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UNIVERSITY OF RHODE ISLAND STRUCTURE 

The University of Rhode Island Board of Trustees is the University’s governing body. The 

board is a public corporation that appoints and reviews the president. The board is 

responsible for establishing performance goals for the president and the University and for 

the buildings, employees, and property of the University. The board approves the budget, 

the awarding of degrees, and the awarding of tenure to faculty. 

The board consists of 17 members appointed by the governor in consultation with the 

University president, and with the consent of the Senate. The University president appoints 

one full-time student and one faculty member to serve on the board as non-voting 

members. The University president and the chair of the Rhode Island Board of Education 

also serve in an ex officio capacity. 

UNIVERSITY OF RHODE ISLAND HISTORY 

The University was chartered as the state’s agricultural school in 1888. The oldest structure 

in the district is the Oliver Watson Farmhouse (ca. 1796), part of the farmland purchased 

in 1888 to establish the agricultural school that would one day become the University of 

Rhode Island. The school became the Rhode Island College of Agriculture and Mechanic 

Arts in 1892, and the first class of 17 members graduated two years later. 

The Morrill Act of 1862 provided for the sale of public lands.  Income from these sales was 

to be used to create at least one college in each state with the principal purpose of teaching 

agriculture and mechanic arts. From this grant of land comes the term “land grant,” which 

applied to the national system of state colleges. In a later adaptation of the concept, federal 

funds given to colleges for marine research and extension are called “sea grants.” 

In 1909, the name of the college was changed to Rhode Island State College, and the 

program of study was revised and expanded.  In 1951, the college became the University 

of Rhode Island by an act of the General Assembly. The University has played an important 

role in the education and careers of many from Rhode Island and beyond. 

UNIVERSITY OF RHODE ISLAND MISSION 

The University of Rhode Island is the state’s flagship land and sea-grant research 

institution, with a commitment to urban initiatives. A student-centered research institution, 

the University of Rhode Island actively partners with other organizations globally and 

locally to advance knowledge and develop informed residents and leaders. The University 

is committed to high-quality education, community engagement, and solving the world’s 

most important challenges. Situated on the traditional land and territories of the 

Narragansett Nation and the Niantic People, the University of Rhode Island strives to 

create a diverse and inclusive environment for researchers, teachers, learners, and 

community members. 
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University of Rhode Island Foundational Values 

• Freedom to learn, teach, create, and conduct research with integrity in the pursuit and 
dissemination of new knowledge aimed at contributing to the public good. 
 

• An inclusive, accessible, equitable, and diverse community whereby we respect the 
rights and dignity of all. 
 

• Intellectual curiosity, lifelong learning, leadership, and scholarship in creating a 
thriving URI community in service to Rhode Island and the world. 
 

• Sustainability and care of our environment conducive to the physical and mental 
health of our community. 
 

• Self and institutional reflection of our values in our work, scholarship, and 
interactions, holding ourselves, each other, and the institution accountable to uphold 
them to a high standard. 
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UNIVERSITY OF RHODE ISLAND SENIOR LEADERSHIP  
 
DIVISION     CABINET MEMBER NAME AND TITLE 
 
Office of the President   Marc B. Parlange, Ph.D., President 
 
Office of the President               Chelsea Berry, Senior Advisor and Chief of  
       Staff   

Provost and Academic Affairs  Barbara E. Wolfe, Ph.D., Provost and Executive    
      Vice President  

Research and Economic Development    Bethany D. Jenkins, Ph.D., Vice President 

Administration and Finance   Abby S. Benson, Vice President 

Student Affairs    Ellen Reynolds, Ed. D., Vice President 

Communications and Marketing  Matthew McDonald, Vice President 

Community, Equity and Diversity Markeisha J. Miner, Vice President 

Office of the General Counsel  Alyssa V. Boss, Esq., General Counsel 

Human Resources     Becky Hill, Vice President 

Department of Athletics   Pat Lyons, Vice President and Director of 
       Athletics  

University of Rhode Island Foundation Mark Antonucci, CEO and Vice President for  
      Advancement 
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UNIVERSITY CAMPUSES 
 
KINGSTON CAMPUS 

Located in the historic village of Kingston, the University of Rhode Island is close to the 
ocean and major beaches. Our 1,200-acre campus, a mix of ivy-covered buildings and 
contemporary architecture, is 30 miles south of Providence, and within easy reach of 
Newport, Boston, and New York City.  

FEINSTEIN PROVIDENCE CAMPUS 

The University of Rhode Island moved out of the Feinstein Providence Campus at the end of 
the calendar year 2023. The University of Rhode Island College of Health Sciences continues 
to occupy spaces in the Shepard Building in Providence as a tenant of the Rhode Island 
Department of Administration.  

NARRAGANSETT BAY CAMPUS 

Overlooking the West Passage of Narragansett Bay, this 153-acre campus is home to the 
highly acclaimed University of Rhode Island Graduate School of Oceanography -one of 
the top five (5) oceanographic institutions in the country. The campus also houses the 
University’s Coastal Institute on Narragansett Bay, which features an interactive coastal 
environment exhibit and conference center. 

W. ALTON JONES CAMPUS  

Located in the western section of Rhode Island just 30 minutes from Providence, the Alton 
Jones Campus features 2,300 acres of pristine forests, streams, ponds, and a 75-acