclusive and diverse community of students, staff, and faculty throughout the College.
The AVP interfaces regularly with all Vice Presidents and all divisions to ensure that active and
viable diversity and community initiatives are being developed and implemented in all divisions.
The AVP oversees the development, measurement, and reporting of campus-wide progress
related to diversity, campus climate, and community, and provides direct leadership and support
for student centers that support under-represented and vulnerable populations within the College
community. The AVP works as part of the senior leadership team, lead the effort to integrate

diversity, equity, and community into the College’s core mission, vision, and strategies.

The College has also hired a full-time Director of Institutional Equity. The Director serves as
an educator, trainer and spokesperson at the college regarding issues of access, equity,
opportunity and Title IX. The Director develops, implements, supervises and monitors
affirmative action/equal opportunity employment programs in compliance with government
regulations, Board of Education policy and the college’s goals and strategic plan to enhance
diversity within the college community and to ensure that the spirit of the college’s AA/EEO
policies are being developed and maintained in all areas. The Director maintains record-keeping
procedures, conducts compliance reviews, prepares AA/EEO reports and plans, and monitors job
searches. The Director also supervises investigations and monitors complaints of civil rights
violations including discrimination, harassment and sexual misconduct under Title IX. In

addition, the Director provides counseling, technical assistance, compliance, and training as
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needed, in matters related to equity, diversity, affirmative action, unlawful harassment

prevention, and sexual misconduct prevention

The college made changes to its website to provide information to veterans via its Veterans
Resource Center. The center provides guidance, advice and support to all student veterans in

adjusting to higher education.

Community, Equity and Division (CED) Activities:

In January 2017 the Community, Equity and Diversity Division in the Office of the President
was established. The Associate Vice-President (AVP) leads the division and is a member of the
senior leadership team which enhances the College’s effort to integrate diversity, equity and
community into its core mission, vision and strategies. The AVP regularly interfaced with
college leadership to ensure that active and viable diversity and community initiatives are being
developed and implemented across all divisions. Additionally, the AVP provided oversight and
leadership for the Inclusive Excellence Commission, Promising Practices, Unity Center,
Dialogue on Diversity and Inclusion, Disability Services Center, Women’s Center, Interfaith

Center and International Student Services and the LGBTQ+ office.

The Inclusive Fxcellence Commission was established to provide a forum where
representatives from various segments of the external community can come together to provide
input and feedback and react to staff-led, proactive strategies, methods and approaches to

advance diversity and equity at the college.

The position of the Director of Institutional Equity was also created within CED to serve as
educator, trainer and spokesperson regarding issues of access, equity, opportunity and Title IX.
The Director of Institutional Equity served as the Title IX Coordinator and the Affirmative
Action Officer. This position attended and completed the RI orientation training session on
Discrimination, Sexual Harassment and Diversity and collaborates with the RI Office of
Diversity, Equity and Opportunity (ODEO) to increase outreach and recruitment of minorities.
Also appeared before each search committee to speak on issues such as recruitment, diversity
and inclusion. Joined the ODEO Diversity Liaison Group to expand networking strategies for

Diversity in Employment and collaborates with the Office of Human Resources.
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Facilities and Operations Department Activities:

The Facilities and Operations Department continues to use extreme diligence during
snowstorms by assigning specific managers and administrators with the hands-on responsibility
to ensure that there is ready and safe access to all buildings. This check and balance system was
implemented to ensure that all campus constituents are afforded the safest campus conditions,

especially those dealing with physical restrictions during weather related emergencies.

Facilities and Operations has continued to make safety and accessibility improvements to
several facilities on campus which include the addition of handrails, stairway improvements,
installation of additional automated doors as well as replacements of doors incorporating window
panels to enhance visibility and overall safety and accessibility. The depariment has continued
to add walkways that ensure ADA compliance and provide case of access for physically
challenged students, faculty, staff and visitors. A number of those projects were completed this
year to include, but not limited to, Building 6 upgrades, Adams Library, Physical Plant and the

area of Alger/Clark Science.

Capital Projects Department Activities:

The Capital Projects Department continues to work tirelessly to ensure that any projects
under their jurisdiction meet the strictest guidelines related to ADA and enhance the student,
faculty and staff campus experience. This includes the strict monitoring of design to ensure
compliance with all building regulations related especially to new construction and renovation to
include, but not limited to ADA, environmental, fire safety, life safety and sustainability
guidelines. In addition to design, the capital projects team provides the necessary oversight to
ensure such regulations are met. A number of projects completed over the past year that will
significantly improve access for students, faculty and staff are the completion of the East
Campus Parking Lot project, the completion of a new elevator at Roberts Hall, the completion of

the new Counseling Center in Browne Hall and the new Student Success Center in Roberts Hall.

College Police and Public Safety Department Activities:

The College Police and Public Safety Department continues to monitor campus wide parking
to ensure safe access to all constituents especially in light of the parking disruptions due to
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construction. As noted earlier, the department has been an active partner in the designs that
support safety and security. The department also actively enforces handicapped parking rules
and regulations. The department continues to support HR and the student disability services
center in meeting the temporary parking needs of those students, faculty and staff who
demonstrate a need due to temporary physical challenges. Campus Police have continued to
work with the College community and host events such as “Coffee With the Cops” and pizza

night in the dorms.

The College Police and Public Safety Department is now fully vetted as the approval body in
the issuance of keys, card access and the development of access policies ensuring safer buildings.
They have recently completed a review of Henry Barnard School as well as other campus areas.
Organizational structure and staffing will be reviewed to assure maximization of outreach and
training. There has been an increase in efforts for outreach and recruitment of minorities when
vacancies occur; as such, a female officer was hired. There has been continued focus on
community policing and collaboration with the campus community to assure our work reflects

the college statement of non-discrimination and Affirmative Action.

Department of Intercollegiate Athletics and Recreation Activities

The Department of Intercollegiate Athletics and Recreation continues to focus all of its
efforts towards providing its constituency with quality experiences in the most professional of
settings. The constituency most important in the department’s delivery of services are its
student-athletes and members of the general student body. A secondary constituency, yet very
important to our mission are alumni, campus community members and members of the
community-at-large. The intercollegiate athletic program strives to insure that the “total student-
athlete” is successful in his/her experience at Rhode Island College. This “total” approach
creates an environment for student-athletes to be successful in the athletic arena, in the classroom

and in the community. A critical component always being graduation.

An important piece of the formula in the student-athlete’s “athletic experience” is to insure
that he/she is provided with quality coaching, quality equipment, first class facilities and the
appropriate support services. Critical to the student-athlete’s positive “academic experience” is

to surround the student-athlete with the positive environment for learning which at RIC includes
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components like academic monitoring and mentoring, pre-registration and community service
activities. This aspect of the program continues to evolve and adapt to meet the diverse
populations we now service (i.e., ESL, learning disabilities, learning software requirements,
etc.). Student-athletes continue to excel academically significantly more than the general student
body. Additionally the Department has adapted to many trends facing today’s campuses
including a new required component on sexual assault training with student-athletes being the
only group on campus with 100% participation. Student-athletes continue to be positive role
models in the community with engaging in over 3,000 hours of community services during the
past year. Student-athletes from RIC continue to be selected to leadership roles on both the

conference, regional and national levels, as well as on campus.

Equally important to the department is to provide the general student with the most positive
experiences as they seek out a quality venue to fill their fitness and recreational needs. The
College’s Recreation Center, now seven years into since undergoing an extensive renovations,
and its accompanying programming continue to provide the Rhode Island College student with a
quality experience. Of critical importance to the continuance of these positive experiences, the
department continues to enhance programming while communicating with the College’s
Administration with reference to the requirements for future quality programing for all students.
The recreation program works closely to accommodate the needs of all students which very often
includes creating adaptive programming for special needs students. The delivery of services to
the general student body continues to of paramount importance and new initiatives like “fitness

on demand” have been added to support program enhancement.

This year marked the fifth year offering a program directed towards the state’s senior citizen
population. Also, this marked the second full year a new faculty-staff membership program was
introduced and supported the fitness needs of that group and stressing the importance of fitness
activities in one’s overall health. Over the past year the Department also increased its hours by 8

hours in support of meeting all student requests.

The department continues to work extremely well in cooperation with other campus
departments in supporting their needs (i.e., PEP, Upward Bound, etc.) as well as working with
the community-at-large and community based groups (i.c., Special Olympics, Senior Olympics,
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RI Interscholastic League, RIAAO College Fair, etc.). The athletic department hosted over 300
outside events during the past year involving community based groups which involved thousands
of different activities. Many of these community engagement activities occur during down
periods of the athletic and recreation program and bring in significant income. Unfortunately

that revenue does not come back towards facility enhancement but into the general fund.

Two critical components to the department’s strategic facilities plan that continued from last
year was to renovate the Bazar Softball Complex and Pontarelli Baseball Field to make them
fully ADA accessible. The cost was approximately a quarter of a million dollars and was
entirely funded through third party fundraising. These projects are now totally complete and
other areas of the facilities are being upgraded, also through third party funding to support the

“fan experience” for all constituents.

Lastly in attempt to better mentor, better engage and support better persistence the
Department has again stepped up to raise third party funds in support of creating four full-time
coaching positions through its athletic foundation. Though this is a very positive step it is one
that is needed across the board of all sports offerings and necessary to support the competition
from other institutions who have almost all full-time coaches and understand fully the value of
such in recruitment and retention. With the Department being so underfunded this third party

funding initiative could be very difficult to sustain in future years.

2018-2019 GOALS

The Office of Human Resources will attempt to secure funds to add the PeopleAdmin
Performance Management (PM) module to the existing applicant tracking system and Position
Management module, Such software is designed to enhance the college’s ability to conduct
reliable and objective performance evaluations as well as contribute to the college’s ability to

promote and retain minorities and a diverse workforce.

The Office of Human Resources continues to work in collaboration with the Office of

Institutional Equity to develop a Recruitment/Hiring Guide covering staff positions. The intent
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of the guide is to clearly layout the recruitment and hiring process as well as search committee
and hiring manager responsibilities. The Office of HR is developing additional targeted

instructions describing Search Committee Chair and Hiring Manager responsibilities.

The Office of HR will include in all job descriptions and postings for which job duties
require interaction with students and/or their families a preferred qualification calling for
bilingual candidates. HR will continually review vacancy job qualifications with an eye for
criteria that is too rigid and a potential barrier to hiring women and minorities and/or creates

unconscious or unintended bias.

The Office of HR will explore redesigning/rebranding the Human Resources Web site so that
it reflects the diversity of the RIC community.

The institution’s new strategic plan, “Rhode Island College: Affirming Our Strength,
Building Our Future,” has as one of its six goals, “Inclusive Excellence.” Objective IE-3 of that
goal is relevant to the College’s affirmative action goals; it states that the college will “Increase
diversity among faculty, staff and administrations to reflect the demographics of the College and
the state.” A sub-objective of IE-3 is to “Expand and improve recruitment efforts to increase
workforce diversity among professionals staff, faculty and administration;” “establish clear HR
protocol that supports inclusive excellence” and “provide faculty and staff professional
development on culture of inclusion, including through HR workshops, orientations and

consultations.”

Craig-Lee construction is currently underway and is nearing completion. Occupants are
scheduled to move into the building in mid—Janﬁary 2019. The Clarke Science lab renovations
will start in the summer 2018. The Student Union renovations are planned to start in late

December 2018 or early January 2019.

The College Police and Public Safety Department continues to work diligently on supporting
the security and safety needs of all students, faculty and staff. They have worked closely with IT
in the implementation, review and testing of a number of new campus warning systems,

evacuation drills and the installation of a new camera monitoring system campus wide.
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Campus police will continue to be aggressive in their efforts to insure that all employees,
students and visitors obey parking rules particularly as it pertains to the use of handicapped
placards and parking spaces. Additionally, campus police continues to interact with the Dean’s
office, Human Resources and the Disability Services Center to support the needs of those on
campus who may need assistance with a temporary disability and have a basic short term need

that would not qualify for a long term placard.

Campus police have been actively involved in the design of new buildings through capital
projects fo insure the safety and accessibility of new constructions. In order to fully support the
college’s mission and that of the Department of Public Safety and Campus Police, the

commander of each shift is assigned to be out on the campus.

CED will continue to promote an inclusive campus culture in which every participant will
grow in their understanding of diversity and be better prepared to prosper in a world that is
increasingly both culturally rich and complex. CED will also invest in the college’s
organizational structure to best support inclusive excellence and increase diversity among
faculty, staff and administration to reflect the demographics of the college and the state. Further,
CED will review and strengthen key policies and practices involving Title IX, bias response and
safety. CED will strive to improve campus climate for all members of the Rhode Island College

community and initiate a campus climate survey.

CED will continue to make certain that RIC promotes diversity and inclusion regardless of
ethnicity, gender, national origin, disability, sexual orientation, religion, politics or culture. The
division will work to ensure that diversity and inclusion are active and ongoing processes that
promote social justice and equity college-wide. CED will provide leadership to identify, assess,
and eliminate institutional inequalities in areas related to race, ethnicity, sexual orientation,
gender expression or identity, religion, social class, language, disability, socio-economic status,
national origin, citizenship status, age, and veteran status. The Division is committed to

promoting a campus climate that is diverse, supportive, welcoming and safe for all.
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APPENDIX 1

LAWS GOVERNING EQUAL OPPORTUNITY



PRIVATE EMPLOYMENT,
STATE AND LOCAL GOVERNMENTS
EDUCATIONAL INSTITUTIONS
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN:

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

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

AGE:

The Age Discrimination in Employment Act of 1967, as amended, prohibits age discrimination
and protects applicants and employees 40 yeats 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
Jocal governments, educational institutions, employment agencies and labor organizations.

SEX (WAGES):

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

DISABILITY:

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



EMPLOYERS HOLDING FEDERAL
CONTRACTS OR SUBCONTRACTS

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 o rectuit, 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
[WDs. 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
TWDs they hire. Having this data will assist coniractors 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-Tdentify: The new regulations require that contractors invite applicants to self-
identify as TWDs at both the pre-offer and post-offer phases of the application process, using
language prescribed by OFCCP. The new re gulations 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 EO 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 coniractors.



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

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

COVERED VETERANS AND DISABLED VETERANS:

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

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

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

3) Veterans who, while serving on active duty with the Armed Forces, participated in 2 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 aunthorities 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 Fra 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.
Government, Department of Labor.

PROGRAMS OR ACTIVITIES RECEIVING
FEDERAL FINANCIAL ASSISTANCE

RACE, COLOR, NATIONAL ORIGIN, SEX:

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



programs. Title IX of the Education Amendments of 1972 prohibits employment discrimination
on the basis of sex in educational programs or activities that receive Federal assistance.

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

INDIVIDUALS WITH DISABILITIES:

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

Section 504 forbids organizations and employers from excluding or denying individuals with
disabilities an equal opportunity to receive program benefits and services. It defines the rights of
individuals with disabilities to participate in, and have access to, program benefits and services.



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.

(2)(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.

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

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

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

§ 28-5.1-2 State equal opportunity office.

(2) 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
opporiunity 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 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 fisca] advisor no later than March



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

(c) Any affirmative action plan required under this section deemed unsatisfactory by the state equal opportunity
office shall be withdrawn and amended according to equal opportunity office criteria, 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.

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

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

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

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

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

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

§ 28-5.1-3.1 Appointments to state boards, commissions, public authorities, and quasi-public
corporations.

(a) The general assembly finds that, as a matter of public policy, the effectiveness of cach 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 ofits 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.

(d) 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

utifization 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.

(e) The equal employment opportunity administrator shall report the results of the analysis to the Rhode Island
commission for human rights and to the general assembly by or on Janwary 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.

{c) The equal employment opportunity office shall have the power, after a hearing, to issue an order requiring &
respondent to 2 complaint to cease and desist from any unlawfu! discriminatory practice and/or to take any
affirmative action, including, but not limited to, hiring, reinstatement, transfer, or upgrading employecs, 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 Morder" 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 iraining 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, fransferred, 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 consuliation with the office of



diversity, equity and opportunity, shall prepare a comprehensive plan indicating the appropriate steps necessary o
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

(i1) Review all recruitment procedures for all state agencies covered by this chapter for compliance with federal and
state law, and bring to the attention of the equal opportunity administrator matters of concern to its jurisdiction.

(3) The division of budget shall indicate in the annual personnel supplement progress made toward the achievement
of equal-employment goals.

(4) 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.

(¢) 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 Taws 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.

() 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.

(a) All educational programs and activities of state agencies, or in which state agencies participate, shall be open to
all gqualified 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 shall refuse to fill any job order which has the effect of excluding any persons because
of race, color, religion, sex, sexual orientation, gender identity or expression, age, national origin, or disability.

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

{c) The agencies shall assist employers and unions seeking to broaden their recruitment programs to include gualified
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 Tsland 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 pursnant 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.
The attorney general, the department of cotrections, 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 tequired 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 ona
nondiscriminatory basis, according to equal employment treatment and access 1o 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.

§ 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 fo
ensure that affirmation action gains are preserved to the extent permitied by law and by collective bargaining
apreements. A copy of this plan shall be referred to the Rhode Island commission for human rights which may, in its
discretion, investigate whether a violation of chapter 28-5 has occurred. The plan shall be a public record and shall be
made available electronically on the secretary of state's website.

(2) The equal employment opportunity administrator shall report the results of the plans and their subsequent actions
to the governor and to the general assembly by January 31 and J uly 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.



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 inseried immediately thereafter the words "gender identity or expression.”
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State of Rhode Island and Providence Plantations .
State House, Room 224
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401-222.2080 ‘3F{)§“:’T)‘Q GFSTATE
Lincoln D. Chafee
Governor EXECUTIVE ORDER
1305
© May 9, 2013

PROMOTION OF DIVERSITY, EQUAL OPPORTUNITY AND
MINCGRITY BUSINESS ENTERPRISES IN REIQDE ISLAND

WHEREAS, Rhode Island was founded on the princ ples of eoletanice and diversity;

[

and

WHEREAS, for generations, minority populations have enriched the fabric of our :
State, strengthened our econemy, and made Rhiode Island a betrer place to live; and ;

WEEREAS, it s vitally impogeant for the State to acknowledge the changing
demographics of out population and actively recruir minoriey talent o the workforce; and

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

WHEREAS, by deawing from the entize pool of human resources and talent, and by
creating & culture that values diversity and inchasion, we strengthen our collective
performance as a State workforce and thereby improve the State’s ability to serve the
people of Rhode Istand; and

WHEREAS, over the past 30 years, Rhode Island’s population has increased from,
seven percent (7%6) 1o twenty-four percent (2490) people of color. In addition, in just the
last decade, Rhode Istand’s Latino population grew forty-four percent (4496), adding
almost 40,000 residents, The Asian-American and African-American popularions also grew
by twenty-eight percent (28%6) and twenty-three percent (2396), respectively, over the
same time period; and ’




“Exeoutive Order 13-05
May 9, 2013
Page 2

WHEREAS, by the year 2040 the popufation of the State as a whole is projecred to
be forty-one percent (4196) people of color; and .

WHEREAS, R.L Gen. Laws § 37-14.1-1 et seq., enacted in 1986, declared a State
policy by which mirority business enterprises (MBES), which include minority-owned,
women-owied and disadvantaped business enterprises, shall be awarded a minimum of ten
percent (1096) of all dollars in State procurement and construction projects and a
preference in State contracts and subcontract awards; and

WHEREAS, R.I Gen, Laws § 28-5.1-1 et seq., the Equal Opportunity and. .
Adficmative Action Act, enacted in 1988, declared a policy of affirmative action to achieve
equal opportunity 1n all units of State government, and eseablished a State Equal
Oppormnity Office within the Deparment of Administration.

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

1, The Director {Director) of the Deparmient of Administration (Department),
shall review all divisions and offices within the Department charged with
facilitating equal opportunity employment and MBEs, including, but not
limited to, the Division of Human Resources, the State Equal Opportanity
Office, the Human Resources Qutreach and Diversity Office, the Division of
Purchases, and the MBE Program, and shall make recommendations to the
Governor to improve collaboration berween these offices and all exccotive
departments to ensitre these programs are more effective. These
recommendations shall encourage measures of quality and accountability in-
equal opporamity and affirmative action hiring and MBE procurement a5
allowed by law. In addirdon, these recommendations shall include strategies
for recruiting, hiriag, promoting and reraining & more diverse workforce.
The Director shall submit these recommendations to the Governor for
approval on or before August 1, 2013. All executive depertments shall
comply with the Director’s recommendations and shall cooperate fully with
taking steps to increase minorities in the State’s workforce and incresse the
usage of MBEs with State contracts.

2. Every State agency, in partaership with the Office of Equal Opportunity,
shall rack and maintain hiring data as part of the agency’s performance
management functions. Each agency shall provide the Office of Equal
Opportunity, which shall coordinate with the Office of Management and
Budger's Office of Performance Management and the Office of Outreach
and Diversity, wich & plan for improving minority hiring no later than
October 1, 2013,
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May 9, 2013
Page 3

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

4. The Director shall prepare an annual report 1o the Governor due on Angust
1, 2013 and every August 1 thereafter, for the prior fiscal year,
demonstrating the Szatc’s progress in minority employment and MBE
procurement and any recommendations for continued improvements in
these programs. This repore shall take into account the Affirmative Action
Plans that are submitted by every State agency on an annual basis, as
required snder RY. Gen. Laws Chapter 28-3.1.

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

This Otder shalt take effect immediacely.

So Ordered:

, L[S
Yincoln D, Chafee b'

J AU WO PR
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State of Rhiode Tsland and Providence Flantations

State Flousa
- Pravidence, Rhade Toluad 029031196
4012322080
Domald L. Carcierd
Govermae o
: EXECUTIVE ORDER
0562

“orderss follows: [ .-

January 17, 2005

PROMOTION O A DIVERSE $TATE GOVERNMENT WORKFORCE

Wi’-]EREf‘;S-, Rhode telsnd State Government is coemeined 1o fostering &
competive and diverse workfores composed of highly skdiled aod capable-

employess thiough the recruiiment, traning, retention; ad promotion of qualkfied

men and women fram diverss racial, ethnie, Hnguinde, socioegonene, and

educationst hackgrounds as well ds indivicleals with disabilicies; and

WHEREAS, it ig in the best interests of business and government w CIga e
an open, inclusiva and equitshle human resgurces paradigm that capitalizes on
worldaree excellence and the swength of individual differences; and

_ WHEREAS, the Rfiode Island General Assembly has determined there & xists tL
a-compelling intefest in promoting equal opporrunity; and _ e

WHEREAS, diversity requires leadership commitment and accounsabilicy,

- alongwith the aesessment and development af policies and practices 1 assure ehat

the Smte's opevaving systsm lbased on principles of equity and inclusion; and

WHEREAS, the stare’s commitment w squal cpportunity, diversity, ancd

. . canducr tha fosters vespect n the workp Iace Is unwavering.. :

NOW, THEREFORE, I, DONAL L CARCIERY, by the suthoriry vesteed it )

. ¥

.. . me a5 Governor of the State of Rhode Island and Providence Planeations, do h ereby

oy AR



Executive Order 05-02
Jenmary 17,2005

Page2

1.

Thers shall be estabbishied withiss the Depaemient of Adminismation a
Human Resoueces Oureemch and Diversity Office. This Office shall
repore ditecely to the Direcior of the Depirtment of Administration of
designes on the state of diversity in Rhods Tsland State government and

_ shall work towards devel oging a businass case for equity withan

emphasis on building a diverss workforce to gusrantes fir and -
reasonable appomuanitics for public service.

The Humag esonrces Coutreach and Diversicy Office responsibilides
shill fmchude:

+  Developing guidalines to effecrate its mizsions

R:.:m;:chi'ng and developing best pracrices for the promoton of
diversity throughour Stawe governmens; -

" Providing gidance and sechpical support 10 state entities;

-

Developing 2 strategic and {ocused reruirment and reacling
{nivlarive for indivl duals interessed in state enployment lnchuding
fostering relationshaips with commenity-based orgatizations m
strengsehien and support recraitment and outreach aetivites;

»

Initiating teainfog seminars incleding a diversity awarencss progran
to shage the benefits of diversiey and to encourage a culrrally
sensidve workforoe enviranment;

Submittisg 2 asnnal benchmark repore to the Director of the
Depastrent of Ad ministration ar designee.

E

To assior the Office in earrying ot is responsibilivies thee shall be _
established 2 Divecsity Advisary Counell, selecred and appointed by the

. Gavernor, and comprised of fiftcen {15) members, sonsisting of four (4)

mémbers af the public and one (1} member from each of the following
governmental entitiess -

Qffier of the Governor
Humen Resourees Outsach and Diversity Office
Degasrment of Labor & Trainitig
Oifice of Personnel Adminiseradion Human Resources
. Officz of Laber Reladons |
Office of Equal Opporunity
Gowernor’s. Coniniission on Waen



Txecutive Ordee 05-02
Janwery 17,2005,
Paua 3
Ga-.fcm:ar % Ceommiisgion on Disabilides
. Office of Higher Educardon’

; Riiods Iskind Commission on the Deaf and Hard of Heaing
- Division of Legal Services within the Department of Adiminiiration

The Director of Admirisaation or designee shall chair the Caunu’i The
Council shall meet quarterly.

This Bxecorve Order sopersedes and ICECHKL 'Exut?um:z Oxder No. H0-4,
snd s eHective immediately upon the date hereof,

S0 Ordered:

W4

Denald L. Cartierd

Dotes Jommary 17, 2005 -



State of Rhode Island and Providence Plantations

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

Donald L. Carcieri
Governor

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

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

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

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

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



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

1. All Directors, their senior staff and all supervisory employees of agencies, departments,
state boards, commissions, public authorities and quasi-public corporations of state government
(“Agencies”) are responsible for ensuring that all aspects of state programs for which they
manage are available without discrimination or sexual harassment.
2. Pursuant to all applicable Federal and State law, all Agencies are to develop, promote,
monitor, implement, and maintain equal employment opportunity policies and practices that:
a) do not discriminate against any employees or applicants for state employment in
all aspects of employment including contract procurement and service delivery;

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

¢) identify and actively promote employment opportunities for qualified
individuals that historically have been underutilized in the state government
worlkforce;

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

3. All Agency Directors shall designate an individual as the Agency’s Equal Employment
Opportunity Officer and American with Disabilities Act Coordinator (the Officer). Such Officers,
with the assistance of the State Equal Opportunity Office (E0O) as set forth in Title 28, Chapter
5.1 et seq. of the Rhode Island General Laws, shall be responsible for the formulation, drafting
and reporting of plans and policies relating to nondiscrimination as well as the prevention of
sexual harassment as required by Title 28, Chapter 51-2.

All Agency Officers shall annually attend one (1) Equal Employment Opportunity training
session and one (1) training session on the prevention of sexual harassment. Each Agency Officer
shall work cooperatively with the Diversity Advisory Council as established by Executive Order
05-02 and the State EOO to conduct a semi-annual review and evaluation of hiring/promotion
activity within their unit.

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

4. All Agencies shall comply with Federal laws pertaining to the promotion of equal
opportunity for all qualified individuals and the prevention of sexual harassment including but not
limited to the following provisions:
= Title VII of the Civil Rights Act of 1964, as amended, that prohibits employment

discrimination on the basis of race, color, religion, sex or national origin;

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

= The Equal Pay Act of 1963 that prohibits discrimination on the basis of gender in
compensation for substantially similar work under similar conditions;



= 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 discrimination;

= Section 501 of the Rehabilitation Act of 1973, as amended, that prohibits employment
discrimination against federal employees with disabilities;

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

»  The Pregnancy Discrimination Act of 1978, as amended, that makes it illegal for employers to

exclude pregnancy and childbirth from their sick leave and health benefits plans; and

« 38 US.C. 4212 Vietnam Era Veterans Readjustment Assistance Act of 1974, as amended that
prohibits job discrimination and requires affirmative action to employ and advance in
employment qualified Vietnam era veterans and qualified special disabled veterans.

5. All Agencies of Rhode Island State Government shall also comply with State laws
pertaining to the promotion of equal opportunity for all qualified individuals and the prevention of
sexual harassment including but not limited to Article 1, Section 2 of the Rhode Island
Constitution; all applicable provisions of Rhode 1sland General Laws Chapter 5 through 6, and
Chapter 51 of Title 28. These statutes require Fair Employment Practices regardless of race, color,
religion, sex, sexual orientation, gender identity, expression, disability, age, or country of origin;
positive action be taken to affirm the civil rights of protected classes of individuals; promote
nondiscrimination, and prohibit sexual harassment.

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

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

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

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

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

11.  Pursuant to Rhode Island General Laws Title 28-5.1-5 and Title 36 Chapter 4-26.1, the
Office of Personnel Administration within the Department of Administration and the State EOO



shall be responsible for assuring compliance with State and Federal laws and all applicable
provisions of this Executive Order.

12.  Pursuant to Rhode Island General Laws Title 28-5.1-3.1 each Agency of State
Government is responsible for assuring compliance with all applicable provisions of this
Executive Order.

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

Rhode Island State Equal Opportunity Office

Department of Administration, Personnel Office

One Capitol Hill

Providence, RI 02908

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

Rhode Island Commission for Human Rights

Executive Order 05-01 January 17, 2005 Page 5
180 Westminster Street, 3rd Floor Providence, R1 02903 Tel (401) 222-2661; Fax (401)
222-2616; TTY (401) 222-2664

Governor’s Commission on Disabilities

41 Cherry Dale Court

Cranston, R1 02920

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

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

JA

Donald L. Carcieri
Dated: January 17, 2005




State of Rhede teland
and Provilencs Plantations

Ptyon Sendiun, BavHTOT

EXECUTIVE ORDER

No. 84-22

December 23, 1994

WHEREAS, it s the policy of the State of Rhade Tsland and of this
sministration that Minority ‘Business Enterprises and Women Business Enferprises,
(erein defined 43 “MBES™) <hall Bave the Fullest posstbls oppostunity to partizipate In
State ﬁmﬂgdmdsmdirmadpmﬁsmsmmMmm and projects and in State
purehases of goods and seyvices; and

. Y/HEREAS, the Geoeral Assémbly in 1986 enactad Tite 37, Chapler 3.1,
¢hereln defined a8 the MBE statute) axd therein authorized tha Diirector of the
Deparinent of Administration o establish miles art regulations for giving MBEsa
preference in-comtract o subbngtract awards; and

WHEREAS, on June 23, 1994, T8igned Excentive Onder 94.9, reorganizing
and enfapcing the powers and duties of the MBE Frograr, and there Is niow a need fo
cestucture 4red clerify the responsibilities of the MBE program; agd

{ERE! S,QSGMQM;IlﬂWﬁdmmmm out the State"s policy of -
encougaging full compliance with the $ABE stamte hroughoit State govermment;

NOW, THEREFORE, I, TRUCE SUNDLU, by virt of dhe uthociy ity Vestid*

i1 me g6 Governer of ihe State of Ruode Island and Providence Plantations, do hereby
order a5 Tollows: ; '

- This Exscutive Order shall spply 1 any and all State purchasing, inetoding but
ot limited] tn copsemction projects Ut GpRimctS, professional services, and purchass of
gaods and services funcied in whole or i part by State funds, or fiunds which the Stale
ﬁp@d&ﬁradmhdﬂe:sﬂtb\:mipiemﬁﬁmdnralgml,ﬂrlnwbiﬁﬁtﬁbﬁabﬂsa

fignatary to the contret.
—— i .
Ly e . e
; lih-i'*,l '.—E\J-i h L;!ﬂ' ]
i
£



Euecidye Crder Mo, G471
Deceraber 73, i994

Pige2

(A) “.E‘hc Director nflhﬁﬂepammtuf Admini
sesponsibility for. the MBE ﬁumgh_amc Program, The Direﬂﬂr of Aﬂminismﬂun itxald
emmmepusmmnf xdptintsirator - MBE Compliancs snd shaft delegate day to day
operatioral :zspans?bﬂng 1o that offical. The Adminiserator - MBE. Cnmplmm shsll
sﬁﬁm&thepnmaxyﬂpemﬁﬂuﬂpfﬁcernfﬂm mﬂhugmmaudshﬂlhe mppqmdbjr.
staff 35 detenningd by Diretor, Bepmtni of Adminisiration, The Administrator
+ MBE Compliance shall assume 1e5pons ility &5 the Executive {hrmr nflha: MZBE
Comrnizsion aud provide staff. snppn:t for the Comemission. Thee Admin
Conyriance ghatl, with the support of the MBE Program staff, mi#isn ami amst e
‘Govermar, the Director of Administration, the ‘Purchasing Agent, mnd ather entres and

individuals dircetly affa:.!:dhy the contract and pmmwmpmﬁm of Sate
_gwmmnnt. “The Admilniscratos MBE Cumplianc: shall assist in the developinent of
effeetive and izmvnhﬂu mmgﬁ fisr promoting MBE pcﬂmmpmﬂn‘t"n. e State’s -
pmmmmt, gonsmraetion, professional, onsulting, ued legal umnﬁ cotracts in
AR b mmpiy wilh R.1 General Laws Sestion $7-14.17. ’

1 ﬁssistﬂm‘ﬂimzmm Administeation 1 issue rules, Tegulations and
reporting ‘Tequiremsietits ‘nEcessary 10 imptemmt Ihe chiective of fhis Executive ﬂrdf,r

de Mimmc the | ogr:sﬁ af gch depariiin, agency, sod quasi-sate
sttty or corparation in the aﬁaiu:m:nt of MBE wimg obijectives, p@xﬁmpaﬂdﬁ
goals; and mqmt:ﬂi:m

i mtmhneﬁ?ﬁesasmus W job ,Sltﬁ,pﬂhﬂ:m;mxsgmf
enmhamafmmmpmnmafmmd@mmummmmm
with the requirements o fthIsz:um&Qrder |

4, Arrange f for tmhm:ai ssslstance, support and resourte identification
1o pssist e vmm:s dcpa:lmat, agency and quasi-state aathority or COrpomRiion. :
gmhssiﬂg eilitfes: in aftaining e dhisctives of this Emmc Order.

5. ldentify and seek sssistance. ﬁum?&fmnscammumtji basad
orgaizafions, Jocal, ‘srate and federal sgencles active mm&ﬁald of hmﬁdﬂetﬂpmnat
mwzﬂﬂﬁfﬁmhnﬁmmm&iﬂﬂhﬁmm




Executive Order No, #4-22
December 23, 1904
Page 3

&, Ast as a coordinating body to bring MBEs into active participation in
the purchasing procedurss of the varicos departments of the Seats.

1. Develop o statewide reporting system for a1l MBE activities under
2.1, General Laws Section 37-14.1. ‘

8. Conduct research and analysis to srengthen i State’s MBE
PIORTAIL.

"9, Develp for the Director of the Departaent of Admimistration
recommendad fules od regulations {nsure compliance ind sanctions for 1ot
eomplimecs by departments, agentics and quasi-state authorities or corporatons.

10, Submit an Annuat Report to the Governar, by November 30th of .-
egch year (for tha prior fiscal year) recommending procedures, gotivities, eic. .
{mprove the feagram. o ‘ -

(€ The MBE Program shafl certify MBEs:

The responsibility for MBE certification has been assumed by ke D*fpm:tmnt of

1. Pursoart to B.Y, General Laws Section 4714, 1 {relating to MBE) -
andt Section 42-35-1 (relating o Admindstrarive Procadures), the Department of
Adminisiration shall adopt, transfer andfor modify rules and segulatisns for the

3, Tievelop & datahase of ceriiied MBEs 1 be mainal

: d g5 o public
3, ‘Notily ths purchasiag agent of the: State and quasi-state antherities of
corporstions of a0y Jeterniination of pon-compliance with the requients of this
Executive Otdes or a removal of the ceptification of an MBE.

i e b s TR ARk TN
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Executive Order No. 9222
December 23, 1954
Page d

{A) There is bereby established a Misosity Business Enstprise Commission
(hereln defined 25 the “MBE Commission™) to advise and assist the MEE Program, the
Director, Department of Adminisiration aed the Administrator - MRBE Compliancs in
mesting and carrying qut the WBE compliance rales and regulations promigued by
the Department of Admind fion, )

{#y The following officials and infividual persons m_hemby;aggainmd %
sobers of the MBE Commizsion, to serve at tha pleasure of the Govemor.

A cabriner level official to be appoinied by the Gavemor

Dicector of e Department of Adsinisiation (or desiguee), Chale
Represtatative Joseph Newsome o
;E;:;uﬁve Direetor, Commissios for Humaa Rights

Cashy Tasrison, M
Licht & Semenoff

President {or designet) -
Black Consractors Association of Riods Island

' Exccufive Director (¢ designee)
Rhods Island Commission on Woen

et o i)

Hispani; Contraztors Agsosiation

, 'M&Hnwhzafﬁnialsshaumasmmﬁng advisors 1o the MBE

Dicestor of Policy -

g i Sp —RSTR A SR
128 y — e BT ]
s ™ o
1‘ 3

c
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Executive Onder Na. 3422
Paged

Assoedate Director and Purchasiog Ageat

Bepariment of Adminisiration - [ ivision of Purchising

Assoclate Diresior - Depariment of Admini
Division of Hiompas Respurces

iration

Department of Adminstration - Office of Accounts and Conral .

Departnsat of Transportation

(D) The following official shalf ssrve 45 the Exscutive Director of the MBE |
fi Lo F im: +

The MBE Commission shall meet no less than six times per year and upon the
call of the Cheirperson or four {4) Commission members to consider whatever business |
fhe Chairparson or Commission members may deem appropriate, Foug () members
shiall copstinte 2 quorum of the Commission. S

{A) Each g:rmmniﬂ depariment, agency and quasi-siats authority or
3 anpnmrndmxpw:aradmmr Seate funds shiall develop and submit i

pa:: of i anrmaal budget, an MBE plan to meet the goal of awarding 10% of the dotiar
valoe of ali prociirements and constructon projects @ cerilies MBEs.

{B) The Dirsctor of each depattinent, agency or gitasi-state auhority or
corporation empowered 10 expend Stats fuids, shall desipnat 2 highly placed offfcial
{"MBE Coordinator”) to bave overall respausibilicy for promoting gréater participation
of MBE in his or her depariment oF agency oF quash-state authority of corporatian.

I I

[p—F TS



Exseutive Order No. 5422
December 23, 1994
Page 6

{C) 1f the rules and reguiations promulgated by the Department of
Adminfstration are fof belng met, the Departicat, agemey of quasi-stare suthority or
eorporation shall submit 2 jeport to the Deparment of Administration's Administrator -
MBE Complisnee stating the regsons for it Inabilfty to comply with meh roles and
repulations, and identfy the mmedial steps it shall mke. Such remedial sizps may
includs: .

. 1. ‘Targeting some bid tnvitations to MBES.

moting jout veatures between MBEs and non-MBEs. ’

- 3. Requiring prinse mmﬁ, where smbconiracting opportutities
:ﬁmmﬁmtgnﬁﬂMWﬂWﬂﬂmmﬂjm oMBES.

. 4. Designaring MBEs &5 suggested vendors when submitting requests (0
the purchasing agent. R '
- 5. Dividig latge conteacts into Smaller i to afford pporaunities for
WBEs, where legally pecmissibls, LR :

&, Developing 3 plan w0 requlze prime wniﬁﬂmr,é, whenever possible,
rehuee supplies, sefivices and equipment froms MBES. s '-

y N i

Tho Stais Purchasing Agent snd quasi-state authority or corporation pucchasing
agents will provide mavimm sepport 1o comply with the requirements of the MBE
siamte as gixied bersin, Such effons will inchuds: .

1. Notifying alf possible bidders, especially potential MBE suppliers of
purchasing for departments, agencies and quasi-siate authorities or corpozations. Such
notifisation aught inchide direet mail, adventising In media reaching the minority -
commuity, and such other outréach afforts a5 may be necessary.

2. Serkitig oul MIBEs from the list of certified MBEs to be inchudedin. - - —

prospective bidder s, and targeting some bid invieaons to MBEs. 71177

I B
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Executive Cider No. 3412
Diecember 23, 1994
Page 7

3, Providing information [0 ity suppliers and conducdog gutreach and
sformation sessions for existing il polaniial MEBEs.

3, Meritoring the wtilization of MBES 1 the 122 of tility Order Purchases.

3, Pravido such information as may Be requestad by the MBE Commission.

&. Performing any such gther setivitics tiﬂz generally suppart obizctives of this
Brocutive Drder and RL Ceneral Laws Saciion 37-14.1 stsed.
. This Excoutve Order effectively cescinds, supersedes and repliess Exscutive
Order Mo, 94, . -

This Executive Order hall take effect mEdiatniy upm :im;at: bereal. o
wlafl A el




: - math ""’"m' mam R . . g o

b " iod Providgnos Partatons < - * e

§or Jwmimemmeesoe s o | RECEIVED

Bruce Sundluf, devamor et YR

e EXECUTIVE ORDER JAN 1918835
Mo, 931 oMM REGEAED 1.

' owiaRy 18,1993 7 |

“gtatwiooss, . 1, BRUCE -BUNDLUN, by ‘the autherity vestsd i me a8 Governoz of
Fiovieica the Staté of Rhode Tsland and frovidence Flantatians, o, hershy

proar as followdl

1. Equal Gpportunity and Affivmative Activn Eowapds tbs!

schiavement is the £irm and unwavering policy of all units 6¢ Rhode
‘reland Stats. Goveranznt.

2 “Rhé&és 1slapd Btate Govermment is cormitted to providing
equal opportunity in every aspect of ikg prograng and will mokt
disariminate because of rage, sex, natiopal .origin, 3ge, “zeliglon,

sexual orientation, or disshiliky. ‘Becailse my aduinistiutlon

- retégnizes the nged to s1iminate the vestigew of past socletal .
discriminatlon,- it wi11 take affirmakive action to. ensuie that its
ehployment opportunitiss are available to evary gquslified Rhode
‘TslandEl.

. %, Within sgéncies, departments of atate govarnment, and those
agencied, created by lsgislative gtatuta, the following aress will be
administeced witheut regard to pagce, golet, sex, sue, religiom,
saxual orientation, of Algebilikys o '

Hirings Work Assignments
Salary/Mage Laava
i Tay-offs Tyaining
= Fransiets Recall From Lay-cffs
' Promotions Appointments
Damst iong : pigeipline

. A, In pdditien, my sdninistration will noy tolerate ‘
discrimination by any recipient of stete government funds. This
- inciudes lending jnsritukions, devalopars, cootrictors, '
sub-eontTackors and entities doing business with the States .
pelikerhte ot persistent violatien of the affirmative action
policiex "sek forth herein may result in the withdrawil of ‘Htate
Lopport or invelvement in & project ‘and/er debarment £rom further
ttata involvenanty . Any pEESOH OL, carporatios -ﬁi:‘:__iﬁg“,bus*lnéssyi!;hr
the ssigta’f_shal!."cbépaia;&T-W_ith the monitoring jof thiy palley. o
Tha Director of Mpiniztration shall promulgete puch yulaex and
- fegulstions ad atE nacessary to effectuate compliance with this
paragraphs
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5. ‘in,'ﬁ«_irfli;t__iim ko Rhofls 1slend Stete Government, mach and every
amployee of state government is reaponsibie for sssuring khak all.

sipects. of State programs far which he/gheé is responsibile for are

-avallablé without Aiscrimination. pepariment Directors and Eneif

senior. staff ee rasponsible for the ‘Implementation of this policy-

mpd ‘!;}Lg.j“j@i_.li‘ be evaluated sy to their réle in this ‘jmplementation.

g, A1} Department Directors snd sppeinting authorities shall
appoint & highly placed persom, who shall feport to the Department
ignated ss the pegﬁxzuﬁenﬁai-.Aif’itmﬁﬁﬂrg-
DD ntal affirmstive hotlon 0fficer shall
‘gttend et lgast ope EEU ‘rsining sessieon annually and kle Officer
shal} assist in the development and enfoicement of mEfitmative
action plans. ‘Each Depsrimental AffiTmative hction GFEiser shall
work cqnpe;ai;iyaiy-_githi'tha Pergonnel Kaminigkrator to gonduct A
quarterly taview.of hiring/promstion “pokivity within thelz unit Lo
evgluite and regort to his/sher pepattment Directar on affirmative
antlon progress or “Jaek [thereof, Each Bepartmental Affirmative .
Action Ofticet shell subisit information od “the shatus of their plansg

tuice anuuslly to theis respactive Department pireckors.

7. (The Governor's Executive Comnittes far Aetdrmative Action is
hersby eataplished and 3ts membership shill horeaftexr consisk of the
following! 'ﬁh&_'ﬁ:c‘@s&minﬁsbﬂtg{r.«-tha;‘ﬁi&ﬁﬁ%;i?}ﬁimaﬁn: ot the .
Human Rights Cﬂﬂiﬂiﬁ'ﬁidn}; the Ei&_c;'ﬁt;,lve;. Sacretary of tha Governor's
Compigsidn on ‘the Handicapped, the Director of the Gommiszian oo
Women, the Executive Dizrector ‘of the Mingrity Business Ehterprise
coimission, the Chicf of the Merit Salection and cigasification
Onit, the pdministrator of Purchasing Syskens, and the Personhel
administrater. who shall Chair this Comtibtes. :

B The commitbee shall advise the. Govarnof in the Formulation
gnd ‘coordination of plang, policies and progrems relating o egia)
apppctunity and affirmative action in all State departments and
agencies and in pyguring effective jmplementation of such pulicies,
plans and programs by much agencies. ‘ :

.9, Upos the Teguest of tha Executive Committes, the Department
hirector of eack State agengy. and the Departmental ALf irmative
Aotieh Officer shall meet wi 'h the Committee pnd regort dnpersoh to

‘gireh Cammitbsa oo the agsncy'e’ affirmstive sukion progrant. it shall

be the Executive Commitbes Chair's respungibility to schedule such

raotings, and it shall be the duty of every agancy head o comply’

1
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with mich requests for data or other informstion or repoxhs a3 the
Frecutive Comnitbes may 4ealm BpPropr jake for snalysis end raview in
sdvance of such meeting. . .

10, Ir sdditlen tn the duties of the State EEO offics sat forth
in Title 28, Chapter 5.1 of the Rhods island General Laws, the State
£70 Office shall: - '

A} raview tha affirmative Aetlon plans gubmitied. anoiially bY

sach state depariment or gency ard prepare 3 comparative enalysis
of the strengths and weaknesses of the plans;

B) sﬁake reconmendations to the departments o proastive policy
spitiatives thak may eshance affirmative sction plan shjectives?

g}  prepire a Execufive Sumisry of the departmental plans for
submission tg the Governot nsually on Hovember 1bth; and
I -

p) woxk bogperatively and in conjuncticn with the neparkmental
 AEfirmabive hotion Cfficers, Departrental NBE Goordinators, and
seate OFficials serving on the Covernor's Exequtive Commibies fof
Affirmative Action, - ’

. 11. Tha State Egual Cpgortunity Office shall th rezposible for
assuring conplience with khoda Island Ganersl Laws Title 28, Chapher
5.1 and the provisionz of thiz Trecukive Order. '

12. The Rhode Tsiand Commission fer Humaf Rights shall be

+ gesponsible for asguring compliance with Ehode Island Gansral Ladfg .
ritie 28, Chapter 5, Sactions 8 through 40 and the provizicns of
this Executive Order. -

13. ‘The Rhode Island Governar's Comnizgion of the Bandicappes
<hal] be respensible for ggsuring conplisnce with Rhode Igland
 peneral Laws Title 42, Chaptex 51 and,the provisions of Ehis
Erecutive Drdar. ,
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14, A1} units of Rhode Island State Govarpment shall pepply
with 511istnte and federal laws perktaining Eo equal opportuniky and-
sffirmative actiosn ineludings -

Rhods tsland Fair Employment practices Ack,

phode Islsnd Handicapped Products Brocutemsnt Ack,

ghode 1sland AIDS piserinination Act,

Foderal Exscutive Order 11246, ag gmended,

ritle VI and Title VII of the Civil Rights Act of 1964, 23

amendéed,” )

haa piserimination in Employment act of 1967,

Equal Pay ek of 19563,

Rehabilitation Ack of 1373, gection Go4,

Americang with pisabilitiss Ack (ADA} of 13940,

Yietnam Zra veterans Act of 1974, .

parsisn Guif Confliet supplemental Authorization and Personnel
. penafite Act of 1991, ' . B
1\ Age Discriminstion act of 1575, .

raucation Mendments act of 3872 (Title Xy,

civil Rights Ack of 1994, _

Rhgde Islsnd eprecutiva Order 3i-2 (hmericames with Dissbilities

act) s
thode 1siand Ezecutlve order 91-33 {Sexusl Haxagsment},
fnods 1sisnd Exacuebive grder §2-4 (Minority Busliness Enterprise
‘commission}, and T o : R
Ehode Tslsnd Exzecutive Order 93-1 (affirmative Agtion Policy

Etatement).

15, FPersons with dizabllities reguesting reasonablie Lo
acconmodakion should contack thelr own aépartmenuaqency's porzennel
ofFica or ADA Coprdinator, ) J

1§, Perpons haring gueskisns oL pesding assistance for minobity
or wonen business enterprises should contact the Exscutivs Directer
of the Mizorlby Rusiness Pokerpilse commission at 277-6246(¥} -
2773090 (tadd).
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17, Gitizens of Rhode Island believing et treY nave be

Han
d;gcriminatad against in the pursuit of achieving the qua’lity? of
1ife as storementloned should pontactks -

governor's Copmisaion o tha Handicapped
555 Valley Btreet, ppllding #51
providence, RI 02908 =-HE4E

wpn, #271-3751 .

oDD $277<3701

FAX #277-2833

RI Commission for Humdn Rights n1 State Egual oppeTbunity QEkice

1n Abbotk Park Flage gne Capitel Rill
providence, RI 02303-3768 providenca, BRI proU8-5865
TEL, F2YT-2861 oL, §277=3090

TDp #277-2664 TpD #277-6144

. FAY #277-2618 - FAE #277-6278

This Executivé Grdsr ghall guparcede and rescind Executivg order
%g. B5-11, snd hecowe offective irmediataly on tha date hatsof.

DaTE

'!"/Q*i,‘?;% ;




state of Rhode lsiand |
nd Frovidenc Flantationg

Baacy Sumdhits Govemer

EXECUTIVE ORDER
KO, ¥i-2
TARUBRY 73, 1992

COMPLIANCE WITH THE AMERICANS WITH DISA:

State Houde,

braoldencs WHEBEAS, the Epericang with plisbilities Aot {“ADA"} way enscted

by the Uniked States Cofigiess LR July 26, 1950 to expand the givil .
rights of individuals ﬁitﬁ.disahilitias in the sress of employment,
tramsportakion, publi¢ agcommodations nd wommenicakionsy and

WIEREAS, the primary objective af the ADR is o require
employers and public service providers to elininste eny aud all
parriors, practices or policies that may disorininate sgainst or
ntherwins deprive individtals with disabilities of the Edll use and
enjoymant of public acpompedations, public Erengpurtation,
tﬂlacammﬁniﬂatian.sy&ﬁemgfanﬁ,emgiaymenﬁ ppportonitiagy and

WEERERS, it was anticipated thab the proness of removing any #nd
#i1 sarl barviers would best be gffectysted pyréévaiaping ]
asmprehensive gtatewide pian; gnd R

WHEREAS, in dune of 1991, I direckad the GQ{Ernﬂx*ﬁ cammission
on the Handicepped to create a Coacdineking Comuittes on Lhe ADA
thak would bring representsbives feom all segments of Blate
government begethar to pa ticipate in joint zelf evaluation and ADA
complisnce planning; and

WHEREAG, the Coordinabing Comsittes, chaired by Hancy
Hustad-ganzen has developed and prasented me with a stakewide plan
fnr moeting the mandabtes &Ff the MDA entitied "AMERICANS WITH
DIGABILETIES ACT: BELF EV?&E’.T.ETTON KD COMPLIANCE PLAR FOR THE STATH

OF EMODE ISLARD;" (hereinifte: “ahy Cofiplisncs Plan™}

NOW, TREREFORE, ¥, BRUCE SUNDLOM, by virtus of khe aubbority
vasted im me a8 Gevernor of the State of Rhode 15land and Frovidencs
plantations, 6o herehy order 5s Colleows: .

1. 4“he mhode Island Stake ADA Compliance Plan ghall be
inmplemented forthwith so bhab individunls with disabilitises may be
fully integrated into gll] sspects of Rhede Island 1ife in the mosk
axpeditious manisc POSEih?E,
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5, fThere ghall bs & Stats ADA Coordinster to assume overall,
day-to-gay responsibility [for Implementing the ApA Cosipliance Plan.

3. The Chairpersen ofi the Governor's Commisgion on the
#andicapped is hereby designated to serve ot tho Governpr's plespure
ag the Skats ADA cﬂcrainatgr. The Excoutive Sccrebary of the

foyernor®s Commission of

‘he Handicapped is beveby designated to

sprve as Deputy Coordinator.

4. The duties of the hDA Coorcinator ghall inelude:

&,

B

.

monitoring the State's complisnca with all
Federal and state taws and regulations affectlug
individuais with handleosps, including but not
1imited Lo Seobion 504 of the 1893 Behahilitation
Aok and the %maricans with Digabilitias Act:

pstablishing a technical assistamce progrem ]
inform and aivise State and lgeal goverament
agencims, huwnan sarvics provideis, providers af
public acconuadabions, real egtate Bgents,
brokers, ﬁav?lnpéxg, arehitests, 1zndlords,

keilders, 283 other sffedted entities and

individuals pn their ohligations under the ADA;

esbablishing a grievince procedirs to promptly
znd ewuitably resolve complaints of nonsempliance
with the ADAl invelvirg departments, agencies ar
divizions nf Btsts government:

astablishing a procedurs for imitdating
complaints asalmst sey deparimant, agahwy or
Alvision within $take govermment that willfully
fails to comply with the requizenents of the ROA
ot the ADh Complisnce Plam.

developing, paking periodic revisiens to, and
overseeing implementition of an ADA Transitich
Blan for thel remeval of eavirenmental amd
commnication barriers in Bfate cuned fanilibiess

presiding atl fubure neetings sf the Stmte

Coordinating Committes on the ADA.




bFags Three )
Exeoutive Order 52-2
Jamary 23, 1352

5., The Stata Cosrdinating Codmmittee on the A shall contimue
to exist and shall conkinpe tg ba Btaffed by the OEYeTnoT’ s
Commission on khe wandicopped, The Comnities ghall advige and
a@ssist the ADA coordinatol in the irplementation of the ADL
Complianca Flan, It shal} also prapace 2 statns repork to the
Governor o of befoka october I, 1892, and annpally therssfter.

§. 'The Bovernor’s Copmispion ot the Hendicappad, the Btate ’
Srilding commission and the fopmission for Human Rights shall,
whenaver possible and appropriate, cooperate with and eggist the ADA
Coordinator to:

5. Assuge compliance with the bullding sccasgibllity
and public accommedations sections of the ADAR; and

f, oarcy put the duties of Ehe ADA Coordinater
ammerated abova,

rhis Executive Order shall teke effect-omtibe dats hersof.
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REFUGEE_FOLICE

WEERERS, the ftate of Rhods tslagd kas heen a home 4nd &
haven For ipmigrants and refugees gince tha baginning of its
regerded historyy and

WREEREAH, for -ﬁi-.‘.t} than theee genturies people drivan from
thelr homslands by| various formz of pergacation bhave come to
fhode Izland and found the epportunity dnd bhe meana to estab-
1ieh & pew life here; and

WIEREAS, tha ;Erﬁize.&f ptakes pefuges Aot of 1989, Pub. L.
Mg, $§=212, =ctharizes the grant of asylum to refugees who
are defiped as anty person ouiside s or her country of
nmtlonality "whn i5 usable or enwilling o return tog and is
anable or unwillihg %o g@vell hipself . of herself of tha
pioteation of th.ﬂt‘} poyntiy beosuse of peraszokion or a2 wall~
ioended fesr of persecution on account” of race, celigion,
pationality, membspship 1in 2 partigular gocizl grompy oOT
policical vpinien®; and

WEEREAS, Bhodt Island socepts and welcomes the epportonity
tn bzke part in !ﬁ‘iﬁ; neiional refugee resettlement profram g
fo garty out oir state's exenplacy historical role in azsisting
people Fleeing damgers and nadua hardshipe; and

WHEREAS, the refuges exparlence le a pajor upheaval in
the lives of these Individuals, and in order for them o
adiust swesessfully to a new couniry and colture; a peried of
rransition i neoeBsary to learn & Dev language and culture;
gnd

WHEREAS, Bhode Island recognizes thab rafugesa  have
great potential to lmontributa to the state and its eommunicies,
and that it L8 in the interest nf =ll that their potential be
nurtured and encouragedy g
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WHERENS; the Hhude igland pffice of Rufuges pesebtloment
wag oreatad tor Fhe plrpose - 5E implémﬁnting the réﬁﬂlxemantaf
of hﬁﬂrﬂPquPﬁ roblof: 2880 (P.L.96= 2121 & szaist refugess i
.thﬁ qhahn s b@eama sﬂlxﬁﬁaffiriEﬂt as Eapiﬂly'aa s sibley and

WEEREAS, the [HBovernor's pvisecy r:gum.il i)
wepettlement, créated by Fxes unive ‘Qrodr EE-

lnfhgu&
4y wig eotablished

or the phrpose of forging & linkage betwsen Lhe gafugie
'mammanltf and the la:qer Fhode I8 }and seeigty; and

"{‘}ﬂ; :

ﬁuﬁﬂ?ﬁﬁﬁ; Iy Bdward Ile piprake, by wli&ﬂ? gf tha

aukhority 4ested ip me ds goveranr ~of the State of Ehode
Teland and’ Protlﬂﬁjgg EI:ntakign Harehg orisr Aand direct

the fallowing: |

1.

1

The thﬁq f5land foice uf Refagee Fesekblamsnt
EWall be suthorized to ranra1nwia Qﬁnaultafiﬂns Bmong
the “Fallowing entitics and ag&nmiea: wolupkary agen~
sles {“€Q§§E5 ) and their nad jonal ufflﬁes; 1omal
foiaial$§ state. ﬂa@&;tmemtﬁ* wamely, the Department
of . Emplay pat  Seenfibyr theﬁiaegaftaan% af Healthy
the B#aartmeat of muman Servlbea, the Departmant of
Merkal E].mu].thIE FrthfdﬂLljﬁ,aﬁﬂ wogpitals, the Depard-

neng For thzﬁtpw and Thely Familles, the Dapaftment
af Euanﬁmxc paveloprent, . the Dephrhisnt of Tranﬁyara
tation, the Dugartmnn‘ of Education, the Office of

the htturﬂey Gengral an& ﬂther apPrﬂﬂrlate public
zuid nrlvata agancids.

The abavu cﬂnﬁu?tatians shall h% ko ﬂekurmfnﬁ"tﬁé
availsbility of needed servicEs sueh  as. howsing
a«ailabiWity and comnunity responsivensss; o evalu-
ate’ Euﬂﬂmmiﬁ onditieng, and-to Jgetermins t h@ Aroxin=
ity af mrﬁaﬁzzatigma znd ing hltutlana whiﬁh prn?1d¢

supgb:k;

C ORI tt%ﬁﬁlt:nTﬂl gervices ghall b FrﬁviﬂEﬁ with @

riéw to maginmiza thelr macegsibllity and au_turai
ﬂppkﬂ?rlaFEnﬁﬂﬁ; the charactaristics. ant GOhOSERE
of thd refugee. acmmuﬁitzed shonld be. taken Inta
aphount in the shipiag of spellfic dervion’ &elavery
pxecadu;p “and Hmﬂhaﬂiﬂmi and &he . ﬂetezﬁiﬁatxnn ﬂf
theit el Earal &nd 3ingu15t1c &nsitlv1ty;
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6.

‘process shall. be c@mnlat#ﬁ by oot

gut the ?Lanﬁ;ng process s ghald moniker © hbhi
*ﬁﬁanaiwﬂ‘;ptﬂgreas in . tha igniﬂﬂﬁntatLon Gf_ti £

fment o
;R&tardatiﬁn and Hospitals, the Department Iof. Bhild~
‘ref and’ Tﬁwlr Eamxli&ﬁ, ‘the TDepartment of Zdacatieh, .

uﬁ;as‘grevlﬁuslg wfatpﬂ hhat\cnnduct
g directly or i aireatlv relak—
Lat i

Phpge sEake N
prograns and aetivitl
ing- tﬂ“thﬁ *ﬁ:vif? peads of the fo

.shallkl mealatelj ‘ ﬁurtaﬂﬂ"an af_armati?a plann:nwj

Thi; plansing
1581‘1] %ﬂd

Rk ;efuga

procees with
Shall inciude the following elemana,

Dos 'ﬁeads Aszezzment: B&tnrmanlng th& muzsant and-
‘gatpntial ﬁﬁquiﬁem&ntm refugess hawve for the
ag&ncles‘ garviges;

f. Puirent Uge: Measoring and decungnting the
Extrntta which refpgess now nsn the sexyicesy

Hgeney Servics’ Plan r@r nefuq es*, Formulat-
ing| W plan, fﬁc;L‘_ng"h timetabls for imples.
mentation, fhat enzures that @gelivery of thes
agen sigs®  peryices td IF‘ugﬂﬁﬂ.ﬁPFtE the naedag
fdeptified in the nEady | ssment and #re id
compllanee: with Titde ¥f of the. En:tad ‘Etatrs:
£ivil Righktz Beb of 1g$= '

Fice of nefines Fasetblement mad
'mggggtunﬁty.a%;igg BEsistante =

Ehoads En QLdLQ‘
Eﬁﬂﬂ@>$£1&nﬂrﬁqua.

Thi Rhods IElaﬂﬂ ffice of ngumee Remettlezent and
‘the Rhods {ITsland ﬁffaee o Egual G@yﬂxtunitg chall

-pz&miﬁp geghnmcal,asal wngﬁ td the =gencies . rhrough-

_?EthlﬂqT asslgbanos whatk necessacy will e
wsked from the Federal oRfless for ciwil Rtaﬁtsﬂ
iz _EE B

4

?qLate ﬁgan.lé‘ Propating hﬂgﬁéy,§e£¢i¢é‘ﬁiaﬁuf—

A

ny - Bhkate agLnﬂies shall “engage ia thes
?iﬂf&ﬂsi the: Depatime f Haman uEf?i§E¢;.
went of Esslth, the bepartnent wf Employ=
uﬁnt} The Depariment of Mental Bealthy
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This Bxesahly

1986

the Dspar
DepELEmen

Transitio

.mant  of Fooncmis  Development, and  the

- of Transporbarion.

el Edﬂé&ti@n Frogram -

RIOBE gha.
ediscation
sitional
adusation
othat wdw
crafuges €

11 meet regularly with the Departhent of
to coordlpate the provision of the tran-
hrogram for tefugee children, bilingual
programs, &dule educatlon parvices, and
Lzrional programs of special concern to the
cemunities.

ion with Attorney

Consultat

the Diyvis
to ens

ﬁ;e[ﬁhat necessary stats
are svallzble to the refoges populatlom.

RIORE ghall work with the Office of the Attoiney
fenaril, ggﬁ;ifinalzy the Cleil

jtm ©

Kights Division =nd

¥ Conauper Protectlon, in its pifort

protaction and services
L grder shall tekeaffsct on the dake heredat s

Fdwzrd D. DlPBrete
Gowerndr




State of Bhode Tsland and Providence Plantations
EXECUTINE CHAMEER, FRENDECE

o, 516
i JULY 23, 1085

WHEREAS, Title ¥ of the Dehabilitation Act of 1973 sets forth the
civil zights of mﬁgza;:p&;i pevsong; and

FEEREAS, handicapped persons heve a right to expect and gain access to
varicns nilaings emd7 properties which exlst for the betterment of ail
i

WEEREAE, under Sactiiml 504 of Title ¥ of the Rehabdlitatien Aot of
1873 the State has been wandated L& ereate policies, practices and
proqrans regauiing aeresgibl Ity of Stake-buildings and properkles W

Euch & aasifg;mt;cm wnid allew for ﬂiﬂmﬁl@t el Lance
gerving the naeds of

.

-

with the mandate of Secticn 504 thereby
Yemdicapred parscis i the besk possible mamners

W, THEREFORE, by virtue of ths authority wested inme a2 Gavermor of
the State of Rhicxls Iai&:ﬁ and Browidancs Planeaticns, it is urdered &5
follows:

1. The J;timctbr of Bamdndstretion is hersty designated the
State's F04 Coordinator end ehall Jdelegate operational
coptrol to the Stats fudlding Code Commdssicner as hiz

9, The guties|ef the Coordinator shall be to cogrdinate all
skats egencies in the jmplemwntation of &ll federal rules
and requlaticns affecting the Stabe i1 teme of coopddodics
with the mandates of Segtlon 504 of Title ¥ of the
Rebabd Titotion Mot of 1873,

3, %he Coordintor's dutdes shall Encludes

m, Authority to oxthr depsrimenty to prepare el e lets
transition plans In scoordimness with 304 regulations.
i .



i

Erecutive Drder Ho. §5-16

July 23, 1985

de

é

Cocpditating the formlation smd review of transition
plems with adrisery panels who may Irepresent
handicappsd orgmizations.

Granting final spproval of transition plans and
departient USe of program accessibiLity.

Managing the cametruction, design or alterations of
tuildings and sites necessary to being all prograns
oo complisnes.

Zpthorization te coprdinate and wadiate mattels
congerning 504 coaplisnce.

Pesisting public and privete sectors theough the uze of
proper agencies on technieal, employmant and
architectural metters concerning 504 compliance.

Establizhment of a wﬁﬁmeﬁ complaint procedure

pecessary to resplye 211’ complafnts to agencies
pertaining o Sl *

.
The State 504 recrdinator or the State Building Code
Cromissionetr as his designes is hereby autherd god Lo
iﬂiti%&té somplainte against those Agehcies,
simimistrators, sgenbs or aploysss of sny deperiment
or Sivision within stebe goversment who willfully fail
v ooply with the reqeirescnts.

ihe 504 Coordizator and the Stats Building Code
comigaioner as his desddnee shall consplt with tha
Chairhen of the Covernox's Comadssion om the
Handd, éﬁp;:e:ﬁ. with respett to Implenentation of the above
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PUBLIC LAW 97-118
AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE

CHAPTER 51
SEXUAL HARASSMENT, EDUCATION AND TRAINING IN THE WORKPLACE

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

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

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

(b) Every employer shall:
(1) adopt a policy against sexual harassment which shall include:
(i) a statement that sexual harassment in the workplace is unlawful;
(ii) a statement that it is unlawful to retaliate against an employee for filing a complaint of
sexual harassment or for cooperating in an investigation of a complaint for sexual
harassment;

(iii) a description and examples of sexual harassment;

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

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

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




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

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

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

§ 28-51-3. Education and training programs. — Employers are encouraged to conduct an
education and training program on sexual harassment consistent with the aims and purposes of
this chapter for all employees, including, but not limited to the supervisory or managerial
personnel, on or before September 1, 1997.

(2003)
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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 Illustrators, Highway Technicians, Technicians (Medical, Dental. Electronic,
Physical Sciences), Police and Fire Sergeants, Inspectors (Production or Processing
Inspectors, Testers and Weighers) and kindred workers.

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

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



ADMINISTRATIVE SUPPORT:
Occupations in which workers are responsible for internal and external communication,
recording and retrieval of data and/or information and other paperwork required in an office.
Includes: Bookkeepers, Messengers, Clerk Typists, Stenographers, Court Transcribers,
Hearing Reporters, Statistical Clerks, Dispatchers, License Distributors, Payroll Clerks, Office
Machine and 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 Wotkers (except Managers), Craft Apprentices/Trainees/Helpers and
kindred workers.



APPENDIX 111

RACIAL/ETHNIC IDENTIFICATION



Racial / Ethnic Designations
Minority Group

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

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

HISPANIC OR LATINO: A person of Cuban, Mexican, Puerto Rican, South or Central
American, or other Spanish culture or origin regardiess 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 on
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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COUNCIL ON POSTSECONDARY EDUCATION
SEXUAL HARASSMENT AND SEXUAL VIOLENCE POLICY

POLICY STATEMENT

it is the policy of the Council on postsecondary Education (“CPE"), its constituent institutions of
higher education {specifically, the University of Rhode Island, Rhode island College, the
Community College of Rhode Island) and the Office of postsecondary Commissioner
(collectively referred to as the “Covered Entities”) to prohibit all forms of unlawful sexual
harassment and sexual violence, as those terms are defined herein.

PURPOSE AND GOALS OF POLICY

(1) Defines the types of conduct that will be considered to be prohibited sexual
harassment, sexual assault and sexual violence at the Covered Entities;

(2) Provides examples of such prohibited conduct;

(3) Sets forth the mandatory and discretionary reporting obligations and procedures
pertaining to such conduct that is witnessed, experienced or learned about by, or
reported to, employees of the Covered Entities.

(4) Provides a list of contacts, and internal and external resources, available to
individuals who experience or witness acts of sexual harassment, sexual assault and
sexual violence or who have questions relating to those subjects.

BACKGROUND

Sexual harassment, as defined herein, is prohibited in employment by Title Vil of the 1964 Civil
Rights Act and the Rhode Island Fair Employment Practices Act, and in education programs,
activities and benefits by Title IX of the Educational Amendments of 1972 and Title VI of the
1964 Civil Rights Act.

Sexual violence {as defined herein) is prohibited in both the employment context, as well as in
the educational programs, activities and penefits context, under Title IX of the Educational
Amendments of 1972 (“Title IX”) and the Violence Against Woman Reauthorization Act of 2013
(“VAWA").

APPLICABILITY

All faculty, staff, and students at all Covered Entities must comply with this policy in an effort to
foster an inclusive and safe academic and work environment. This policy applies to the
perpetration of sexual harassment, sexual assault or sexual violence by one member of the
Covered Entity’s community (faculty, staff, student, or volunteer) against another. Depending
on the context, the policy may also apply where one of the involved or affected parties is a
visitor or a contractor performing work on behalf of the Covered Entity. The policy applies to all
such behavior occurring on campus, and to behavior occurring off campus when the behavior
arises in the context of a Covered Entity event or otherwise has a significant relation to, or
could have a significant impact on, the Covered Entity's living, learning or employment
environmaents.




SEXUAL HARASSMENT

Sexual Harassment is defined as unwelcome sexual advances, request for sexual favars, and any
ather verbal, non-verbal or physical conduct of a sexual nature when:

(1) Submission to such conduct is made, elther explicitly or implicitly, a term or
condition of an individual’s education, employment, or participation in programs or
activities at the Covered Entity;

(2) Submission to or rejection of such conduct by an individual is used as a basis for
decisions affecting that individual's education, employment, or participation in
programs or activities at the Covered Entity; or

(3) Such conduct is so severe or pervasive that it has the purpose or effect of
unreasonably interfering with an individual's education, employment or
participation in programs of activities at the Covered Entity and/or creating an
intimidating, hostile, offensive or abusive employment, academic, extracurricular or
living or learning environment for the individual at the Covered Entity.

The following are just two examples of conduct and behavior that will very likely be considered
sexual harassment under this policy:

(1) A faculty member conditions a student’s favorable evaluation on the student’s
submission to sexual advances. The faculty member then gives the student a poor
evaluation after the student rejects the faculty member’s advances.

(2} A student editor for the college newspaper continually and inappropriately touches
another student newspaper staff member in a sexual manner over an extended
period of time. The touching is unwelcome and continues even after the student
editor 1s asked to stop, The conduct makes the staff member uncomfortable and
creates an offensive and hostile environment in the newsroom.

sexual harassment can arise from many different types of unwelcome verbal, nonverbal and
physical conduct ranging from sexual gestures or teasing to sexual assault, acts of sexual
violence, including domestic and dating violence, stalking and other coercive activity.

Examples of such conduct and behaviors that may bé fead to a finding of sexual harassment
include, but are not limited to, the following:

(1) Verbal: Sexual remarks, comments, jokes and innuendos, communicating
unwelcome stories about someone’s social or sexual life, and propositions or
pressure for social or sexual contact.
(2) Non-verbal: The display of sexually explicit stares, gestures or suggestive pictures,
including secretly video recording sexual acts or objects.
(8) Physical: Unwanted touching, patting, grabbing, pinching, including sexual assault,
domestlc violence, dating violence stalking and rape.

Sexual harassment need not be intentional, The intent of the person who is alleged to have
committed such behavior may not be relevant to determining whether a violation has occurred.
The relevant determination is whether a reasonable persan similarly situated could have
reasonably considered the alleged hehavior to be sexual harassment.




Acts that do not necessarlly involve conduct of a sexual nature but are based on sex or gender-
stereotyping, and which may include physical aggression, intimidation, hostility, humiliation,
insulting and hazing, may also be considered sexual harassment under this policy, Specific
examples of such behavior that may lead to a finding of sexual harassment include the
following:

(1) A male employee is repeatediy taunted and insulted verbally by his co-workers for
his “looking like a girl,” “for acting like a girl” and “acting like a queer.”

M

{2) A female program director is repeatedly called “bossy’, overly aggressive” and “un-
Jady like” by her male supervisors with some of these criticisms noted in her
performance evaluations.

SEXUAL VIOLENCE

As used in this policy, the term sexual violence shall refer to (a) “sexual violence under Title IX”
as that term is defined herein; {b) “sexual or relationship assault or violence under VAWA” as
that term is defined herein; and/or (c) usexual assault or relationship violence under Rhode
island law” as defined herein. Al forms of sexual assault and violence are prohibited under this
policy.

SEXUAL VIOLENCE UNDER TITLE iX

Sexual violence under Title IX, as described in the April 4, 2011 guldance issued by the U.S.
Department of Education, is a form of sexual harassment, and refers to: physical sexual acts
perpetrated against a person’s will or where a person is incapable of giving consent due to the
victim’s use of drugs or alcohol. An individual also may be unable to give consent due to an
Intellectual or other disability. A number of different acts fall into the category of sexual
violence, including rape, sexual assault, sexual battery, and other forms of sexual coercion.

SEXUAL OR RELATIONSIP VIOLENCE OR ASSAULT UNDER VAWA

Sexual or relationship violence or assault under VAWA refers to the following offenses, as
defined herein: Sexual Assault-VAWA; Domestic Violence-VAWA; Dating Violence-VAWA; and
Stalking-VAWA.

SEXUAL ASSAULT- VAWA

An offense that meets one of the following definitions of rape, fondling, incest, or
statutory rape used in the EBY's Uniform Crime reporting Program.

Rape -—-The penetration, no matter how slight, of the vagina or anus with any
body part or object, or oral penetration by a sex organ of another person,
without the consent of the victim.

Fondling—The touching of the private body parts of another person for the
purpose of sexual gratification, without the consent of the victim, including
instances where the victim is incapable of giving consent because of his/her age
or because of his/her temporary or permanent mental incapacity.
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Incest--Sexual intercourse between persons who are related to each other
within the degrees wherein marriage is prohibited by law.

Statutory Rape—Sexual intercourse with a person who is under the statutory age
of consent.

DATING VIOLENCE- VAWA

Violence committed by a person who is or has been in a social relationship of a romantic
or intimate nature with the victim,

The existence of such a relationship shall be determined based on the reporting party’s
statement and with consideration of the length of the relationship, the type of
relationship, and the frequency of interaction between the persons involved in the
relationship.

For the purposes of this definition—

(A) Dating violence includes, but is not limited to, sexual or physical abuse or the
threat of such abuse.

(B} Dating violence does fot include acts covered under the definition of
domestic violence.

DOMESTIC VIOLENCE- VAWA

A felony or misdemeanor crime of violence committed—
(A) By a current or former spouse of intimate partner of the victim;
(B} By a person with whom the victim shares a child in common;

{C) By a person who is cohabitating with, or has cohabitated with, the victim as a
spouse or intimate partner;

(D) By a person similarly situated to a spouse of the victim under the domestic or
family violence laws of the jurisdiction in which the crime of violence occurred,
or

(E) By any other person against an adult or youth victim who is protected from

that person’s acts under the domestic or family violence laws of the jurisdiction
in which the crime of violence occurred,
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STALKING- VAWA

(i) Engaging in a course of conduct directed at a specific person that would cause a
reasonable person to—

(A} Fear for the person’s safety or the safety of others; or
(B) Suffer substantial emotional distress,
(il} For the purposes of this definition—

(A} Course of conduct feans two or more acts, including, but not limited to, acts
in which the stalker directly, indirectly, or through third parties, by any action,
method, device, or means, including social media, follows, monitors, observes,
surveils, threatens, or communicates to or about a person, oF interferes with a
person’s property.

(B} Reasonable person means a reasonable person under similar circumstances
and with similar identities to the victim.

(C) Substantial emotional distress means significant mental suffering or anguish
that may, but does not necessarily, require medical or other professional
treatment or counseling.

SEXUAL OR RELATIONSIP VIOLENCE OR ASSAULT UNDER RHODE ISLAND LAW
Sexua! or Relationship Assault or Violence under Rhode island Law refers to the following
offenses, as defined herein and fully set forth on EXHIBIT A attached hereto and made a part
hereof:

SEXUAL ASSAULT — R (as defined In R.LG.L §11-37-1 through §11-37-6)

DATING VIOLENCE —Ri (as defined in R.L.G.L. §16-22-24)

DOMESTIC VIOLENCE ~RlI {as defined in R.1.G.L.§12-29-2)

STALKING — Rl {as defined in R.L.G.L. §11-59-1 though §11-59-2)

RETALIATION

Retaliation against any complainant or witness is prohibited and shall be treated as a separate
violation under this policy as well as any of the Covered Entity’s community standards and Non-
Discrimination Policy.




Furthermore, no officer, employee, student or agent of any of the Covered Entitles shall
retaliate, intimidate, threaten, coerce, or otherwise discriminate against any individual for
exercising their rights or responsibilities under any provision of law, or any of the Covered
Entity’s policies or procedures, relating to campus security or campus crime reporting, including
any laws and policies relating to the reporting of, and required responses to, allegations of
sexual violence. ‘

REPORTING PROCEDURES AND AVAILABLE RESOURCES

Each of the Covered Entities shall establish, and make known to their students and employees,
their (legally compliant) “reporting procedures” for the reporting of instances or complaints of
sexual harassment and sexual violence, including a description of which employees shall be
responsible for reporting, and which official(s) shall be responsible for receiving such reports.
The Covered Entlties shall also publish and make avallable to all of their students and
employees information about #avallable resources” for individuals who believe they are victims
of, witnesses to, or are simply concerned about, sexual harassment or sexual violence. Such
“available information” should include a list of internal and external agencies, offices, hotlines,
websites, or other information resources or service providers the Covered Entity believes would
be important or valuable resources for their students and employees. The current “reporting
procedures” descriptions, and “available resources” listings, for the University of Rhode Island,
Rhode Island College, the Community College of Rhode Island, and the Office of the
Postsecondary Commissioner, are attached hereto as Exhibits B, C, D and E respectively, and
are incorporated by reference into this policy. Each Covered Entity shall be obligated to keep
their “reporting procedures” descriptions and "available resources” listings current, and to
promptly provide all updates to them {i.e. revisions to Exhibits B, C, D or E) to the Council,
which will substitute the updated exhibits for the old ones and attach them to this policy,

INVESTIGATIONS AND DISCIPLINARY ACT IONS

Each Covered Entity shall investigate complaints and allegations of sexual harassment and
sexual violence against their employees, pursuant to the Council for Postsecondary Education
Discrimination Complaint Procedures. Each Covered Entity shall also Investigate complaints and
allegations of sexual harassment and sexual violence against their students in accordance with
procedures described in thelr respective student conduct policies. Indlvidual Covered Entity
employees found in violation of this policy may be subject to disciplinary action up to and
including remedial education, written reprimand, suspension and/or termination.




EXHIBIT A

ADDITIONAL DEFINITIONS RELEVANT TO “EXUAL OR RELATIONSIP ASSAULT OR
VIOLENCE UNDER RHODE ISLAND LAW”

SEXUAL ASSAULT- RI (R.G.L. 11-37-1 thru 11-37-6)

“First degree sexual assqult” — A person is guilty of first degree sexual assault if he or
she engages in sexual penetration with another person, and if any of the following
circumstances exist:

(1) The accused, not being the spouse, knows or has reason to know that the victim is
mentally incapacitated, mentally disabled, or physically helpless.

(2) The accused uses force or caercion.

(3) The accused, through concealment or by the element of surprise, Is able to
overcome the victim.

(4) The accused engages in the medical treatment or examination of the victim for the
purpose of sexual arousal, gratification, or stimulation.

“Second degree sexual assault” — A person is guilty of a second-degree sexual assault if
he or she engages in sexual contact with another person and if any of the following
circumstances exist:

(1) The accused knows or has reason to know that the victim is mentally incapacitated,
mentally disabled, or physically helpless.

(2) The accused uses force, element of surprise, of coercion,

(3) The accused engages in the medical treatment or examination of the victim for the
purpose of sexual arousal, gratification, or stimulation.

“rhird degree sexual assault” — A person is guilty of third degree sexual assault if he or
she is over the age of eighteen (18) years and engaged in sexual penetration with
another person over the age of fourteen {14) years and under the age of consent,
sixteen (16) years of age.

The foliowing words and phrases, when used in the above definition, have the following
meanings:

(1) "Accused” means a person accused of a sexual assault.

(2) "Force or coercion" means when the accused does any of the following:
{i} Uses or threatens to use a weapon, or any article used or fashioned in a
manner to lead the victim to reasonably believe it to be a weapon,
(i) Overcomes the victim through the application of physical force or physical
viglence.




(iil}) Coerces the victim to submit by threatening to use force or violence on the
victim and the victim reasonably believes that the accused has the present ability
to execute these threats.

{iv} Coerces the victim to submit by threatening to at some time in the future
murder, infilct serlous bedily injury upon or kidnap the victim or any other
person and the victim reasonably believes that the accused has the ability to
execute this threat.

(3) "Intimate parts" means the genital or anal areas, groin, inner thigh, or buttock of
any person or the breast of a female.

(4) "Mentally disabled" means a person who has a mental impairment which renders
that person incapable of appraising the nature of the act.

(5) "Mentally incapacitated" means a person who is rendered temporarily incapable of
appralsing or controliing his or her conduct due to the influence of a narcotic,
anesthetic, or other substance administered to that person without his or her consent,
or who is mentally unable to communicate unwillingness to engage in the act.

(6) "Physically helpless" means a person who Is unconscious, asleep, or for any other
reason is physically unable to communicate unwillingness to an act.

(7) "Sexual contact" means the intentional touching of the victim's or accused's
Intimate parts, clothed or unclothed, if that intentional touching can be reasonably
construed as intended by the accused to be for the purpose of sexual arousal,
gratification, or assault.

(8) "Sexual penetration” means sexual intercourse, cunnilingus, fellatio, and anal
intercourse, or any other intrusion, however slight, by any part of a person's body or by
any object into the genital or anal openings of another person's body, or the victim's
own body upon the accused's instruction, but emission of semen is not required.

{9) "Spouse" means a person married to the accused at the time of the alleged sexual
assault, except that such persons shall not be considered the spouse if the couple are
living apart and a decision for divorce has been granted, whether or not a final decree
has been entered.

{10) "Victim" means the person alleging to have been subjected to sexual assault.
DATING VIOLENCE- Rl (R.1.G.L. 16-22-24)

“Dating violence” means a pattern of behavior where one person uses threats of, or
actually uses, physical, sexual, verbal or emotional abuse to control his or her dating
partner.




The following words and phrases, when used in the above definition, have the following
meanings:

"Dating partner’ means any person involved in an intimate association with
another primarily characterized by the expectation of affectionate involvement
whether casual, serious or fong-term.

DOMESTIC VIOLENCE- Rl {R.1.G.L. 12-29-2)

wpDomestic wiolence" includes, but is not limited to, any of the following crimes when
committed by one family or househotd member against another:

(1) Simple assault (§ 11-5-3);

(2) Felony assaults (8§ 11-5-1, 11-5-2, and 11-5-4);

(3) Vandalism (& 11-44-1);

(4) Disorderly conduct (§ 11-45-1};

(5) Trespass (§ 11-44-26);

(6) Kidnapping (§ 11-26-1);

{7) Child-snatching (8 11-26-1.1);

(8) Sexual assault (§§ 11-37-2, 11-37-4);

{9) Homicide (§§ 11-23-1 and 11-23-3);

(10) Violation of the provisions of a protective order entered pursuant to § 15-5-19,
chapter 15 of title 15, or chapter 8.1 of title 8 where the respondent has knowledge of
the order and the penalty for its violation or a violation of a no contact order issued
pursuant to § 12-29-4;

(11} Stalking (§& 11-59-1 et seq.);

{12) Refusal to relinquish or to damage orto obstruct a telephone (§ 11-35-14);

{13) Burglary and Unlawful Entry (§ 11-8-1 et sed.);

(14) Arson (§ 11-4-2 et seq.);

{15} Cyherstalking and cyberharassment (§ 11-52-4.2); and

{16) Domestic assault by strangulation § 11-5-2.3.

The following words and phrases, when used in the above definition, have the following
meanings:

"Family or household member" means spouses, former spouses, adult persons related
by blood or marriage, adult persons who are presently residing together of who have
resided together in the past three (3) years, and persons who have a child in common
regardless of whether they have been married or have lived together, or if persons who
are or have been in a substantive dating or engagement relationship within the past one
year which shall be determined by the court's consideration of the following factors:

(1) the length of time of the relationship;
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(2) the type of the relationship;
(3) the frequency of the interaction between the parties.

"Victim" means a family or household member who has been subjected to domestic
violence.

STALKING- RI {R.1.G.L. 11-59-1 through 11-59-2)

“stalking” means when a person: (1) harasses another person; of (2) wilifully,
maliciously, and repeatediy follows another person with the intent to place that person
in reasonable fear of bodily injury.

The following words and phrases, when used in the above definition, have the following
mearnings:

(1) "Course of conduct” means a pattern of conduct composed of a series of acts over
a period of time, evidencing a continuity of purpose. Constitutionally protected activity
is not included within the meaning of "course of conduct.”

(2) "Harasses" means a knowing and wiliful course of conduct directed at a specific
person with the intent to seriously alarm, annay, or bother the person, and which serves
no legitimate purpose. The course of conduct must be such as would cause a reasonable
person to suffer substantial emotional distress, ot be in fear of bodily injury.
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EXHIBITB
Reporting Procedures and Resource Listings
for
The University of Rhode island

REPORTING

Any person who feels that they may have been the target of or witness to sexual harassment,
including sexual violence or sexual assault is encouraged 10 seek redress through the following:

(1) Student-to-student complaint - Office of student Life, URI Police Department

(2} Student-to-faculty complaint - Department Chair, College Dean, UR! Police
Department

(3) Student-to-staff or stafi-to-staff or faculty-to-faculty or faculty-to-staff complaint:
Human Resources, Chair or Dean, URI Police Department or:

The University of Rhode Island’s Office of Affirmative Action, Equal Opportunity and Diversity
Title IX Coordinator - Roxanne M. Gomes, Administrator
Deputy Title X Coardinator - Gerard J. Holder, Investigator
201. Carlotti Administration Building
Kingston, Rhode Island 02881
Phone: 401-874-2442
Fax: 401-874-2995
TTY Via Relay 711
uri.edu/affirmativeaction

The following individuals shall be considered “responsible employees” at URI for purposes of
reporting complaints and incidents of sexual harassment and sexual viclence under the CPE's
Sexual Harassment and Sexual Violence policy: All Senior Unlversity Officials, including ali
University Officers and all Senior Administrators with a rank of Director or higher (e.g.
Directors, Vice Presidents, President); All Full Time and Part Time Facuity; All Academic Deans
and Department Chairs; All employees who are responsible supervisors for one or more other
employees; All Resident Assistants; All coaches; and All other individuals designated as
“Campus Security Authorities,” as listed in the University's Annual Crime Statistics and Fire
Safety Report (“Clery Report”). Notwithstanding the foregoing, mental health counselors,
pastoral counselors, psychologists, health services employees or other employees with a
professional license that reguires confidentiality, or employees supervised by any such
employees, are not considered responsible employees for reporting purposes, and shall not
report incidents of sexual harassment or sexual violence in a way that identifies the student,

without the student’s consent.
All such responsible employees are obligated to report all actual, suspected or alleged

incidents of sexual harassment and sexual violence which are reported to them, or of which
they become aware, to the Office of Affirmative Action/Title IX Coordinator {when the
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alieged perpetrator is an employee) or the Office of Student Life (when the aileged
perpetratorisa student).

AVAILABLE RESOURCES

The University recognizes that some individuals, for a variety of reasons, may be reluctant to
cooperate or participate in the investigation or file a complaint without the advice of counsel of
a sympathetic party. The following resources are available to provide assistance and
information to anyone who is concerned or witnessed incident(s) of sexual harassment and
sexual violence or sexual assault:

Internal Resources:

Counseling Center — 401-874-2288 Health Services — 401-874-2246
Office of Student Life — 401-874-2101 Women's Center 401-874-2097
GCE Department of Student Services - 401-277-5000

Campus Police:
Kingston Campus 401-874-2121
College of Continuing Education 401-277-5155
Narragansett Bay Campus 401-874-4910

External Resources:
U.S. Department of Education
Office for Civil Rights, Boston Office
5 post Office Square, 8th Floor
Boston, MA 02109-3921
617-289-0111

Rhode 1sland Commission for Human Rights
180 Westminster Street, 3rd Floor
providence, R1 02903
401-222-2662

Equal Employment Opportunity Commission
Boston Area Office
1.E.K. Federal Building, Room 475
475 Government Center
Boston, MA 02203
Toll Free 1-866-408-8075
617-565-3200

Other Resources: Click here for emergency services.
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EXHIBIT C

Reporting Procedures and Resource Listings
for

Rhode Island College

REPORTING

Any person who feels that they may have been the target of or witness to sexual harassment,
including sexual violence or sexual assault Is encouraged to seek redress through the following:

Rhode lsland Gollege Office of Institutional Equity

Margaret Lynch-Gadaleta, Director of Institutional Equity
Title IX Coordinator/Affirmative Action Officer
301 Roberts Hall
providence, Rhode Island 02908
Phone; 401-456-8387
miynchgadaleta@ric.edu
http://www.ric.edu/afﬁrmativeAcﬂon[

The following individuals shall be considered “Responsible Employees” at the College: (1)
any employee who has the authority to take action to redress discrimination on the basis of
sex; (2) any employee who has been given the duty to report discrimination on the basis of
sex to the Title 1X Coordinator or other appropriate school official; or (3) any individual who
a student could reasonably belleve has this authority or responsibilily. All Resgponsible
Employees are ohligated to report discrimination on the basls of sex that they know, or in
the exorcise of reasonable care should have known about, to the Title IX Coordinator or
designee. Mental health counselors, pastoral counselors, psychologists, health services
stafi or other employees with a professional license that requires confidentiality, and the
individuals they supervise, are-not Responsible Employees.

All such responsible employees are obligated to report all actual, suspected
or alleged incidents of soxual harassment and sexual violence which are reported
to them, or of which they become aware, to the Office of Institutional Equity,
Affirmative Action Officer/Title IX Coordinator.
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AVAILABLE RESOURCES

The College recognizes that some individuals, for a variety of reasons, may be reluctant
to cooperate or participate in the investigation or file a complaint without the advice or counsel
of a sympathetic party. The following resources are avallable to provide assistance
and information to anyone who is concerned or witnessed incident(s) of sexual harassment
and sexual violence or sexual assault:

Internal Resources:

Counseling Center — 401-456-8094 Health Services — 401-456-8055
Office of Student Life — 401-456-8061 women’s Center 401-456-8474
Residential Life and Housing ~ 401-456-8240

Office of Institutional Equity - 401 -456-8387
Affirmative Action Office —401-456-8218
Campus Police — 401-456-8888

External Resources:
U.S. Department of Education
Office for Civil Rights, Boston Office
5 Post Office Square, 8th Floor
Boston, MA 02109-3921
617-289-0111

Rhode Island Commission for Human Rights
180 Westminster Street, 3rd Floor
- Providence, R 02903
401-222-2662

Equal Employment Opportunity Commission
Boston Area Office
].E.K. Federa! Building, Room 475
475 Government Center
Baston, MA 02203
Toll Free 1-866-408-8075
617-565-3200

Other Resources: Click here for emergency services.
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EXHIBIT D

Reporting Procedures and Resource Listings
for

The Community College of Rhode island
REPORTING

Any person who feels that they may have been the target of or witness to sexual harassment,
including sexual violence or sexual assault is encouraged to seek redress through the following:
(1) Student-to student complaint — Dean of Students, Title IX Coordinator or College Police
{2) Student-to-faculty complaint — Title IX Coordinatar, Office of Human Resources, Director
of Affirmative Action, Dean of Students or College Police
(3) Student-to-staff complaint — Title IX Coordinator, Office of Human Resources, Director
of Affirmative Action, Dean of Students or College Police
{4) Staff-to-staff or faculty-to-faculty or faculty-to-staff complaint or faculty/staff to student
complaint- Title IX Coordinator, Office of Human Resources, Director of Affi rmative
Action or College Police
(5} Non-credit/CWCE student complaint — Title IX Coordinator, Office of Human Resources,
Director of Affirmative Action, Director of Community Services or College Police
(6) Vendors, Sub-Caontractors, Visitors or Members of the public whose complaints are
based on actions that happened within the college’s jurisdiction —Title IX Coordinator,
Office of Human Resources or College Police

COLLEGE POLICE

LINCOLN 401-333-7035
NEWPORT 401-851-1620
PROVIDENCE 401-455-6050
WARWICK 401-825-2109

Elizabeth Canning, ID, Director of Institutional Equity and Title IX Coordinator
ecanning@ccri.edu, 401-825-1230

Sheri Norton, Director of Human Resources
sinorton@ccri.edu, 401-825-2311

Michael Cunningham, Dean of Students, Deputy Title X Coordinator
micunningham2@ccriedy, 401-333-2459

The following individuals shail be considered “responsible employees” at CCR! for purposes of
reporting complaints and incidents of sexual harassment and sexual violence under the CPE’s
$exual Harassment and Sexual Violence Policy: All College Officials and Administrators; All
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full Time and Part Time Faculty; All Academic Deans, Associate and Assistant Deans, and
Department Chairs; All Student Services Deans, Associate and Assistant Deans, Directors,
Associate and Assistant Directors; All Student Services Advisors, Coordinators and other
professional staff; All employees who are responsible supervisors for one or more employees;
All Athletic Coaches and Trainers; All Student Organization Advisors; and All other individuals
designated as “Campus Security Authorities,” as listed in the college’s Annual Crime Statistics
and Fire Safety Report (“Clery Report”). Allsuch “responsible employees” are obligated to
report all actual, suspected or alleged incidents of sexual harassment and sexual violence
which are reported to them, or of which they become aware to the Office of Human
Resources at 401-825-2311. The list above does not imply that others should not or cannot
report sexual harassment and sexual violence or that they do not have an ethical or moral
responsibility to do so.

Notwithstanding the foregoing, pastoral and professional counselors providing counseling
services as part of their duties are exempt from mandated reporting. A pastoral counselor is
defined as an employee of an institution, who is associated with a religious order ot
denomination, recognized by that religious order or denomination as someone who provides
confidential counseling and who s functioning within the scope of that recognition asa
pastoral counselor. A professional counselor is defined as an employee of an institution
whose official responsibilities include providing psychological counseling to members of the
institution’s community and who is functioning within the scope of his or her license or
certification.

AVAILABLE RESOURCES

Various on-campus support and counseling services are available for victims of sexual assault.
CCRI offers counseling services:

Warwick: 401-825-2301
Lincoln: 401-333-7160
Providence: 401-455-6063
Newport: 401-851-1625

students may contact CCRI’s Health Services at 401-825-2103 or email nurse@ccri.edu. Hours
of operation for these services vary and this should not be considered an emergency contact.
Check the website for current hours of operation.

Off-campus services that are available 24 hours/7 days a week include:

Women's Center 401-861-2760
Day One 401-421-4100

The personnel in these offices can provide advice and counseling, detailed information on
health issues and reporting procedures, or referrals to other resources.
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Externai Resources:
U.S. Department of Education

Office for Civil Rights, Boston Office
5 Post Office Square, 8th Floor
Boston, MA 02109-3921
617-289-0111

Rhode Island Commission for Human Rights
180 Westminster Street, 3rd Floor
Providence, R102903
401-222-2662

Equal Employment Opportunity Commission
Boston Area Office
1.E.K. Federal Building, Room 475
475 Government Center
Boston, MA 02203
Toll Free 1-866-408-8075
617-565-3200
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EXHIBITE

Reporting Procedures and Resource Listings
for

The Rhode siand Office of the Postsecondary Commissioner (RIOPC)
REPORTING

Any staff member who feels that they may have been the target of or witness to sexual
harassment, including sexual violence or sexual assault is encouraged to seek redress by
contacting: .

Kimberly Bright, Chlef of Staff

Rhode Island Office of the Postsecondary Commissioner
560 Jefferson Boulevard, Suite 100

Warwick, R 02886

401-736-1100

Kimberly.Bright@riopc.edu

AVAILABLE RESOURCES

RIOPC recognizes that some individuals, for a variety of reasons, may be reluctant to cooperate
or participate in the investigation or file a complaint without the advice or counsel of a
sympathetic party. The following resources are available to provide assistance and Information
to anyone who is concerned or witnessed incident(s} of sexual harassment and sexual violence
or sexual assault:

Internal Resources:

Anne Marie Coleman

Assistant Vice President for Human Resources
University of Rhode Island

401-874-2414

amc@uri.edu

External Resources:

U.S. Department of Education
Office for Clvil Rights, Boston Office
5 post Office Square, 8th Floor
Boston, MA 02109-3921
517-289-0111

Rhode Island Commission for Human Rights
180 Westminster Street, 3rd Floor
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Providence, R 02903
401-222-2662

Equal Employment Opportunity Commission
Boston Area Office

1.F.K. Federal Building, Room 475

475 Government Center

Boston, MA 02203

Toll Free 1-866-408-8075

617-565-3200
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APPENDIX V

GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS



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

GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

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

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.
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APPENDIX VI

EMPLOYEE SELF-IDENTIFICATION OF DISABILITY
AND REQUEST FOR REASONABLE ACCOMMODATION



CONFIDENTIAL
EMPLOYEE SELF-IDENTIFICATION OF DIASBILITY
& REQUEST FOR REASONABLE ACCOMODATIONS

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

NAME: AGENCY:
JOB TITLE: DATE:

Piease check (+) the category that best describes your disability. (Upon request, verification of disabling
condition must be obtained from your physician.)

Disabling conditions include, but are not limited to:

AIDS
Alcoholism

Blindness or Visual Impairment
Cancer
Cerebral Palsy
Deafness or Hearing Impairment
Diabetes
Drug Addiction
Epilepsy
Heart Discase
Mental Retardation
Mental or Emotional 1{lness
Multiple Sclerosis
Muscular Dystrophy
Orthopedic
Perceptual Disabilities such as Dyslexia, Minimal Brain
Dysfunction, Development Aphasia or Speech Impairment
Other

( ) Yes, | request a Reasonable Accommodation Needs Assessment Review.

( ) No Reasonable Accommodation is needed at this time.

Additional Comments:

Signature: Date:

RIEEO 5/90A
REVISED 3/95
RI SEQO (401) 277-3090



APPENDIX VII

MEDICAL DISABILITY FORM




SELF-IDENTIFICATION OF DISABILITY
(see instructions and Privacy Act information on reverse)

Last Name, Flrst Name, and M| Date of Birth (mmiyy)

Social Sscurity Number

ENTER CODE HERE————r——o >

Definition:

An Individual with a disabllity: A person whe (1} has a physical impairment
or menlal impalrment (psychiatric disabllity) that substantlally limits one or
more of such parsan's major Hfe activitles; {2) has a record of such
impairment; or (3) is regarded as having such an impairment. This definition
is provided by the Rehabllitation Act of 1973, as amended (29 U.5.C. 701 et.

seq.h

Purpose;

Self-identification of disabilily status is essential for effective data coltection
and analysis. The information you provide will be used for statlstical
purposes only and will not in any way affect you individually. While self-
identification is voluntary, your cocperation in providing accurate
informatlon Is critical.

Partl. Targeted/S o Disabilities

Hearing

18 - Total deafness in both ears (with or without understandable speech)

Vision

21 - Blind (Inabifity to read ordinary size print, not correctable by glasses,
or no usable vision, bayond light perception)

Missing Extremities

3¢ - Missing exiremities (missing one arm or lag, both hands or arms, both
feel or legs, one hand or arm and one foot or leg, one hand or arm and
both feet o legs, both hands or arms and one foet of leg, or both hands
or arms and hoth fest or legs)

Partial Paralysis

69 - Partial paralysis (because of a brain, nerve or muscle impairment,
including palsy and cerebral palsy, there Is some loss of abllity to move
or use a part of ihe body, including both hands; any part of both arms or
legs; one slde of the body, including one arm and one leg; and/for three
or imoere major body parts)

Complete Paralysis

79 - Because of a brain, nerve or muscle impalnmeni, including palsy and
cerebral palsy, there is a comptete loss of ability to move or use a part
of the body, Inciuding both hands; one or both arms or legs; the lower
half of the body; one side of the body, including one arm and one leg;
and/or three of more major body parts

QOther Impalrments
82 - Epilepsy

90 - Severe Intellectual disability
91 - Psychiatric disability
92 - Dwarfism

Part 1. Other Disabilities
Hearing Conditions

15 - Hearing impairment/hard of haaring

ision Co ons
22 - Visual impairments {8.g., funnel or monocular vislon or blind in one
oye)

Physical Condifions

26 - Missing extremities (ane hand ar che foot)

40 - Mabilily impalrment {e.g., cerebral palsy, multiple sclerosis, muscuiar
dystrophy, congenital hip defects, eic.)

41 - Spinal abnormalities {e.¢g., spina bifida, scoliosis}

44 - Non-paralytlc orthopedic impairments: chronic pain, stiffness,
weaknass in hones or oints, some loss of abilliy to use part or parts of
the body

§1 - HIV Posilive/AIDS

52 - Morbid obesity

61 - Partial paralysis of one hand, arm, lool, leg, or any part thereof

70 - Cormplete paralysis of one hand

80 - Cardiovascularfheart disease with or without restriction or limitation an
activily; a history of heart problems w/complete recovery

83 - Blood diseases (8.9., sickle cell anemia, hemophilia)

84 - Diabelas

86 - Pulmonary or respiratory conditions {e.g., tuberculosis, asthma,
emphysema, elc.)

87 - Kidnay dysfunction (2.¢., required dialysis)

88 - Cancer {present or past history)

93 - Disfigurement of face, hands, or feet (such as those caused by bums
or gunshot wounds) and noticeable gross faclal birthmarks

95 - Gastrointestinal disosders (8.g., Crohn's Disease, Irritable bowel
syndrome, colills, cellac disease, dysphexia, et¢.)

98 - Histary of alcoholism

SpeechiLanguagel/Learning Conditions

13 - Spesgch impalrment - includes impairments of adiculation {unclear
Janguage sounds), fiugncy {stuttering), volca {with normal haaring),
dysphasia, or history of laryngectomy

94 - Learning disabllity - a disorder In one or more of the processes
involved in understanding, perceiving, or using language or concepts
(spoken or written) (e.g., dyslexia, ADD/ADHD)

Other Options

01 - 1 do not wish to identify my disability slatus. (Please read the hotes on
the next page.) (Note: Your personnet officer may use this code if, in
his or her judgment, you used an incorisct code.)

05 - | do not have a disability,

06 - | have a disability, but i is not listed on this form,

LS. Office of Personne| Management

Page 1 of 2
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o Rehabilitation Act, as amended (29 U,5.C. 701, et seq.), requires each agency in the executive branch of the Federal Government
establish programs that will faclitate the hiting, placement, and advancement of individuals with disabilities. The bast means of
termining agency progress in this respect is through the production of reports at certain intervals showing such things as the number
employess wilh disabilities who are hired, promoted, trained, or reassigned over a glven time period; the percentage of employees
'h disabilities in the workforce and in various grades and occupations; etc. Such reports bring to the attention of agency top
magement, the U.S. Office of Perscnnel Management {OPM), and the Congress deficiencies within specific agencies or the Federal
wernment as a whole in the hiring, placement, and atlvancement of Individuals with disabilities and, therefore, are the essentlial first
3p in improving these conditions and consequently meeting the reguirements of the Rehabilitation Act,

e disability data collected on employees will be used only in the production of reports such as those previously mentioned and not for
y purpose that will affect them individually, The only exception to lhis rule is {hat the records may be used for selective placement
rposes and selecting special populations for mailing of valuntary personnel research surveys, In addition, every precaution will be
en o ensure that the information provided by each employes is kept to the strictest confidence and is known only to those individuals
the agency Persannel Office who oblain and record the information for entry into the agency's and OPM's personnel systems. You
ould also be aware that participation it the disabllity reporling system s entirely voluntary, with the exception of employees
pointed under Schedule A, SECTION 213.3102{u) (Severe physical or mental disabilities}. These employees will be requested
identify their disability status and if they decline to do so, their correct disability code will be obtained from medical documentation

ed {o support their appointment.

aployses will be given every opportunity to ensure that the disability code carried in their agency's and OPM's personnel systems is
curate and Is kept cunrent, They may exercise this opportunity by asking their Personnel Officer to see a printout of the code and
finition from thelr records . The code carried on employees in the agency's system will be identical to that carried In OPM's system,

wir cooperation and assistance In establishing and maintaining an accurate and up-lo-date disability repor system is sincerely
prectated,

ivacy Act Statement

dlection of the requested information is authorized by the Rehabilitation Act, as amended (29 U.8.C. 701, st seq.). Sclicitation of your
cial Security Number (SSN) is authorized by Executive Order 9397, which permits agencies to use the SSN as the means for
mntifying persons with disabilities in persornel information systems. Your SSN will only be used to ensure that your correct disability
de is recorded along with other employee informafion that your agency and OPM maintain on you. Furnishing your SSN or any other
ta requested for this collection effort is voluntary and failure to do so will have no effect on you. It should be noted, however, that

jere individuals decline to furnish their SSN, the SSN will be abtained from other records in order to ensure accurale and complete

ta. Employees appointed under Schedula A, Section 21 3,3102 (u) (Severe physical or menial disabilities) are requested to furnish an
curate disability code, but failure to do so will not affect them. Where employees hired under one of these appointing authotities fail to
iclose their disability(ies), however, the appropriate code will be determined from the employee's existing records or medical
cumentation physically submitted upon appointment.
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APPENDIX VIII

AMERICANS WITH DISABILITIES / 504 GREIVANCE PROCEDURE



*k% SAMPLE ¥

AMERICANS WITH DISABILITIES/
504 GRIEVANCE PROCEDURES

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

Complaints should be addressed to: (1.B. Person) who
has been designated to coordinate ADA/504 Compliance efforts.

A complaint should be filed in writing or verbally. They should
contain the name and address of the person filing the complaint and

a brief description of the alleged violations of the requlation.

A complaint should be filed within (# of Days) 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 __ (I.B, Person) . These rules
contemplate informal but thorough investigations affording all interested persons
and their representatives, if any, an opporfunity 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, will be issued by and a copy forwarded
to the complainant no later than (# of days).

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

the complaints filed.
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INTRODUCTION: GENERAL COMPLAINT PROCEDURES
PERTAINING TO EMPLOYEES

These complaint procedures apply to complaints by or regarding employees of the
Council on Postsecondary Education (the “Council”), at the University of Rhode
island, Rhode Island College, and The Community College of Rhode Island (the
“Institutions”) and the Office of the Postsecondary Commissioner (“OPC”), alleging
unlawful discrimination, harassment, and retaliation as well as all types of sexual
harassment and sexual violence that are prohibited by Title IX (including sexual
assault, sexual battery, rape and sexual coercion) and all types of sexual or relationship
assault or violence that are prohibited by the Violence Against Women Reauthorization
Act ("VAWA") of 2013, (which are sexual assault, domestic violence, dating violence,
and stalking). All of the sexual and relationship offenses prohibited under Title 1X and
VAWA, which are also all prohibited by the Council's Sexual Harassment and Sexual
Violence Policy, will hereinafter be collectively referred to by the general term “sexual

violence.”

The Council prohibits discrimination, including harassment and retaliation, on the basis
of race, color, creed, national or ethnic origin, gender, gender identity or expression,
religion, disability, age, sexual orientation, genetic information, marital status, citizenship
status or status as a special disabled veteran, recently separated veteran, Vietnam era
veteran, or any other veteran who served on active duty during a war or in a campaign
or expedition for which a campaign badge has been authorized. The Council also

prohibits all forms of sexual harassment and sexual violence.

These procedures are also applicable to complaints and cases that may arise under,
and are intended to be consistent and compliant with the procedural and substantive
provisions of, applicable state and federal law and regulations including but not fimited
to Titles VI and VIl of the Civil Rights Act of 1964, as amended; Title 1X of the 1972
Educational Amendments to the Higher Education Act; the Age Discrimination in
Employment Act of 1967; Sections 503 and 504 of the Rehabilitation Act of 1973, as

amended: Section 402 of the Vietnam Era Veterans Readjustment Assistance Act of
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1974, as amended; the Equal Pay Act of 1963; the Americans with Disabilities Act of
1990: ADA Amendment Act of 2008; the Higher Education Act of 1965, as amended;
the Violence Against Women Reauthorization Act of 2013; the Genetic information
Nondiscrimination Act, Executive Order 11246, as amended; Executive Order 91-39;
Executive Order 92-2: and Rhode Island General Law §28-5.1, as amended.

These procedures also describe the process for individual members of the relevant
campus communities (e.g., faculty, staff or students), and employees of the Office of
Postsecondary Commissioner (“OPC"), to follow in the event they believe themselves or
others, to have been victim of unlawful discrimination, harassment, retaliation, sexual
harassment, or sexual violence. These procedures also describe the required process
for the investigation and resolution of allegations of such wrongful conduct by the
institutions and OPC.

Complaints regarding the institutions' President or the Commissioner of Postsecondary
Education should be filed with the Office of General Counsel for the Council on

Postsecondary Education.

A complaint may also be filed against institutional service providers, vendors, and other
contractors. In these instances, the Affirmative Action Office shall determine, within its

discretion, appropriate response and action.

The provisions of the collective bargaining agreements governing unionized employees

may provide additional mechanisms for addressing allegations of discrimination.

OFFICES FOR COMPLAINANTS TO CONTACT

If any member of the relevant campus communities (e.g.: faculty, staff or students) or
employees of the OPC believe that their rights (and/or the rights of others) have been
violated and wish further information, advice or assistance in filing a complaint, they

should, as a first step contact:



University of Rhode Island

Affirmative Action Office/ Title IX Coordinator (Roxanne Gomes)
201 Carlotti Administration Building

Kingston, Rhode Island 02881

Phone. (401) 874-2442

TTY - via RI Relay at 1-800-745-55655

Rhode Isiand College

Affirmative Action Office/Title IX Coordinator (Margaret Lynch-Gadaleta)
600 Mt. Pleasant Avenue

Providence, Rhode Island 02908

Phone: (401) 456-8000

TTY - via Rl Relay at 1-800-745-5555

Community Coilege of Rhode Island

Affirmative Action Office/Title IX Coordinator (Sheri Norton)
400 East Avenue

Warwick, Rhode Island 02886

Phone: (401) 825-1000

TDD: (401) 825-2313

Office of Postsecondary Commissioner

Affirmative Action Office/Title 1X Coordinator (Interim: Ann Marie Coleman)
80 Washington Street, Ste. 450

Providence, Rhode Island 02903

Phone: (401) 456-6000

TDD: (401) 456-6027



INFORMATION FOR COMPLAINANTS ALLEGING SEXUAL VIOLENCE

In cases involving allegations of sexual violence, Complainants shall, in addition, be
provided an explanation of his/her rights and options, which shall include a description
of available options for, and assistance in, changing academic, living, transportation,

and working situations, as well as information about:

1, the importance of seeking immediate medical attention for sexual violence
2. other available health care and counseling services

3. the importance of preserving evidence for proof in the investigation or
subsequent proceedings, or for obtaining a protective order

4. to whom the alleged sexual violence should be reported

5. options regarding notifying law enforcement and/or campus authorities,
including notification of the Complainant regarding the Complainant’s right to:

a. notify either police (local or campus) or campus authorities

b. be assisted by campus authorities in notifying law enforcement if the
Complainant so chooses

c. decline to notify such authorities

6. the rights of Complainants and the institutions in notifying law enforcement if
the protection, no contact orders, restraining orders, or similar lawful orders
issued by a criminal, civil, or tribal court.

If the Complainant alleging sexual violence is a student, the student shall also be
referred to the appropriate Student Affairs Office responsible for advising student
victims of alleged sexual violence, which shall provide further relevant information and
assistance to the student, as required by Title IX, VAWA, local law and institutionfOPC
policies. If the complaint alleges sexual violence, the complaint investigation and
proceedings shall provide a prompt, fair and impartial process (which includes the
provision to the parties of timely and equal access to any information that will be used
during the formal resolution process) and shall be conducted by an official (or officials)
who do not have a conflict or bias for or against the Complainant or Respondent and
who have received annual training on methods and processes for conducting complaint
investigations and proceedings in a manner that protects the safety of victims and

promotes accountability, and any other training required by law or University policy.



COMPLAINTS AGAINST STUDENTS

In the event that an employee files a complaint against a student, the Affirmative Action
Officer/Title X Coordinator and the Division/Office of Student Affairs will determine
which office will proceed with the processing of the complaint. Proceedings involving
student-to-student complaints will be adjudicated through the Division/Office of Student
Affairs and must comply with the procedural guidelines contained in the institution’s
student handbook.

REPORTING BY RESPONSIBLE EMPLOYEES

The required general procedures pertaining to the reporting of instances or complaints
of sexual harassment and sexual violence are set forth in the Council on Postsecondary
Education Sexual Harassment and Sexual Violence Policy. The more specific reporting
procedures established by each Institution and the OPC are set forth in Attachments B,
C, D and E of that Policy. Those specific reporting procedures fist the “responsible
employees” at each of the Institutions and the OPC who are required to report
complaints and incidents of sexual harassment and sexual violence reported to them or
of which they become aware.

Those same “responsible employees” shall also be required under these Procedures to
report ali other instances and allegations of other types of discrimination (i.e.
discrimination other than sexual harassment and sexual violence), including but not
limited to racial or gender discrimination, or retaliation, to their institution’s/OPC’s

Affirmative Action Office.

FILING DEADLINES

To provide adequate opportunity for a prompt investigation, that enables access to the
most current evidence, parties are encouraged to file complaints as soon as possible.
All complaints under this procedure must normally be filed within 365 days after the last
of alleged discriminatory act occurred. The Institution's/Office’s ability to respond to
complaints filed beyond this time is limited. However, complaints or cases involving

allegations of continuing unlawfut discrimination, harassment, sexual harassment,
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sexual violence, or retaliation may be fully investigated, including occurrences beyond
the 365-day time frame, so long as the last act of alleged discrimination occurred within

the prescribed filing deadline (365 days).

ADVISORS AND SUPPORTERS

All parties meeting with an Affirmative Action Officer/Title X Coordinator may be
accompanied by an individual of their choice (who may be an attorney) for support
and/or advice. This individual: may not address or question the investigator, other
parties or witnesses; may not present evidence or make arguments; and shall not have

any role other than to accompany and communicate with the party requesting support.

DISCRIMINATION AGAINST GROUPS

Cases involving unlawful discrimination, including harassment or retaliation, against a
group or class of individuals, reflecting an apparent pattern and practice of
discrimination, must be appropriately acted upon by the Affirmative Action Officer/Title

IX Coordinator regardless of whether there is an identified complainant,

CRIMINAL VIOLATIONS

If a complaint or case reported to the Title IX Coordinator or Affirmative Action Office
involves potential criminal violations, that Coordinator or Office shall forward a report of
the complaint or case to the campus police and to the appropriate President or the

Commissioner of Postsecondary Education where applicable.

In cases involving allegations of sexual violence or other crimes, Complainants shall
also be informed of their right to file a complaint with campus police or local law
enforcement authorities. However, regardless of whether a Complainant files a
complaint with local law enforcement authorities, and regardless of any investigations or

other actions taken by local law enforcement, the Institution/OPC will continue to have



an obligation to undertake and duly complete its own internal complaint and

investigation procedure.

NON-RETALIATION

Retaliation against any Complainant or witness is prohibited and shall be treated as a
separate violation of the Institution’s or OPC's community standards and Non-
Discrimination Policy. Specifically, no officer, employee, or agent of the Institutions or
OPC under the Council's jurisdiction shall retaliate, intimidate, threaten, coerce, or
otherwise discriminate against any individual for filing a complaint or participating in any

investigation or proceeding brought pursuant to this policy.

There shall be no disciplinary action, retaliation or reprisai for bringing a complaint in
good faith., Individuals shail not, however, knowingly make false charges of

discrimination, harassment, retaliation, sexual harassment, or sexual violence.

MODIFICATION OF PROCEDURES

These procedures constitute the general complaint process to be followed by the
Institutions and OPC in addressing and resolving complaints and cases of unlawful
discrimination, harassment, retaliation, sexual harassment and sexual violence. The
Institutions and OPC shall have the right to reasonably alter and/or deviate from the
procedural guidelines contained herein when it is warranted by either the circumstances
of a case or required by applicable state and federal law and regulations. The
Institutions and OPC shall also have the right to authorize and appoint a designee to

serve in the Affirmative Action Officer's capacity in the execution of these procedures.

The parties are to be provided timely written notice of any such designation and of any

substantive deviation from the procedural guidelines.



SPECIFIC PROCEDURES
INITIAL CONSULTATION

The Affirmative Action Officer/Title IX Coordinator shall meet with the Complainant to
discuss the Complainant's concerns, and review the complaint procedure, determine the
appropriate jurisdiction, and explain the different methods available to resolve the
complaint under these procedures. (See: formal resolution and informal resolution,

where applicable).

The purpose of this initial step is to assist individuals to identify the source of the
concern and provide the Complainant with information concerning Institutional/OPC
resources, policies and procedures; so that the Complainant might best assess the

most appropriate course of action, given their circumstances.

PROCEDURAL OPTIONS

If it is determined that the Affirmative Action Office shall retain responsibility for the
case, the Affirmative Action Officer/Title 1X Coordinator will ascertain from the
Complainant which of the following procedural resolution options hel/she prefers to

utilize.
Informal Resolution (Not an Option for Sexual Violence Cases)

Formal Resolution

The selected option will be verified by the Complainant's signature. Selection of an
option at this time will not preclude the Complainant from electing another option at a
later time, where appropriate, as determined in consultation with the Affirmative Action
Officer/Title IX Coordinator. Informal Resolution may only be utilized when both the

Complainant and Respondent agree to it.

if it is determined that the case should not be addressed by the Affirmative Action
Office, the Affirmative Action Officer or Title IX Coordinator will refer the Complainant to

the appropriate office or department.



INTERIM PROTECTIVE MEASURES

if during the initial consultation, the Affirmative Action Officer/Title 1X Coordinator
determines that immediate action may be necessary to protect the rights, interests, or
safety of the Complainant, Respondent or the campus community, the Affirmative
Action Officer/Title 1X Coordinator will advise the institution's/OPC’s human resources
office and Division/Office of Student Affairs (if applicable) of the situation. Upon
consultation with appropriate institution/OPC officials, immediate action may be taken
which may include temporary changes in duties and responsibilities, directives to
Complainant and Respondent regarding personal contact, warnings to the Respondent
and, in severe cases, and the immediate suspension of the Respondent pending the
completion of a formal investigation. These remedial and protective actions may be
coordinated with any similar actions independently provided by the Institution upon the

request of the Complainant.

WITNESSES

The Affirmative Action Officer/Title IX Coordinator may contact any other pertinent

individuals who may have knowledge of or information relating to the matter.

CONFIDENTIALITY

At the time at which a procedural option is selected, the Complainant will also be asked
to make a decision regarding confidentiality. The Institution/OPC will make all
reasonable efforts to honor requests for confidentiality, to the extent permitted by law.
However, it must be understood that while some concerns or complaints can be
resolved without disclosing one's identity, often successful resolution cannot be
achieved under such circumstances. Further, individuals who are directly accused of
untawful and/or discriminatory behavior and who, as a result, may be subject to
disciplinary action, are entitled to a copy of the formal complaint and/or a summary of

the charges against them so that they may prepare a proper defense.

10



Any member of the Council, employees of the Office of the Postsecondary
Commissioner, or students or employees of the colleges or university who participate in
formal or informal proceeding under this policy or otherwise gain knowledge thereof
shall treat all information acquired, whether written or oral, as confidential, provided
however, that the parties to a proceeding may share such information with their

personal advisors, advocates and representatives.

The Institutions and OPC will keep identifying information about Complainants and
victims confidential in accordance with all applicable legal requirements, and such
information will generally only be shared on a need-to-know basis with those college,
university, and OPC officials such as investigators, campus security personnel, student
affairs officials, and other institutional or OPC officials who are involved in responding
to the complaint or who are legally required to receive such information. In cases where
an individual wishes to file a complaint but not be identified, their request will be
honored to the full extent permitted by law, but the individual wili be advised that the
college’s, university's, or OPC’s ability to investigate the complaint or proceed with
appropriate corrective or disciplinary action may be prevented or significantly hampered.
The identity of, and identifying information about, Complainants and victims will not be
disclosed in any public safety notices, final determination reports, or statistical reports
that may be issued or made publically available as required or permitted by law. if the
Institution or Office is compelled by law, such as through a subpoena or court order
issued in a legal proceeding, or through a public records request, to provide such
information to third parties, the Institution or Office will make a reasonable effort, prior to
complying with the request, to notify the individual, so that the individual may seek a

protective order or take other actions as they may deem appropriate.

INFORMAL RESOLUTION

This informal procedure is intended to affect the resolution of a complaint by reconciling
the parties' differences and/or rectifying the alleged discriminatory action(s). Complaints

that the Affirmative Action Officer/Title IX Coordinator determines as involving
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discrimination against a group or class of individuals, or involving likely criminal
violations may not be resolved through use of the informal resolution process. Informal

resolution will also not be used in cases involving allegations of sexual violence.

if, after preliminary review of the matter, it is the judgment of the Affirmative Action
Officer/Title IX Coordinator that the case should not be addressed by the Affirmative
Action Office/Title iX Coordinator, the informal procedure shall be terminated and the

case shall, if applicable, be referred to the appropriate office.

If the parties agree to the informal resolution procedure, the Affirmative Action
Officer/Title IX Coordinator will make all reasonable attempts to resolve the matter
within thirty (30) days. The specific details of each case will determine the best possible
means for achieving a satisfactory resolution. If attempts at informal resolution are not
effective, if the terms of the informal resolution are subsequently broken, or if for any
reason the Complainant wishes to discontinue the informal resolution process, the

Complainant may exercise the remaining option.

if the complaint is resolved during the informal procedure the terms of the resolution will

be reduced to writing and signed by the parties.

The Informal Resolution Procedure offers an option to discuss, evaluate and resolve

allegations of discrimination without beginning a Formal Resolution/Investigation.

No official findings of fact are made about the alleged behavior, which may be

discriminatory and/or violate Institution/OPC policy. Rather, emphasis is placed on:

1. Identifying the source of the allegations/concerns(s).
2. Exploring alternatives to resolve the complaint.
3. Instituting solutions to address the current concerns(s) and eliminate the

possibility of similar issues occurring in the future.
Steps in the Informal Resolution Process

The following steps shall be taken in an effort to resolve complaints in an informal

manner.
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Step 1: Notifying the parties

Upon receipt of a complaint, the Office of Affirmative Action/Title IX Coordinator shall

notify and meet with the Complainant and the Respondent.
Step 2: Information gathering

In an effort to fully understand the facts and positions of the Complainant and the
Respondent, the Investigator shall take steps that he/she deems necessary o gather
additional information from the parties or from others perceived to have knowledge of

the allegations.
Step 3: Resolution or Next Steps

If all parties agree to the informal resolution process, the Affirmative Action Officer/Title
IX Coordinator will make all reasonable attempts to resolve the matter within thirty (30)
days. The specific details of each case will determine the best possible means for

achieving a satisfactory resolution.

If the informal resolution process fails to resolve the matter to the satisfaction of both the
parties, or the terms of the informal resolution as subsequently broken, either may
request a Formal Resolution/Investigation of the charge within 10 calendar days of

concluding the Informal Resolution Process.

FORMAL RESOLUTION

Any person(s) who believes they have been the victim of discrimination, harassment,
retaliation, sexual harassment or sexual violence, or who witnesses acts of
discrimination, harassment, retaliation, sexual harassment or sexual violence against
others, may file a formal complaint with the Affirmative Action Office/T itle 1X
Coordinator. Utilizing the informal process is not a prerequisite. A formal review
consists of conducting an investigation, fact-finding, determining whether sufficient
credible evidence exists to support the allegation(s), and issuing written findings. The
formal investigation and related proceedings, which are described below, shall provide a

prompt, fair, and impartial investigation and resolution of the allegations.
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Step 1: Complainant’s Written Statement

Normally, a signed incident complaint form containing a written statement of allegations
initiates the formal process. In order to enable the Investigator to most effectively
investigate the complaint, the written statement of allegations should contain a detailed
description of the conduct being complained about, the name(s) of the alleged
offender(s), the name(s) of the alleged victim(s}, the names of any alieged witnesses,
and the name of the person filing the complaint. The Affirmative Action Officer/Title IX
Coordinator will provide assistance to anyone for whom completion of the complaint
form is difficult or impractical. The person or persons filing the complaint and/or the
alleged victim of discrimination shail be referred to hereinafter as the “Complainant.”
Anonymous complaints, and complaints filed by individuals who request confidentiality,
will be investigated by the Institution/OPC to the extent possible pursuant to the

procedures set forth herein.
Step 2: Notifying the Respondent

The person or persons identified as the alleged offender shall be referred to hereinafter
as the “Respondent.” Once the complaint has been filed, the Affirmative Action
Officer/Title 1X Coordinator will notify the Respondent(s) by written letter of its existence

and provide him/her/ them with a copy of the signed complaint.
Step 3: Respondent’s Written Response

The Respondent(s) will be provided an opportunity to file a formal response. The formal
response shall be filed with the Affirmative Action Office/Title IX Coordinator by the
Respondent(s) within twenty (20) days from the date the Respondent(s) received the

signed complaint.

If the Respondent fails to timely file a formal response and/or elect(s) not to participate
in the formal resolution process, the case will proceed and be investigated with or

without the involvement of the Respondent.

If, during the investigation, the Complainant indicates a desire to withdraw his/her

complaint, the Complainant shail sign a written statement of withdrawal containing the
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reasons therefore and the case may be closed in the discretion of the Affirmative Action
Officer/Title X Coordinator. However, the Affirmative Action Officer/Title IX Coordinator
may continue to conduct the investigation and take action to address the issues raised

by the Complainant regardless of the Complainant's wishes.
Step 4: Investigation Process

The Affirmative Action Officer/Title IX Coordinator or designee will act as investigator.
The investigator is neutral, objective, and does not act as an advocate for either party.
The investigator is authorized to contact any and all persons who may have information
relevant to the complaint and shall have access to all relevant College/ University/OPC
records. The investigator shall also collect and evaluate other available records and
information relevant to the complaint and investigation (e.g. email communications,
medical test resuits, photographs), as appropriate. The investigator shall maintain a
record of the investigation, including any interviews, which shall be retained as an

official Affirmative Action Office record.
Step 5: Final Investigative Report

A final investigative report shall be prepared which sets forth the findings of the
Affirmative Action Officer/Title 1X Coordinator or designee and the basis and rationale
for hisfher conclusion(s). Unless otherwise indicated in the report, the date of the report
shall be considered the date upon which the results of the investigation become final. In
making his/her findings, the Affirmative Action Officer/Title IX Coordinator or designee
shall utilize the evidentiary standard of “preponderance of the evidence.” The final
investigative report shall normally be issued within sixty (60) days after the complaint is
filed. When more than sixty (60) days is needed to complete the investigation, the
Affirmative Action Officer/Title X Coordinator or designee shall notify the parties and
proceed as expeditiously as possible. Allegations or evidence of violations of policies
and procedures that are discovered during the investigation but which are outside the
jurisdiction of the Affirmative Action Officer/Title IX Coordinator shall be referred to the
appropriate office for resolution. The Affirmative Action Officer/Title 1X Coordinator or
designee will simultaneously provide copies of the report to the Complainant and the

Respondent, and will also send a copy to the appropriate Vice President/Provost or
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Associate Commissioner. The Complainant and Respondent will also be advised of the

appeal process af that time.

POST-INVESTIGATION PROCEDURES
APPEAL PROCEDURES

Either party (Complainant or Respondent) may appeal the Affirmative Action
Officer's/Title' IX Coordinator’s findings. Such appeals shall be filed with the Institution’s
President or the Commissioner of Postsecondary Education as appropriate. The
Appeal may be conducted by the President or the Commissioner or their designee.
Parties wishing to file an appeal must do so within ten (10) days after receiving the
Affirmative Action Officer's/Title IX Coordinator's final report. The appeal process will not
involve reinvestigation of the complaint. Appeals must raise specific issues related to
the Affirmative Action Officer's/Title IX Coordinator's findings. Appeal decisions (which
shall include a statement of the rationale for the decision) shall be rendered within thirty
(30) days after the request for appeal is received unless extended for good cause as
reasonably determined by the Appeals Officer. Copies of the appeal decision shall be
simultaneously provided to the parties, with a copy also to be sent to the appropriate

Vice President/Provost or Associate Commissioner.

DISCIPLINARY ACTION

When the investigative findings of the Affirmative Action Officer/Title |X Coordinator or
designee (together with the appeal decision in cases in which there is an appeal) are
received by the appropriate Vice President, Provost, or Associate Commissioner,
he/she in consultation with the Institution’s/lOPC’s Office of Human Resources, shall
render a written determination (which includes a statement of the rationale for the
determination) regarding the appropriate disciplinary and/or corrective action, if any, and
provide a copy of the written determination to the Respondent. In cases involving

allegations of sexual violence, a copy of the written determination will also be provided
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to the Complainant. Such disciplinary and/or corrective action may include but are not

limited to: reprimand, required counseling, suspension, demotion, or termination.

Disciplinary action will follow the procedural requirements of applicable collective
bargaining agreements and any applicable statutory and judicial mandates. The Vice
President/Provost/Associate Commissioner will be responsible for the implementation of
all such disciplinary/corrective action measures. A record of the outcome of each case
will remain a part of the permanent file of the case maintained by the Affirmative Action
Office/Title IX Coordinator.

POST-PROCEEDING PROTECTIVE MEASURES

In appropriate cases, the Vice President/Provost or Associate Commissioner, in
consultation with the Institution’s/fOPC’s Office of Human Resources and/or
Director/Office of Student Affairs, may direct that certain measures be instituted or
provided, to protect or safeguard the Complainant or victim of the misconduct, and/or to
prevent or minimize the possibility of a further harmful incident or offense. Such
protective measures may include: no f{respass orders, no contact direcftives,
counseling, reassignment of work duties, workplace relocation, referral to institutional
offices capable of providing support, advice or other resources (e.g. EAP, Housing,
Woman's Center, Residence Life), or any such other action(s) that may be described in
the Institution's/lOPC's policies and that are deemed appropriate under the

circumstances.
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OUTSIDE AGENCIES

All individuals shall be informed regarding their right to seek redress through the
following outside agencies:

Office of Civil Rights, Region |

US Department of Education

5 Post Office Square, 8% Floor

Boston, MA 02109-3921

Tel.: (617) 288-0111

Fax: (617) 289-0150
http://www2.ed.gov/about/offices/list/iocr/docs/howto. htmi

United States Equal Employment Opportunity Commission
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

Phone: 1-800-669-4000

Fax: 617-565-3196 htto://www.eeoc.gov/field/boston/index.cfm

Rhode Island Commission for Human Rights
180 Westminster Street, 3rd Floor
Providence, Rhode Island 02903

Tel: 401-222-2661 401-222-2664

Fax: 401-222-2616
http:./iwww.richr.state.ri.us/frames.html
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APPENDIX X

RHODE ISLAND COLLEGE SEXUAL MISCONDUCT AND
RELATIONSHIP VIOLENCE FOR COMPLAINTS AGAINST STUDENTS



RHODE ISLAND COLLEGE

SEXUAL MISCONDUCT AND RELATIONSHIP VIOLENCE POLICY FOR COMPLAINTS
AGAINST STUDENTS

It is the policy of Rhode Isiand College (the “College”) to prohibit all forms of discrimination on
the basis of sex in any education program or activity pursuant to Title IX of the Education
Amendments of 1g72. Title IX states, “No person in the United States shall, on the basis of sex,
be excluded from participation in, be denied the benefits of, or be subjected to discrimination
under any education program or activity receiving Federal financial assistance.” This
prohibition against discrimination on the basis of sex applies to all persons, including third-
parties.

In addition to prohibiting discrimination on the basis of sex, it is the policy of the College to
prohibit the crimes of dating violence, domestic violence, sexual assault and stalking, as they
are defined for purposes of this Policy and the Jeanne Clery Disclosure of Campus Security
Policy and Campus Crime Statistics Act (the "Clery Act”).

I. Title IX Coordinator

Margaret Lynch-Gadaleta, Director-Institutional Equity, serves as the College’s Title IX
Coordinator. The Title IX Coordinator's office address is 111 Roberts Hall, Rhode Island College,
Providence, Rl 02908. The Title IX Coordinator can be contacted at (401) 456-8387 or at
mlynchgadaleta@ric.edu. The Title IX Coordinator is responsible for monitoring compliance
with Title IX; and coordinating and implementing a prompt, fair, impartial and equitable
complaint process for Title IX Complaints, from the time a report is made, or when the College
knows about prohibited behavior, until the final resuit.

Il. Parties

The person who is directly impacted by a violation(s) of this Policy, will be referred to as the
“Complainant.” The student responding to the complaint (i.e., the student accused of
violating this Policy) will be referred to as the "Respondent.”

I11. Application of this Policy

This Policy outlines the rights of the Complainant and the Respondent when a violation(s) of
this Policy is alleged. This Policy applies to complaints made against students enrolled in the
College. This Policy applies to all forms of sexual misconduct and relationship violence,
including complaints of sexual and gender based harassment, sexual assault, non-consensual
sexual conduct, sexual exploitation, dating violence, domestic violence, stalking and
retaliation, whether they occur on or off campus. For more information on the complaint process
for complaints made against employees, please contact the Title IX Coordinator.

IV. Application of the Council on Postsecondary Education Sexual Harassment and Sexval
Violence Policy



In addition to this Policy, all students must also comply with the Council on Postsecondary
Education Sexual Harassment and Sexual Violence Policy. The definitions set forth in the
Council on Postsecondary Education Sexual Harassment and Sexual Violence Policy are
incorporated herein. For purposes of adjudication of complaints against students under the
Title IX Complaint Process, the definitions set forth herein shall be utilized.

V. Privacy and Confidentiality

The College will make all reasonable efforts to protect the confidentiality of the Complainant,
Respondent and other necessary parties by keeping all complaints and investigations private
to the extent possible and will only disclose on a “need to know” basis. It is the expectation of
the College that any persons who participate in the investigation and/or adjudication of
violations under this Policy or otherwise gain knowledge thereof shall treat all information
acquired, whether written or oral, as confidential, provided however, that the Complainant and
Respondent may share such information with their advisor and legal representative, if
applicable.

The College will make all reasonable efforts to honor requests for confidentiality, to the extent
permitted by law. However, in certain circumstances, the College may not be able to grant the
confidentiality request(s) due to various factors, including when there is a risk of imminent
harm to an individual or others or a threat to the health and safety of the College community.
Additionally, while some concerns or complaints can be resolved without disclosing one's
identity, often successful resolution may be difficult to achieve under such circumstances.

In cases where a Complainant’s request for confidentiality is granted, the College will continue
to complete publicly available recordkeeping in accordance with relevant laws, including the
Clery Act reporting and disclosures, without the inclusion of personally identifying information
about the Complainant. Further, individuals who are directly accused of violations of this Policy
and who, as a result, may be subject to sanctions, are entitled to a summary of the charges
against them so that they may effectively respond.

The College will maintain, as confidential, any accommodations or protective measures
provided to the Complainant, to the extent that maintaining such confidentiality does not
impair the ability of the College to provide the accommodations andfor protective measures.

Vi. Employees’ Responsibility to Report Violations of this Policy

The following individuals shall be considered “Responsible Employees” at the College for
purposes of reporting violations under this Policy: All Senior college officials, including all
college officers and all Senior Administrators with a rank of Director or higher (e.g. Directors,
Vice Presidents, President); All Full Time and Part Time Faculty; All academic Deans and
Department Chairs; All employees who are responsible supervisors for one or more other
employees; All Residence Hall Coordinators and Residence Hall Directors; All coaches; and All
other individuals designated as “Campus Security Authorities,” as listed in The College's
Annual Crime Statistics and Fire Safety Report (*Clery Report”). Notwithstanding the
foregoing, mental health counselors, pastoral counselors, psychologists, health services



employees or other employees with a professional license that requires confidentiality, or
employees supervised by any such employees, are not considered responsible employees for
reporting purposes, and shall not report potential violations of this Policy in a way that
identifies the student, without the student’s consent. All Responsible Employees are obligated
to report all actual, suspected or alleged violations of this Policy which are reported to them, or
of which they become aware, to the Title IX Coordinator or designee.

VII. Violations

The types of sexual misconduct and relationship violence prohibited by this Policy are defined
below. (It is important to note that sexual misconduct and relationship violence is prohibited
regardless of the sexuval orientation, gender, gender identity, or gender expression of the
Complainant or Respondent).

A. Sexuval Harassment

Sexual Harassment is defined as unwelcome sexual advances, request for sexual favors,
and any other verbal, non-verbal or physical conduct of a sexvual nature when: (1)
Submission to such conduct is made, either explicitly or implicitly, a term or condition
of an individual's education, employment, or participation in programs or activities at
the College; (2) Submission to or rejection of such conduct by an individual is used as a
basis for decisions affecting that individual’s education, employment, or participation in
programs or activities at the College; or (3) Such conduct is so severe and pervasive that
is has the purpose or effect of unreasonably interfering with an individual's education,
employment or participation in programs or activities at the College and/for creating an
intimidating, hostile, offensive or abusive employment, academic, extracurricular or
living or learning environment for the individual at the College.

Sexual harassment can arise from many different types of unwelcome verbal,
nonverbal and physical conduct ranging from sexual gestures or teasing to sexual
assault, acts of sexual violence, including domestic and dating violence, stalking and
other coercive activity. Examples of such conduct and behaviors that may lead to a
finding of sexual harassment include, but are not limited to, the following: (1) Verbal:
Sexual remarks, comments, jokes and innuendos, communicating unwelcome stories
about someone's social or sexual life, and propositions or pressure for social or sexual
contact. (2) Non-verbal: The display of sexually explicit stares, gestures or suggestive
pictures, including secretly video recording sexual acts, and/or sharing sexual images
via social media without consent. (3) Physical: Unwanted touching, patting, grabbing,
pinching, including sexual assault, domestic violence, dating violence stalking and rape.
Sexual harassment need not be intentional. Examples may also include, persistent and
inappropriate personal attention in the face of repeated rejection; unwelcome
comments about an individual's sexval orientation, gender, gender identity, or gender
expression; inappropriate written conduct containing comments, words, jokes, or
images that are lewd or sexually suggestive or relate in an unwelcome manner to an
individual’s sexual orientation, gender, gender identity, or gender expression.



The intent of the person who is alleged to have committed such behavior may not be
relevant to determining whether a violation has occurred. The relevant determination is
whether a reasonable person similarly sitvated could have reasonably considered the
alleged behavior to be sexual harassment.

Acts that do not necessarily involve conduct of a sexual nature but are based on sex or
gender- stereotyping, and which may include physical aggression, intimidation,
hostility, humiliation, insulting and hazing, may also be considered sexual harassment
under this Policy.

The College will consider the effects of both on and off campus conduct when
evaluating whether there is a hostile environment on campus.

B. Sexual Assault
Sexual assault includes any of the following:

Rape: The penetration, no matter how slight, of the vagina or anus with any
body part or object, or oral penetration by a sex organ of another person,
without the consent of the victim;

Fondling: The touching of the private body parts of another person for the
purpose of sexual gratification, without the consent of the victim, including
instances where the victim is incapable of giving consent because of his/her age
or because of his/her temporary or permanent mental incapacity;

Incest: Sexual intercourse between persons who are related to each other
within the degrees wherein marriage is prohibited by law; or

Statutory Rape: Sexual intercourse with a person who is under the statutory
age of consent. The age of consent in Rhode Island is 16 years of age (See RIGL§
11-37-6).

C. Non-Consensual Sexual Contact

Non-consensual sexual contact includes any touching (however slight) with any part of
the body or other object, by any person upon another, without consent, for the purpose
of sexual gratification.

D. Sexval Exploitation

Sexual Exploitation is purposefully taking sexual advantage of another person without
consent. (Sexual exploitation may include, but not be limited to, voyeurism;
disseminating, streaming, or posting pictures or videos of another in a state of undress
or of a sexual nature without the person’s consent; exposing one's genitals to another
person without consent, etc.).



E. Dating Violence

Dating violence is defined as physical violence or the threat of physical violence
committed by a person who is or has been in a social relationship of a romantic or
intimate nature with the person against whom the physical violence or the threat of
physical violence has been committed. The existence of such a relationship shali be
determined based on factors such as the length and type of relationship, and frequency
of interaction between the persons involved in the relationship. For the purposes of this
definition, dating violence includes, but is not limited to, sexual or physical abuse or the
threat of such abuse. Dating violence does not include acts covered under the definition
of domestic violence.

F. Domestic Violence

Domestic violence is defined as physical violence committed: (A) by a current or former
spouse or intimate partner of the victim; (B) by a person with whom the victim shares a
child in common; (C) by a person who is cohabitating with, or has cohabitated with, the
victim as a spouse or intimate partner; (D) by a person similarly situated to a spouse of
the victim under the domestic or family violence laws of the jurisdiction in which the
crime of violence occurred, or (E) by any other person against an adult or youth victim
who is protected from that person’s acts under the domestic or family violence laws of
the jurisdiction in which the crime of violence occurred.

G. Stalking

Stalking occurs when a person engages in a course of conduct directed at a specific
person that would cause a reasonable person to: (A} fear for the person’s safety or the
safety of others; or (B) suffer substantial emotional distress. For the purposes of this
definition “Course of conduct” means two or more acts, including, but not limited to,
acts in which the stalker directly, indirectly, or through third parties, by any action,
method, device, or means, including social media, follows, monitors, observes, surveils,
threatens, or communicates to or about a person, or interferes with a person’s
property. “Reasonable person” means a reasonable person under similar circumstances
and with similar identities to the victim. “Substantial emotional distress” means
significant mental suffering or anguish that may, but does not necessarily, require
medical or other professional treatment or counseling.

H. Retaliation

Retaliation against any individual for filing a complaint or participating in any
investigation or proceeding brought pursuant to this Policy is prohibited by Title IX and
by the College. Retaliation includes, but is not limited to threats (both verbal and
physical), intimidation, harassment, coercion, and other adverse action, There shall be
no disciplinary action, retaliation or reprisal for bringing a complaint in good faith.
Individuals shall not, however, knowingly make false charges of sexual misconduct or
relationship violence as defined herein. Examples of retaliation may include pressuring
a person to withdraw a complaint, rumor spreading, ostracism, destruction of property,



sending unwelcomed messages by electronic media, encouraging friends to relay
unwelcomed messages, stalking or threatening, etc.

VI, Relevant Definitions

A. Consent:

Consent is an affirmative and willing agreement to engage in specific forms of sexual
contact with another person. Consent requires an outward demonstration, through
mutually understandable words, conduct or action, indicating that an individual has
freely chosen to engage in sexual activity or contact. Consent cannot be obtained
through: (1) the use of coercion or force; or (2) by taking advantage of the
incapacitation of another individual. Silence, passivity, or the absence of resistance
does not imply consent. Consent can be withdrawn at any time. When consentis
withdrawn, sexual activity must immediately stop. Prior consent does not imply
current or future consent; even in the context of an ongoing relationship, consent must
be sought and freely given for each instance of sexual activity or contact.

B. Incapacitation:

Incapacitation means the person is incapable of giving consent. A person is
incapacitated if that person is in a physical or mental state that causes the person to be
unable to make a knowing and voluntary choice to engage in the sexual activity or
contact. A person may also become incapacitated due to many factors, including the
use of alcohol and/or drugs, or when the person is asleep or unconscious, or due to
intellectual or other disability. When determining incapacitation, the inquiry is whether
a sober, reasonable person in the Respondent’s position should have known that the
Complainant was incapacitated and could not provide consent. Evidence of
incapacitation may include, but is not limited to, slurred speech, bloodshot eyes, the
smell of alcohol on breath, unsteadiness when walking, vomiting, unusual behavior,
etc.

C. Coercion:

Coercion is conduct, which can be verbal and/or physical, that includes intimidation,
manipulation, or threats (either express or implied), that would reasonably cause a
person to be in fear of immediate or future harm and that is undertaken to compel a
person to engage in sexual activity or contact.

D. Force:

Force is the use of or threat of physical violence or intimidation, which prevents an
individual's from making a knowing and voluntary choice to engage in sexual activity or
contact.

IX. Procedures Individuals Should Follow to Report a Violation of this Policy
To report violations of this Policy, individuals (including students, employees and/or third-
parties) should follow the procedures outlined below:



A. Reporting a Violation of this Policy
Violations of this Policy may be reported verbally or in writing to the Title 1X Coordinator or
to any Responsible Employee (See Paragraph Vi above). The Responsible Employee will
provide all known details of the violation(s) to the Title IX Coordinator or designee. The
Title IX Coordinator or designee will review the report(s) in accordance with the College’s
Title IX Complaint Process. Reports may also be made to the following individuals:
e Title IX Deputy Coordinator, Dr. Marissa Weiss, Interim Associate Dean of
Students, mweiss@ric.edu or 401-456-8149
e Title IX Deputy Coordinator, Dr. Leslie Schuster, Interim Dean of Graduate
Studies, Ischuster@ric.edu or 401-456-9723
e Title IX Deputy Coordinator, Jo-Ann D'Alessandro, Associate Director of Athletics,
Intercollegiate Athletics, Intramurals, and Recreation, jdalessandro@ric.edu or 401-
456-9882

Confidential Reporting: confidential reports can be made to:
RIC Health Services: 401-456-8055
RIC Counseling Center: 401-456-8094

Law Enforcement: While not required, the College strongly encourages anyone who
becomes aware of behavior that may constitute a violation of Rhode Island State Law
to report the incident to local law enforcement. The College can provide support,
resources and assistance to those who do so.

Regarding the involvement of law enforcement, the Complainant has several options,
including: (1) to notify law enforcement authorities, including local police; (2} to be
assisted by campus authorities in notifying law enforcement authorities if the
Complainant chooses; or (3) to decline to notify such authorities. The Coliege will
comply with the Complainant’'s request for assistance in notifying law enforcement.
The Complainant’s choice to report to law enforcement will not impact the
implementation of accommodations and/or protective measures if applicable.

information about Campus Police and local law enforcement agencies and how to make
a police report can be found on the College’s website under Campus Police. Campus
Police may be reached by calling 401-456-8201.

The Complainant has the right to file a criminal complaint and a complaint under the
Title IX Complaint Process simultaneously.

Time Limits: There is no time limit on reporting violations of this Policy, although the
College’s ability to respond fully may be limited with the passage of time.



Written Explanation of Rights and Options: When an individual reports a violation of
this Policy, whether the offense occurred on or off campus, the College will provide the
individual with a written explanation of the Complainant’s rights and options.

Preserving Evidence

In cases of sexual misconduct and relationship violence, including sexual assault, dating
and domestic violence and stalking, as defined herein, it is critical that the Complainant
preserve evidence because doing so may assist in proving that the alleged behavior
occurred andfor may be helpful in obtaining a protective order.

X. Procedures the College Will Follow When a Complaint is Reported

The College will investigate and address all complaints of sexval misconduct and relationship
violence in accordance with the Title IX Complaint Process. The Title IX Complaint Process
outlines the procedures for institutional disciplinary action that the College will undertake
when violations of this Policy are alleged.

The Title IX Complaint Process outlines the steps, anticipated timelines and decision-making
process for the disciplinary proceeding; including how to report a complaint, the standard of

evidence that will be used (preponderance of the evidence); and a list of all possible sanctions
that the College may impose following the results of the Title IX Complaint Process.

The Title IX Complaint Process will be implemented by officials who, at a minimum, receive
annual training on relevant issues and on how to conduct the Title X Complaint Process in a
way that protects safety and promotes accountability. Relevant issues include issues related to
sexual misconduct and relationship violence, including sexual assault, dating and domestic
violence and stalking.

The College will provide for an adequate, reliable and impartial investigation of all complaints,
which will include: interviews with the Complainant, the Respondent and any relevant
witnesses; a review of any other relevant evidence; an equal opportunity for the parties to
present witnesses and other evidence and equal access to information being considered in the
Title IX Complaint Process (in accordance with the Family Educational Rights and Privacy Act).

The Complainant and the Respondent will, to the extent possible, receive simultaneous
notification, in writing, of the result of the Title X Complaint Process; the procedures for the
Complainant and the Respondent to appeal the result of the Title IX Complaint Process; any
change to the result, if applicable; and when such results become final.

Xl. Advisors

The Complainant and the Respondent have the same opportunity to be accompanied to any
related meeting or proceeding by the advisor of their choice for support, guidance and/or
advice. The College will not limit the choice of advisor or presence of the advisor for either the
Complainant or Respondent in any meeting or proceeding provided the advisor complies with
the guidelines for advisors outlined in this Policy. The advisor's role is to provide support,



guidance and/for advice only. The advisor may not participate in any manner during any related
meeting or proceeding, including interviews or hearings. This advisor may not: (1) address or
question the investigator, or other parties or witnesses; (2) present evidence or make
arguments; and (3) have any role other than to accompany and communicate with the party
requesting support and/or advice. The Complainant or the Respondent may request a break
during any meeting and/or proceeding to allow the Complainant or the Respondent to confer
with their respective advisors in private. Advisors who do not follow the guidelines outlined in
this Policy will be asked to leave the meeting(s) and/or proceeding(s). The College may
consider reasonable requests to reschedule a meeting or proceeding because an advisor
cannot be present, however, the College is not required to do so and will not do so if it
unreasonably delays the Title IX Complaint Process.

XIl. Remedial and Protective Measures

The College may provide interim measures, such as counseling, academic assistance, and no-
contact mandates, to protect, support or provide for the safety of the Complainant and the
campus community during the Title IX Complaint Process. Requests for interim measures may
be made by or on behalf of the Complainant to the Title IX Coordinator or designee. The Title
IX Coordinator or designee will be responsible for the implementation and coordination of
interim measures. Interim measures will not disproportionately impact the Complainant, and
are available even if the Complainant does not report or continue to pursue a complaint.

If requested by the Complainant, the College will promptly implement a one-way no contact
mandate (with the burden of no contact on the Respondent) if the College has made a finding
of responsibility under this Policy, even if an appeal may be filed, or has been filed and is
pending. If requested, the College will assist the Complainant in filing/applying for orders of
protection, restraining orders or similar lawful orders issued by a criminal, civil or tribal court.

The College may provide interim measures for the Respondents where reasonable and
appropriate under the circumstances as determined by the Title IX Coordinator or designee.

To request information about available remedial and protective measures contact the Title IX
Coordinator and the Title IX Coordinator or designee will provide assistance and information
regarding available options for remedial and protective measures, including assistance in
obtaining, complying with and enforcing orders of protection issued by a criminal, civil or tribal
court.

XHI. Amnesty

The health and safety of every student at the College is of utmost importance. The College
recognizes that students who have been drinking and/or using drugs (whether such use is
voluntary or involuntary) at the time that an incident of violence occurs, including, but not
limited to, domestic violence, dating violence, stalking, or sexual assault may be hesitant to
report such incidents due to fear of potential consequences for their own conduct. The College
strongly encourages students to report incidents of violence to institution officials. The
Complainant, Respondent, a bystander acting in good faith, or a reporting individual acting in



good faith, who discloses any incident of violence to the College or law enforcement will not be
subject to the College’s student conduct code for violations of alcohol and/or drug use policies
occurring at or near the time of the commission of the incident of violence.

XIV. Resources

The College will provide written notification to the Complainant about existing counseling,
health, mental health, victim advocacy, legal assistance, visa and immigration assistance,
student financial aid and other services that may be available for the Complainant at the
College and in the community. The written information will include options for, available
assistance in, and how to request changes to academic, living, transportation and working
situations or protective measures. The College will make such accommodations and protective
measures if the Complainant requests them and if they are reasonably available, regardless of
whether the Complainant chooses to report the crime to Campus Police or local law
enforcement.

The following resources are available in the community:

Women & Infants Hospital
101 Dudley Street
Providence, Rl

(401) 274-1100

Rhode Island Hospital
593 Eddy Street
Providence, Rl

(401) 4445411

Miriam Hospital
164 Summit Avenue
Providence, RI

(401)-793-4220

Day One (Sexual Assault and Trauma Center)
100 Medway Street

Providence, Rl

{401} 421-4100

Rl Coalition Against Domestic Violence

422 Post Road
Warwick, Rl

(401) 467-9940

24 Hour Helpline- 1(800)-494-8100
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Sojourner House
(401)-861-6191 ~ Office
(401)-765-3232 — Residential Services

XV. Prevention and Awareness Programs

The College is committed to preventing sexual misconduct and relationship violence, including
sexual assault, dating and domestic violence and stalking as they are defined in this Policy as
well as in the Clery Act. The College conducts ongoing educational and primary prevention and
awareness programs for all faculty, staff and employees (including incoming students and new
employees) to: promote awareness; prevent sexual misconduct and relationship violence; and
to remind the entire community of the College’s prohibition against sexual and misconduct
and relationship violence, including sexual assault, dating and domestic violence and stalking.
A description of the institution’s educational and primary prevention and awareness programs
can be found in the College’s most recent Annual Security Report.

XVI. Bystander Intervention

Bystander intervention refers to safe and positive options that may be carried out by an
individual(s) to prevent harm or intervene when there is a risk of sexual misconduct and
relationship violence, including sexual assault, dating and domestic violence or stalking,
against a person(s) other than the individual. Safe and positive options for bystander
intervention include: recognizing prohibited conduct and situations of potential harm,
understanding institutional structures and cultural conditions that facilitate violence,
overcoming barriers to intervening, identifying effective ways to intervene and take action
provided that the intervention or action can be undertaken in a way that ensures the safety of
the bystander. For more information about bystander intervention please contact
greendot@ric.edu and a Green Dot member will reply or contact the Counseling Center at
(401)-456-8094. A description of the institution’s educational and primary prevention and
awareness programs, including bystander intervention, can be found in the College’s most
recent Annual Security Report.

XVIl. Risk Reduction

Risk reductions are designed as options designed to decrease perpetration and bystander
inaction, increase empowerment for victims in order to promote safety, and help individuals
and communities address conditions that facilitate violence. A description of the College’s
educational and primary prevention and awareness programs, including risk reductions, can be
found in the College’s most recent Annval Security Report.

XVIII. Violations of Rhode Island State Law

Violations of this Policy will be determined in accordance with the Violations set forth in
Paragraph Vil above; however, individuals may also wish to pursue criminal charges through
focal law enforcement. Below are relevant violations under Rhode Island General Law:

First Degree Sexual Assault (RIGL § 11-37-2): A person is guilty of first degree sexval assault if

he or she engages in sexual penetration with another person, and if any of the following
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circumstances exist: (1) The accused, not being the spouse, knows or has reason to know that
the victim is mentally incapacitated, mentally disabled, or physically helpless. (2) The accused
uses force or coercion. (3) The accused, through concealment or by the element of surprise, is
able to overcome the victim. (4) The accused engages in the medical treatment or examination
of the victim for the purpose of sexual arousal, gratification, or stimulation.

Second Degree Sexual Assault (RIGL § 11-37-4): A person is guilty of second degree sexual

assault if he or she engages in sexual contact with another person and if any of the following
circumstances exist: (1) The accused knows or has reason to know that the victim is mentally
incapacitated, mentally disabled, or physically helpless. (2) The accused uses force or coercion.
(3) The accused engages in the medical treatment or examination of the victim for the purpose
of sexuval arousal, gratification, or stimulation.

Third Degree Sexual Assault (RIGL § 11-37-6): A person is guilty of third degree sexual assault if

he or she is over the age of 18 years and engages in sexual penetration with another person
over the age of 14 years and under the age of consent, 16 years of age.

Stalking (RIGL § 11-59-2): Any person who (1) harasses another person; or (2) willfully,
maliciously, and repeatedly follows another person with the intent to place that person in
reasonable fear of bodily injury, is guilty of the crime of stalking. “Harasses” means a knowing
and wiliful course of conduct directed at a specific person with the intent to seriously alarm,
annoy, or bother the person, and which serves no legitimate purpose. The course of conduct
must be such as would cause a reasonable person to suffer substantial emotional distress, or
be in fear of bodily injury. “*Course of conduct” means a pattern of conduct composed of a
series of acts over a period of time, evidencing a continuity of purpose. Constitutionally
protected activity is not included within the meaning of “course of conduct.”

Cyberstalking and Cyberharassment (RIGL § 11-52-4.2): Whoever transmits any
communication by computer or other electronic device to any person or causes any person to

be contacted for the sole purpose of harassing that person or his or her family is guilty of a
" misdemeanor.

Dating Violence (R.I.G.L. §16-22-24) "Dating violence" means a pattern of behavior where one
person uses threats of, or actually uses, physical, sexual, verbal or emational abuse to control
his or her dating partner. 10 The following words and phrases, when used in the above
definition, have the following meanings: "Dating partner” means any person involved in an
intimate association with another primarily characterized by the expectation of affectionate
involvement whether casual, serious or long-term.

Domestic Violence (RIGL § 12-29-2):

(a) "Domestic violence" includes, but is not limited to, any of the following crimes when
committed by one family or household member against another:

(1) Simple assault (§ 11-5-3);

12



(2) Felony assaults (chapter 5 of title 11);

(3) Vandalism (§ 11-44-1);

(4) Disorderly conduct (§ 11-45-2);

{5) Trespass (§ 11-44-26);

(6) Kidnapping (§ 11-26-1);

(7) Child-snatching (§ 11-26-1.2);

(8) Sexval assault (§§ 11-37-2, 11-37-4);

(9) Homicide (§§ 11-23-1and 11-23-3);

(10) Violation of the provisions of a protective order entered pursuant to § 15-5-19, chapter 1g
of title 15, or chapter 8.1 of title 8 where the respondent has knowledge of the order and the
penalty for its violation, or a violation of a no contact order issued pursuantto § 12-29-4;
(112) Stalking (chapter 5g of title 11);

(12) Refusal to relinquish or to damage or to obstruct a telephone (§ 11-35-14);

(13) Burglary and Unlawful Entry (chapter 8 of title 11);

(14) Arson (chapter 4 of title 11);

(15) Cyberstalking and cyberharassment (§ 11-52-4.2);

(16) Domestic assault by strangulation § 11-5-2.3; and

(17) Electronic tracking of motor vehicles (§ 11-69-1).

(b) "Family or household member" means spouses, former spouses, adult persons related by
blood or marriage, adult persons who are presently residing together or who have resided
together in the past three (3) years, and persons who have a child in common regardless of
whether they have been married or have lived together, or persons who are, or have been, in a
substantive dating or engagement relationship within the past one year which shall be
determined by the court's consideration of the following factors:

(1) The length of time of the relationship;

(2) The type of the relationship;

(3) The frequency of the interaction between the parties.

(c) "Protective order” means an order issued pursuant to § 15-5-1g, chapter 15 of title 15, or
chapter 8.1 of title 8.

(d) "Victim" means a family or household member who has been subjected to domestic
violence.

Consent:

Under Rhode Island Law, (RIGL § 11-37-6), A person is guilty of third degree sexual assault if he
or she is over the age of 18 years and engages in sexual penetration with another person over
the age of 14 years and under the age of consent, 16 years of age.

XIX. Complaints and Inquires

Complaints regarding the application or enforcement of this Policy should be made to The
College’s Title IX Coordinator. Margaret Lynch-Gadaleta, Director-Institutional Equity, serves
as The College’s Title IX Coordinator. The Title X Coordinator’s office address is 111 Roberts
Hall, Rhode Island College, Providence, Rl 02908. The Title X Coordinator can be contacted at
(4,01) 456-8387 or at mlynchgadaleta@ric.edu.
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Inquiries regarding the application of Title IX and its implementing regulations may be referred
to the Title IX Coordinator or designee, or to the United States Department of Education,
Office for Civil Rights, at OCR@ed.gov or (800) 421-3481.

This Policy is in compliance with applicable legal requirements including Title IX of the
Education Amendments of 1g72; relevant provisions of the Violence Against Women
Reauthorization Act of 2013; the Clery Act; and other applicable federal and Rhode Island state
laws.
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RHODE ISLAND COLLEGE

TITLE IX COMPLAINT PROCESS FOR
COMPLAINTS AGAINST STUDENTS

The Title IX Complaint Process for Complaints Against Students (the “Title IX Complaint
Process”) is the complaint process used to promptly, fairly and impartially adjudicate violations
of the Sexual Misconduct and Relationship Violence Policy alleged to have been committed by
students against Rhode Island College (the "College”) students, faculty and staff, as well as
third-parties.

The Title IX Complaint Process will be implemented by officials who, at a minimum, receive
annual training on relevant issues and on how to conduct the Title IX Complaint Process in a
way that protects safety and promotes accountability. Relevant issues include issues related to
sexual misconduct and relationship violence, including sexual assault, dating and domestic
violence and stalking.

The College has jurisdiction over all Title IX Complaints, including violation(s) of the Sexual
Misconduct and Relationship Violence Policy.

For purposes of the Title IX Complaint Process, the person who was directly impacted by the
violation(s) of the Sexual Misconduct and Relationship Violence Policy will be referred to as
the “Complainant.” The student responding to the Complaint (i.e., the student accused of
violating of the Sexual Misconduct and Relationship Violence Policy) will be referred to as the
“Respondent.”

The Title IX Complaint Process constitutes the College’s formal resolution process and
disciplinary proceeding used by the College to respond to sexual misconduct and relationship
violence (including sexual assault, dating and domestic violence and stalking) committed by
students.

Certain Complaints may be resolved informally in limited situations where the Complainant
and the Respondent have been fully informed of all available options for resolution of the
Complaint and have both voluntarily chosen to resolve the Complaint through an informal
resolution process. The Complainant and/or the Respondent can ask to end the informal
resolution process at any time before its completion. Once a Complaint has been resolved
through an informal resolution process, the matter will be closed. For some limited types of
Complaints alleging violations of the Sexual Misconduct and Relationship Violence Policy, an
informal resolution may include mediation. Mediation is not, however, an appropriate
resolution for matters involving allegations of sexual assault, dating violence or domestic
violence. The Title IX Coordinator or designee will have discretion to determine whether an
informal resolution is appropriate given the circumstances.



The College will take steps to prevent recurrence of any sexval violence and remedy
discriminatory effects on the Complainant and others, if appropriate.

[. Standard of Evidence

The preponderance of the evidence standard (more likely than not) will be used under the Title
IX Complaint Process and for making findings regarding all complaints of sexuval misconduct
and relationship violence, including sexuval assault, dating and domestic violence and staiking.

Il. Notice of Potential Violation(s)

When the Title IX Coordinator or designee becomes aware of a potential violation(s) of the
Sexual Misconduct and Relationship Violence Policy, the Title IX Coordinator or designee will
contact the Complainant and provide the Complainant with detailed information about the
Complainant’s rights and responsibilities under the Title X Complaint Process, as weli as
information regarding resources and interim measures.

Ili. Threat Assessment

When the Title IX Coordinator or designee becomes aware of a potential violation of the
Sexval Misconduct and Relationship Violence Policy, the Title IX Coordinator or designee will
(in collaboration with the Campus Assessment Response Evaluation Team (the "CARE
Team*)) conduct an initial threat assessment to determine whether there is reasonable cause
to believe that the Respondent poses a continuing, significant threat of harm to the heaith,
safety, and welfare of others or to the College community, and whether interim measures are
necessary to alleviate or mitigate that risk.

V. Making a Complaint

Complaints alleging violations of the Sexual Misconduct and Relationship Violence Policy by
students of the College may be made by submitting a written Complaint to the Title IX
Coordinator or designee using the Complaint Form. The Complaint Form can be found on the
College’s Title 1X webpage. Any individual who has experienced sexual misconduct or
relationship violence by a student of the College may submit a Complaint Form. Except in
limited circumstances that involve protecting the heaith and safety of the College
community and its members, the Title IX Complaint Process will not be initiated unless a
Complaint Form has been submitted. Specifically, in some limited instances, to protect the
health and safety of the College community and its members, it may be necessary for the
College to initiate the Title IX Complaint Process against the Respondent even if a Complaint
Form has not been submitted.

Upon receipt of the Complaint Form, the Title IX Coordinator or designee will determine
whether the College has jurisdiction to resolve the Complaint under the Title IX Complaint
Process. Matters that cannot be resolved under the Title IX Complaint Process, because of
jurisdiction, will be referred to the appropriate departments on campus.



Alleged violations of the Student Conduct Code or Statement of Nondiscrimination and
Affirmative Action, which are ancillary and related to the Complaint, will be resolved under the
Title IX Complaint Process.

V. Meeting with the Respondent

The Title IX Coordinator or designee will have a preliminary meeting with the Respondent at
which the Title IX Coordinator will: share the Complaint Form with the Respondent, if
applicable; explain the Respondent’s rights and responsibilities under the Title IX Complaint
Process; describe any potential sanctions that may result from a finding of respansibility; and
answer any questions the Respondent may have. At the preliminary meeting, the
Respondent will also be provided with information regarding the Respondent’s constitutional
rights, including the right to have the Complaint heard under the Title IX Complaint Process,
which is the complaint process used for all similar matters; the right to receive notice of all
violations of the Sexual Misconduct and Relationship Violence Policy, as well as any ancillary
violations being alleged against the Respondent; the right to be heard by the investigator, who
is an impartial arbiter under the Title IX Complaint Process; and the right to hear a description
of all information presented to the investigator that supports a finding of responsibility.

At the conclusion of the preliminary meeting, the Respondent may: (I} voluntarily admit
responsibility and execute a written Waiver of the Title IX Complaint Process (at which point
the Respondent will be assigned a sanction(s) and the Title IX Complaint Process will be
concluded); or (Il) request that the alleged violation(s) be adjudicated in accordance with the
Title IX Complaint Process. A Respondent who executes a written Waiver of the Title IX
Complaint Process is not entitled to an appeal. If the Respondent chooses to have the
Complaint adjudicated through the Title IX Complaint Process, then the Respondent must
submit a written Response to the Complaint, within three (3) business days of the preliminary
meeting, to the Title IX Coordinator or designee.

If the Respondent fails to appear at the preliminary meeting after notification, or fails to
respond to communications from the Title X Coordinator or designee, the Title IX
Coordinator or designee may proceed with the Title IX Complaint Process without the
Respondent’s participation.

Vi. Investigation and adjudication

Upon receipt of the Respondent’s written Response, the Title IX Coordinator or designee will
appoint an investigator(s). The investigator will conduct an investigation of the Complaint
and issue findings regarding responsibility. The Title IX Coordinator or designee will have the
discretion to appoint an internal investigator(s) or an external investigator(s), or both.

The College will ensure an adequate, reliable and impartial investigation of all complaints
alleging violations of the Sexual Misconduct and Relationship Violence Policy, including the
opportunity for both the Complainant and the Respondent to present witnesses and evidence.
The investigation will include interviews with the Complainant, the Respondent and witnesses,
if applicable. The investigator will determine, in the investigator's sole discretion, what




information is relevant. Character evidence will not be considered; and pattern evidence
(evidence of previous conduct) will only be considered if the previous conduct is 50
substantially similar to the conduct cited in the instant matter to indicate a pattern of behavior.
Additionally, medical and counseling records are privileged and confidential. Therefore, those
records will not be required to be disclosed.

In cases involving sexual misconduct, past sexual history will typically not be considered except
possibly where consent is at issue. Specifically, prior consensual sexuval activity between the
Complainant and the Respondent, while not determinative, may be relevant to determining
whether consent was sought and received. Past sexual history may also be considered under
very limited circumstances, for example, to explain injury. However, consent to one sexval act
will never be considered to constitute consent to another sexual act.

Vil. Draft Investigation Report

At the conclusion of the investigation, the investigator will complete a Draft Investigation
Report. The Draft Investigation Report will contain the relevant information and facts learned
during the investigation, including direct observations and reasonable inferences drawn from
the facts and any consistencies or inconsistencies between the various sources of information.

Once the Draft Investigation Report has been completed, the investigator will schedule
separate meetings with the Complainant and the Respondent to review the Draft
Investigation Report. After meeting with the investigator, the Complainant and the
Respondent will have three (3) business days to respond to the investigator in writing to offer
additional comments, clarify information previously shared, suggest additional witnesses, or
identify any other relevant information or evidence to assure the thoroughness and sufficiency
of the investigation.

VIIL. Final Investigation Report

If, after receiving the written responses from the Complainant and the Respondent regarding
the Draft Investigation Report, the investigator determines that no further inquiry is required,
the investigation will be deemed complete and final. If, in the sole discretion of the
investigator, further inquiry is necessary, the investigator will follow up on the information
before finalizing and completing the investigation.

Once the investigation is deemed by the investigator to be complete and final, the
investigator will make a finding of "Responsible” or "Not Responsible” for each alleged
violation of the Sexual Misconduct and Relationship Violence Policy, as well as any ancillary
violations, and then provide the Title IX Coordinator or designee with the Final Investigation
Report, which will include the findings and rationale for each alleged violation. The Title IX
Coordinator or designee will review the Final Investigation Report to ensure that it is has been
completed in accordance with institutional policy, relevant federal and state law and federal
guidance. The Title IX Coordinator or designee will notify the investigator of any
inconsistencies with institutional policy, relevant federal and state law and federal guidance
that are present in the Final Investigation Report so that the investigator can make corrections.



IX. Sanctions

If the Final Investigation Report includes any findings of Responsibility, the Title IX Coordinator
or designee will provide a copy of the Final Investigation Report to the Jennifer Giroux,
Associate VP for Professional Studies and Continuing Education or designee (the “Sanctioning
Officer”) for a determination of sanctions for each “Responsible” finding. The Sanctioning
Officer or designee may consider prior violations of the Title X Complaint Process or Student
Conduct Code for which the Respondent was found Responsible when determining what
sanction(s) to impose. The Sanctioning Officer or designee will provide the Title IX
Coordinator or designee with a written decision regarding which sanction(s) will be imposed
for each “"Responsible” finding, along with the rationale for each sanction imposed.

An individual found responsible for violating the Sexual Misconduct or Relationship Violence
Policy (andjor the Student Conduct Code or Statement of Nondiscrimination and Affirmative
Action, if ancillary to the Complaint) is subject to one or more of the following sanctions:

A. Written Warning that shall become part of the student's record until the student
graduates from the College.

B. Restitution either to the Complainant or the College. Completion of a work
assignment(s) may, in some circumstances, be substituted for a monetary payment.

C. Restriction either from specific locations on campus such as the residence halls, and/or
during specific times. The restriction may be for a fixed period of time or permanent.

D. Probation with or without conditions such as exclusion from participation in
extracurricular activities, the requirement to make restitution, or to complete some
specific assignment. Satisfying the conditions of probation is a prerequisite to receiving
a degree or certificate and failure to honor the terms of the probation shall result in the
reconsideration of the original sanction by the relevant adjudicating board.

E. Revocation of Admission

F. Revocation of Degree

G. Suspension is forced withdrawal from the College for a specified period of time,
including exclusion from classes, termination of student status and all related privileges
and activities, and exclusion from the campus if set forth in the notice of suspension. If
a student, while suspended, violates any of the terms set forth in the notice of
suspension, the student shall be subject to further discipline in the form of expulsion.

H. Expulsion is a permanent separation from the College.

X. Notice of Qutcomae:



After receipt of the sanctions, the Title IX Coordinator or designee will simultaneously provide
a written Notice of Outcome to the Complainant and the Respondent, which will include the
finding(s), sanction(s) (if applicable), and rationale. The Title IX Coordinator or designee will
offer the Complainant and the Respondent the opportunity to request an appointment to
review the Final Investigation Report. If requested, the review will be scheduled to occur within
three (3) business days of the request.

Xl. Appeal:

The Complainant and the Respondent have the right to appeal and participate in the appeal
process if: (1) a substantial procedural error occurred during the Title IX Complaint Process; (2}
new (material) evidence has come to light, which was not reasonably available prior to the
investigator issuing the Final Investigation Report, which is substantially material and has the
likelihood of changing the findings made by the investigator in the Final Investigation Report;
andfor (3) the sanction(s) is clearly contrary to the weight of the evidence.

Requests for appeal must be submitted in writing to the Title IX Coordinator or designee
within five (5} business days following delivery of the written Notice of the Outcome. Appeals
are heard by Jason Meriwether , VP of Student Success or designee (the "Appeal Officer”) and
will be strictly limited to the grounds for appeal outlined above. The Appeal Officer or designee
is an impartial decision-maker and will conduct the appeal in an impartial manner.

If the appeal is denied, the matter will be closed, and the outcome set forth in the Notice of
Outcome will be final. If the appeal is granted, the Appeal Officer or designee may: (1) remand
the case for a new investigation (the results of the new investigation, including the finding(s)
and sanction(s) will be final and not subject to further appeal); (2) make modifications to the
sanction(s) imposed; or (3) if, due to the discovery of new evidence not reasonably available at
the time of the initial investigation, return the matter to the investigator for reconsideration in
light of the new evidence.

The Appeal Officer or designee will provide a written decision regarding the Appeal to the Title
IX Coordinator who will simultaneously notify the Complainant and the Respondent within a
reasonable period of time. The decision of the Appeal Officer or designee regarding the appeal
will be final.

Xli. Timelines for the Student Complaint Process

The College will make its best efforts to complete the Title IX Complaint Process (including the
investigation and appeal process) within sixty (60) days of receipt of the Complaint Form.
However, because the length of investigations may vary due to the complexity and unique
factors of each case, the timeframe outlined herein may be extended to ensure that the Title IX
Complaint Process is prompt, but also fair and impartial. The Complainant and the Respondent
will be provided with periodic status updates as necessary. Other timelines, such as the time
for filing an appeal, are listed herein.



Xil. Law Enforcement

The College will comply with law enforcement requests for cooperation. Such cooperation may
require the College to temporarily suspend an investigation, for a short period, while law
enforcement gathers evidence. The College will promptly resume its investigation as soon as it
is notified by law enforcement that its evidence gathering process is complete. The
Complainant has the right to file a criminal complaint and a complaint under the Title IX
Complaint Process simuitaneously.

XIV. Confidentiality

The College will keep all complaints and investigations private to the extent possible, and
information will be disclosed only on a “need to know" basis. It is the expectation of the
College that all individuals involved in the Title IX Complaint Process will also maintain
confidentiality and share information only on a “need to know” basis. However, individuals are
not restricted from discussing and sharing information related to complaints made by or
against them with others who may support or assist them in presenting their case in the Title
IX Complaint Process. See additional information about confidentiality set forth in the
College's Sexual Misconduct and Relationship Violence Policy.

XV. Requests for Anonymity or No Action

If the Complainant requests anonymity or asks the College not to take any action, the College
will strongly consider the Complainant’s request. However, in certain circumstances, the
College may not be able to grant the Complainant’s request due to various factors, including
when there is a risk of imminent harm to an individual or others or a threat to the health and

safety of the College community.

XVI1. Conflicts of Interest

The Complainant and the Respondent may notify the Title IX Coordinator or designee in
writing if there is a concern that the investigator assigned, or any other person implementing
the Title IX Complaint Process, creates a conflict of interest. The Title IX Coordinator or
designee will make adjustments only if a substantiated conflict of interest exists.

XVII. Confrontation/Cross-Examination

If applicable, the Complainant and the Respondent will always be interviewed separately, and
will never be required to attend any meetings together. Additionally, the Complainant and
Respondent will not be permitted, at any point during the Title IX Complaint Process, to
confront or cross-examine each other.

XVIIl. Advisors
Advisors are permitted as outlined in the Sexual Misconduct and Relationship Violence Policy.

XIX. Retaliation:
Retaliation against any individual for filing a complaint or participating in any investigation or
proceeding brought pursuant to this Policy is prohibited by Title IX and by the College.




Retaliation includes, but is not limited to threats (both verbal and physical), intimidation,
harassment, coercion, and other adverse action. There shall be no disciplinary action,
retaliation or reprisal for bringing a complaint in good faith. Individuals shall not, however,
knowingly make false charges of sexual misconduct or relationship violence as defined herein.
Examples of retaliation may include pressuring a person to withdraw a complaint, rumor
spreading, ostracism, destruction of property, sending unwelcomed messages by electronic
media, encouraging friends to relay unwelcomed messages, talking or threatening, etc.
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Division of Community, Equity and Diversity

COMPLAINT FORM

Complainant Information
Name: Date:

Department/Major:

Telephone #:

Email address:
Are you a; [] Student Faculty/Staff [ ] other

Name of person(s) against whom the complaint is made:

Do you interact with the person(s) on campus?

If so, when and where do you interact with that person(s)?

Basis of alleged complaint:

] Age [ ] Marital Status

[ Disability [] Citizenship Status

[ Sex/Gender [] Veteran Status

(] National Origin/Ethnicity [] Gender Identity or Expression
[] Race/color [] Genetic Information

L] Pregnancy Status [ Other

[} Religion/Creed
[ ] Sexual Orientation

Name of witnesses, if any: Date of alleged violation:




Explain the nature of your complaint and indicate who was involved. Also, attach any written material
pertaining to your case. If necessary, please attach sheets of paper.

Complainant Signature Date

W

PLEASE RETURN THE COMPLETED FORM TO RHODE ISLAND COLLEGE, DIVISION OF
COMMUNITY, EQUITY AND DIVERSITY, ROBERTS HALL, 600 MT. PLEASANT AVENUE,
PROVIDENCE, RI 02908 OR EMAIL TO mlynchgadaleta@ric.edu.

If you have any questions, please call Margaret Lynch-Gadaleta at (401)-456-8387
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Rhode Island College
AFFIRMATIVE ACTION HIRING PROCESSES: SPECIAL CASES

Temporary Employment

All temporary employment opportunities at Rhode Island College must satisfy the College's
commitment to equal opportunity and affirmative action. College officials authorized to fill
positions on a temporary or acting/pro-tem basis are responsible, with the assistance of the
Director of Affirmative Action, to determine the most reasonable means of hiring which will be

consistent with the College's affirmative action policy.

Temporary employment is the employment category that includes persons hired for a limited
period. The following are some examples of situations where temporary appointments may be

appropriate:

e In an emergency situation in order to fulfill short-term high work-volume needs.

o To fill intermittent staffing needs caused by cyclical peaks in workload.

¢ Tofill in for employees on leave or special assignment.

e To perform duties and responsibilities associated with a position for which recruitment is in

the process.
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Affirmative Action Hiring Processes: Special Cases

* To provide College management with an opportunity to access the need to establish a

position,
e To fill limited-term faculty appointments.
Procedures for temporary employment should ensure feasibility for the College while working to

maintain its commitment to equal opportunity and affirmative action.

Grant-Funded Employment

Rhode Island College has an overall equal employment opportunity/affirmative action
commitment which pertains to all phases of employment including contracts and grants. This
policy is followed by principal investigators when hiring personnel for various projects funded
by grants. However, Federal legislature complements for Rhode Island College Affirmative
Action Plan in grants such as National Institute of Health and National Science Foundation by
clearly expressing that grants are subject to compliance with the Civil Rights Act of 1964 and to
Executive Order #11246. Some projects require that all persons to be hired by the principal
investigator have their names and qualifications listed in the proposal. Other projects require

that persons be hired by the principal investigator after funding is approved.

Officials authorized to hire for a grant-funded position should reference the document, The Other
Side of the Coin - A Step by Step Guide for Proposal Development and Management at Rhode
Island College, prepared by the Bureau of Grants and Sponsored Projects,
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Affirmative Action Hiring Processes: Special Cases

Administrative Reorganization or Consolidation of Positions

In case of administrative reorganization or consolidation of positions, after consultation with the
Director of Affirmative Action (who may seek the advice of CEO/AA), the President shall
determine whether or not a search limited to internal candidates is sufficient to satisfy the

institution's equal opportunity and affirmative action commitments.

Temporary Emergency Policy

Due to severe fiscal constraints at the College, it will be necessary to continue to employ
measures that serve to conserve both resources and personnel. We consider downsizing to be
part of the court of last resort. In order to prevent downsizing in departments and programs,
Rhode Island College will employ alternative methods, such as position/function merger
wherever possible, utilizing existing personnel. This in-house process will conform to existing
union and affirmative action policies and procedures, as well as federal and state rules and
regulations. Although our preference is to conduct external searches for all of our positions, our
financial situation, now and in the foresceable future, precludes our ability to so do. All

decisions on search procedures will therefore be made on a case-by-case basis.
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PoLICY ON EQUAL OPPORTUNITY/AFFIRMATIVE ACTION

Pursuant to the philosophy of the Board of Governors for Higher Education, Rhode Island College does
not discriminate on the basis of race, color, creed, national or ethnic origin, gender, religion, disability,
age, sexual orientation, genetic information, gender identity or expression, marital, citizenship status or
status as a special disabled veteran, recently separated veteran, Vietnam era veteran, or any other veteran
who served on active duty during a war or in a campaign or expedition for which a campaign badge has
been authorized (except in those special circumstances permitted or mandated by law). This
nondiscrimination policy encompasses the operation of the College's educational programs and activities
including admissions policies, scholarship and loan programs, athletic and other College-administered
programs. It also encompasses the employment of College personnel and contracting by the College for
goods and services, The College is committed to taking affirmative action to employ and advance in
employment qualified women and members of minority groups identified in state and federal affirmative
action laws and executive orders, persons with disabilities (including qualified special disabled
veterans), and veterans of the Vietnam Era.

The College's policy of nondiscrimination is consistent with Title IX of the Educational Amendments of
1972, Title VI of the Civil Rights Act of 1964, Title VII of the Civil Rights Act of 1964, Executive
Order 11246, the Equal Pay Act, the Age Discrimination in Employment Act, the Americans With
Disabilities Act, Section 504 of the Rehabilitation Act of 1973, Section 503 of the Rehabilitation Act of
1973, Section 402 of the Vietnam Era Veterans Readjustment Assistance Act of 1974, the Immigration
Reform and Control Act of 1986, and the relevant Governor's Executive Orders and Rhode Island Gen.
Laws § 28-5.1 et seq.

Inquires concerning the College's administration of the nondiscrimination laws should be addressed to
the Director of Human Resources, 310 Roberts Hall, Rhode Island College, Providence, RI 02908-1961,
tel. (401) 456-8218. Questions regarding provisions for students with disabilities should be directed to
the Office of Student Life, 127 Craig-Lee Hall, Rhode Island College, Providence, RI 02908-1991, tel.
(401) 456-8061. Questions regarding provisions of the Americans with Disabilities Act (ADA) should
be addressed to the ADA Coordinator, 314 Roberts IHall, Rhode Island College, Providence, RI 02908~
1991, tel. (401) 456-8216.

Reasonable accommodation available upon request.
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RETALIATION OR COERCION

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

employment or dismissal where the discrimination is found to be willful or repeated.
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OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY (ODEQ)

STATE EQUAL OPPORTUNITY OFFICE
One Capikal Hill
Providence, Rl 02808-5866

Rhode Island Department of;

EXIT INTERVIEW SIGN-OFF FORM*

Name of Employee (Please print or type)

In accordance with Rhode Island General Law 28-5.1, an Exit Interview Program has been established in
order to assure that terminating/iransferring employees are not leaving because of discriminatory
circumstances, 1 wnderstand that all terminating/transferring employees have the option of an exit
interview with the ODEO/State Equal Opportunity Office. 1 hereby certify that I have received a
Confidential Exit Survey Inquiry form from the Division of Human Resources and, that the completed
Confidential Bxit Survey Inquiry form must be forwarded to the ODEQ/State Equal Opportunity
Office. 1 also understand that a copy of this completed Txit Interview Sign-Off Form will be placed in
my personnel file.

Signature of Employee . Date Employee Signed
Ve v o e vede AR KRR R R R Yk AR ke ek e
Date Exit Interview Was Signature of Personnel Officer
Mailed to Employee

* Instructions:

The Human Resources Office must distribute a copy of the Confidential Exit Survey Inguiry form
along with termination/ fransfer papers to the employee. The Human Resources Office must place a
signed copy of the Exit Interview Sign-Off Form in the employee’s personnet file and forward a second
copy of the sign-off form to the ODEO/State Equal Opportunity Office immediately upon completion,

Rev, 7/02




W—*&W
OFFICE OF DIVERSITY, EQUITY AND OPPORTUNITY (ODEO)
State Equal Opportunity Office

CONFIDENTIAL EXIT SURVEY INQUIRY

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

Namse Job Title

Address Department/Agency
Division/Unit

Telephone | Date of Separation

Date Hired

(Please checl for Equal Opportunity Purposes Only)
Femate [_] White[_] Astan Amer./Pagific Islander_] Hispanic[]
Male[ ] Black[] Amer. Indian/AK Native[”] Disabled[]

What Is your main reason for leaving?

What did you like best about your job?

What did you dislike about your job?

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

Do you feel career oppottunities were adequately afforded to you?

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

(Rev. 07/02)




Was your supervisor effective in handling problems or complaints?

Was the Leave of Absence Procedure clearly explalned to you?

Did you racelve fair treatment while employed?

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

Do you feel you were discriminated against?

INTERVIEWING OFFICER DATE

COMMENTS:
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RIEQQ-03/78
RHODE ISLAND DEPARTMENT OF ADMINISTRATION (Revised September 2018)

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

TO BE COMPLETED BY APPLICANT OR EMPLOYEE ONLY

Applicant or - S— — - — U J
Employee
Address _ _

Number Street City State Zip Code
NOTE: When selecting racial/ethnic category, you must select only one of the boxes numbered 1 through 7. Female ] Male [

1 - Black or African American {Not Hispanic or Latino} O 2 - Hispanic or Latino M 3 - American Indian or Alaska Native (Not Hispanic or Latino} N

4 - Asian {Not Hispanic or Latino} (] 5 —White (Not Hispanic or Latino) il 6 — Mative Hawaiian or Other Paclific Islander {Not Hispanic or Latino) Cl

7 - Two or More Races {Not Hispanic or Latino) O Disabled (1 \p.'eteran C Disabled Veteran [ Age: 40 & Over L
FOR PERSONNEL USE ONLY
Pepartment Division
Appropriation Account No. Pay Grade Position Na.
Incumbent* (Use this selection for current employees who are requesting a change to their demographic designation)
Promaotion Transfer Hired List No List Offered Not Offered Refused

Reason for Action

Interviewer/HR Staff Date




RACIAL/ETHNIC CATEGORIES

1 — Black or African American (Not Hispanic or Latino) — A person having origins in any of the black racial groups of Africa.

2 — Hispanic or Latino — A person of Mexican, Puerto Rican, Cuban, Central or South American, or other Spanish culture or
origin, regardless of race,

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

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

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

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

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

DISABLED:

All persons with a physical or mental impairment that substantially limits one or more major life activities. Major life actlvities
include, but are not limited to, caring for oneself, performing manual tasks, seeing, hearing, eating, sleeping, walking,
standing, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating and working. A
major life activity also includes the operation of a major bodily function, including, but not limited to, functions of the immune
system, normal cell growth, digestive, bowel, bladder, neurological, brain, respiratory, circulatory, endocrine, and
reproductive functions. A history of such disability, or the belief on the part of others that a person has such a disability,
whether it is 50 or not, also is recognized as a disability by the regulation.
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EQUAL OPPORTUNITY ADVISORY COMMITTEE*
GUIDELINES

MISSON:

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

1. ESTABLISHING THE COMMITTEE:

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

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

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

and veterans

2. STRUCTURE:

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

Minutes

OPEUOWR

3.  FUNCTIONS (ROLE):

Advise — not perform

Develop short-term objectives

Identify areas of possible discrimination

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

Review monthly progress reports

Issue a progress report to agency head quarterly

HoOW>

o

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

5. SECRETARY (DUTIES)
A. Preside over meeting in absence of chairperson
B. Record minutes of the meeting
C. Prepare minutes for distribution.




6. AGENCY HEAD:
Should make a commitment that all recommendations will be reviewed and acknowledged

7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:
1. Newsletter
2. Pay envelopes
3. Employee handbooks
4. Copies of the affirmative action plan policy statement of key program elements

8. The state equal opportunity office may issue such guidelines, directives, or instructions as
necessary to carry out Rhode Island General Laws § 28-5.1,

For additional guidance and/or technical assistance, contact:

Chery! A. Burrell, Associate Director
Department of Administration

Office of Diversity, Equity and Opportunity
One Capitol Hill

Providence, RI 02908

TEL # (401) 222-6397

Rhode Island Relay: 711

FAX # (401) 222-1453

Email: Cheryl.Burrell@doa.ri.gov

* Each agency is required to have an Equal Opportunity Advisory Committee
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May 2018 Dialogue on Diversity and iInclusion
End of year report luly 2017 — june 2018

This report outlines DDI activity over the last academic year and summarizes key issues shaping our 2018/19
agenda;

The overall committee met four times in the fall and four times in the spring. Additionally, subcommittees met
to work specifically on committee bylaws and the Diversity Summit held on March 19, 2018. The Executive
committee met multiple times throughout the summer of 2017 to work on the 2017 Promising Practices
conference, Effective recruitment coupled with the administration’s commitment to inclusive excellence has
made this past year our most robust ever in terms of membership (attachment). The DDI held its first annual
retreat as noted in the bylaws {attachment) at the Rl Nursing Education Center.

e Committee Bylaws

The Dialogue on Diversity has a strong history of education and advocacy historically operated under a
purpose statement first sanctioned by Rhode Island College President John Nazarian in 2000. The DD}
recently elaborated on its mission by creating a formal set of bylaws to serve as a roadmap for our work and
to provide comprehensive guidelines regarding membership and leadership roles.
The mission of the Dialogue on Diversity and Inclusion Committee is to support the college's
strategic initiatives on inclusive excellence by acting as a resource to the administration, and by
advising and identifying actionable outcomes for strengthening diversity, inclusion and equity.

The purpose of the Dialogue on Diversity and inclusion Committee is to provide leadership,

coordination, and recommendations for appropriate actions in furtherance of its commitment in

this area.
included in the bylaws is a re-naming of the committee to Dialogue on Diversity and Inclusion (DDi) which is
how we will be referred to going forward. Membership better reflects the diversity and composition of the
Rhode Island College community with representation from all five schools of learning, multiple student
service offices and both undergraduate and graduate students. We continue to work on increasing student
involvement with the committee. The Executive Committee has expanded to include a Secretary and the
Unity Center director as a standing member. A designated Graduate Assistant will serve in an ex officio
capacity providing administrative support to the committee. Under the committee’s new bylaws, AVP Cano-
Morales will serve as an ex-officio member. A nominating committee will provide recommendations to the
Office of the President for appointment to the Committee when appropriate.

s Events and Programming

The DDI has historically been known for two flagship programs, the Promising Practices Multicultural Conference
in the fali and the annual Spring Lecture. The 2017 Promising Practices theme was Education for a Diverse and
Inclusive Workplace and the 2018 Spring Lecture focused on Free Speech on Campus: Multiple Perspectives.
Promising Practices has typically drawn 250-400 attendees each year. Over the past two years, attendance has
declined. This year attendance was approximately 245. in our most recent meetings, the DDI re-envisioned our




approach to programming and discussed reformatting, rebranding, different structures of leadership, and
increased co-sponsorships. Committee discussion resulted in RIC’s first Diversity Summit which brought over 40
faculty, staff and students together from across campus to share ideas, current work, and experiences in the
area of Diversity and Inclusion initiatives that support the promise of Inclusive Excellence as outlined in the 2020
strategic plan. Actionable items from the Summit include:

e The creation of a Diversity Events Calendar

* |ncreased collaborations across campus with better communication and coordination

* More education and training around D& topics such as microaggression and implicit bias

The DDI’s May retreat, better defined our role within an evolving campus culture in order to remain relevant to
an increasingly diverse student body and their needs. This academic term DDI members contributed to the
American Democracy Project’s high school program From Your House to the White House: Political Bullying in
our Daily Lives and Whose Streets: Racism, Police Brutality and Rebellion in Ferguson, MO. and Rl Pride
events. The DDI {ooks forward to being more intentional about increasing and strengthening these types of co-
sponsorships. For example, providing financial support up to $500 for programs that align with our mission and
purpose,

s Funding

For the first time in its history, the Dialogue on Diversity and Inclusion received a $12,000.00 budget for the
2018 fiscal year, housed within the Community, Equity and Diversity division. In the past, the DDl relied on
financial support from the Committee on College Lectures (CCL), donations from Academic Affairs and
Student Affairs, as well as contributions from deans and other supporters for its annual events. The Office of
the President has also contributed to DDI activity. This new funding structure allows the DDI to explore
additional ways to build relationships at RIC and beyond to bring excellent lecture, seminar experiences and
co-sponsored activities to our campus. In anticipation of interest in DDI co-sponsorship support, our budget
may need to increase in order to accommodate the needs of the campus community. The committee’s
Treasurer will oversee the budget per the terms and responsibilities set by the bylaws. A copy of budget
expenditures is attached.

s Community, Equity and Diversity Division
Since spring 2017, the DD fortified a working relationship with the Community, Equity and Diversity (CED)
division under Associate Vice President Anna Cano-Morales. This partnership is very timely given the five pillars
of new Strategic Plan and its core values. Key considerations and concerns regarding resources and staffing
levels are outlined in our previously submitted letter regarding the CED. The Committee welcomes the
opportunity to work both in concert with the CED and autonomously with other partners on a variety of campus
initiatives. We seek an increased consultative role in the development of college policies and practices going
forward.

* Diverse Workforce
The cultural knowledge of a diverse workforce can aid in the retention, graduation and satisfaction of our
students. The DDI believes that critical inquiry is ignited when students have access to varied perspectives,
practices and ideas both in and out of the classroom. We realize that the term “workforce,” has broad
implications, Our graduates continue to contribute to the state’s workforce in large number and in every sector.
Rhode Island College personnel strengthen the state’s workforce by serving students now. The DDI firmly
believes in equal opportunity for employment at every level of the institution and that every RIC employee
should understand the College’s mission to constantly provide and improve upon a safe, “supportive, respectful
and diverse community.” Students benefit from interacting with a workforce intentionally developed to



capitalize on academic programs and student services. The DDI is committed to recruiting and hiring strategies
that attract talent from a variety of perscnal, social and academic backgrounds. We remain willing to
participate in campus search committees to bring varied perspectives to the processes,

Cencerns & Recommendations

Training and Professional Development; The student body at RIC is increasingly diverse along racial and ethnic
lines, linguistically, socio-economically, and has varying levels of ability and needs. The DD{ is concerned about
inconsistent approaches and the lack of required competency training and professional development for faculty,
students, and staff relative 1o Diversity & Inclusion topics such as the LGBTQ#+ population, ADA compliance and
disability services, race and culture, interfaith literacy, Veterans issues etc. Based on the data collected over this
past academic term, the DD| has identified “microaggressions and implicit bias” as the theme that will drive our
efforts this upcoming term. '

» Recommendation: Orientations should be required for ali new faculty, staff and administrators. All
orientations should include initial trainings in diversity and inclusion. Beyond orientations thorough
professional development on microaggressions and bias should be periodically required for current
faculty, staff and administrators. It is further recommended that the CED, in consultation with the DDI,
contract with a nationally recognized diversity certification program for RIC employees to become
credentialed executives, professionals and trainers. The college currently utilizes a similar structure for
certifying Principal Investigators for research, grants and Institutional Review Board requests.

Lack of diversity in workforce:

» This issue has been ongoing for many years and remains a priority concern, from employee recruitment
through retention. Human Resource needs a more robust outreach and recruitment strategy to reach
and attract adverse pool of applicants. All search committee chairs and members should participate in
an Affirmative Action information session with the director of Affirmative Action/institutional Equity.
Search committees should always receive timely notifications regarding candidate self ID data, prior to
interview selections.

» Offering competitive salaries and job descriptions embedded with language that encourages diverse
research interests, varied backgrounds and experiences, ability to teach and/or work with diverse a
population of students can dramatically increase the number of diverse applicants.

» In addition to diversifying our workforce, we have concerns and recommendations about how the
campus culture affects the retention of underrepresented employees. The DDl is pleased with the
current Campus Climate Assessment initiative, We believe, however, that more immediate approaches
are also necessary. For example, creating, expanding and/or reviving employee affinity groups for
students, employees and alumni can be implemented now.

Increased recognition for Diversity and Inclusion work on campus:

» Our faculty and staff colleagues across campus have developed diversity initiatives designed to urge
students in their respective areas to explore new ideas and practices. These initiatives include special
lectures, cultural events, films, conferences, performances and other notable service. We are fortunate
to have extraordinary individuals whose knowledge and skills make a difference in the lives of our
students. However, the DDI recognizes that D&I work is often seen as extracurricular and is not
uniformly valued in tenure and promotion portfolios or staff performance evaluations. The DD/




acknowledges the complexity of this issue and that it requires extensive discussion and negotiation with
faculty and staff unions, RIC Council as well as buy-in from other campus constituents.

Expanded curricula:

» Our undergraduate and graduate students need more choices in the classroom that speak to their
differing interests. Deliberate exposure to people both like and unlike oneself is a healthy way of
sparking critical inquiry. The McNair program has helped to identify top-performing students who work
with faculty mentors who have shared research interests. McNair is an important vehicle for highlighting
the need for a more inclusive curriculum and sparking research ideas that focus on diverse scholarship.
Our recommendation is that programs like McNair, Center for Research and Creative Activity {CRCA) and
similar opportunities are adequately promoted to students at multiple levels of academic achievement.
Another recommendation is the development of more courses that can form the foundation for cultural
studies (majors, minors, concentrations, certifications etc.).

The DDl seeks a meaningful working relationship with the President’s Executive Cabinet

The DD is a largely untapped and underutilized resource with useful expertise and abilities. DDI membership is
comprised of experts from multiple disciplines who have an unwavering commitment to student success. Over
Societal and campus shifts over time caused the DDI to evolve from solely programmatic to cansultative and
capable of advising on matters of new construction, strategic planning, marketing and
communications/language, policies, and procedures. One major theme taken from the qualitative data collected
at the Diversity Summit is the lack of transparency in decision making, and the need to integrate student voice
and other diverse perspectives into college decision making (e.g. “nothing about me without me”).

Along with our colleagues, students and alumni, the DDI knows that Rhode Island College is an institution full of
promise and potential that continues to cultivate exceptional talent and make a difference in our local, national
and global economies. We are confident in RIC's future and excited about the opportunity your leadership
represents.

Respectfully Submitted,

Valerie Endress, Outgoing Chair

Stefan Battle, Co-Chair

Keri Rossi-BYentremont, Co-Chair Elect
Joise Garzon, Secretary Elect

Ellen Bigter, Qutgoing Treasurer

Christie Rishworth, Treasurer Elect
Antoinette Gomes, Executive Committee




DIALOGUE ON DIVERSITY AND INCLUSION
2018-2019 Member List

Battle, Stefan — School of Social Work - Co-Chair
Bigler, Ellen - Education Studies **
Bousseau, Aswood - School of Social Work*
Cano-Morales, Anna — Community Equity and Diversity****
Coutinho, Paula C. — School of Social Work
Cummings, Carol A. - Health & Physical Education
Edeiman, Elijah A. - Anthropology
Endress, Valerie A. - Communications**
Fox, Michael - OASIS

. Garzon, joise - Learning for Life - Secretary***

. Gomes, Antoinette L. - Unity Center, **

. Henshaw, Elizabeth - Elementary Education

. Hoogasian, Nancy- RIC Foundation

. Kamenetsky, Julia M. - Counseling Center

. Kim, Jinsoo - Communications

. Kutenplon, Deborah - Nursing

. Lawrence, Maria E. - Elementary Education

. Miller, Warren — School of Social Work*

. Monteiro, La Tanya R. - Learning for Life

. Moran, Demetria - Career Development

. Muccio, Maria - PEP

. Nimmagadda, Jayashree - School of Social Work

. Pagliarini, Stephanie — Unity Center Graduate Assistant®***

. Pearson, Jessica T. - Music, Theater, Dance

. Restler, Victoria — Educational Studies*

. Reyes, Marcy — School of Business*

27, Reyes, Omar - Admissions

28. Rishworth, Christie A. - Health Services - Treasurer®**

29. Rossi-D'entremont, Keri L. - Disability Services ~ Co-Chair***

30. Rosso, Sissy — Undergraduate Student****

31. Silva-Jones, Jillian — Graduate Student****

32. Stevens, Brian - Admissions

33. Theodaore, Jeffrey - Communications & Marketing

34, williams, Iraida - Sherlock Center
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ENFORCEMENT AGENCIES




ENFORCEMENT AGENICES

Department of Administration

Office of Diversity, Equity and Opportunity
State Equal Opportunity Office

One Capitol Hill

Providence, R102908

TEL # (401)222-3090

FAX # (401)222-2490

RI Commission for HumanRights
180 Westminster St. Ste. 3
Providence, R} 02903-1918

TEL # (401) 222-2661/Voice

TDD # (401)222-2664

FAX # (401)222-2616

U.S. Equal Employment Opportunity Commission
1801 L StreetNW

Washington, D.C. 20507

TEL # (202) 663-4900/Voice

TDD # (800) 800-3302

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

Depariment of Justice

Office of the Americans with Disabilities Act
Civil Rights Division

P.O. Box 66118

Washington, D.C.20035-6118

TEL # (202) 514-0301/ Voice

TDD # (202)514-0381

# (202) 514-6193 (Electronic Bulletin Board)

Rhode Island College

Department of Institutional Equity
Community, Equity and Diversity Division
600 Mount Pleasant Ave.

Providence, RI 02908

TEL: 401-456-8218 or 401-456-8387
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EQUAL OPPORTUNITY AND
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July 1, 2018 - June 30, 2019

RHODE ISLLAND COLLEGE
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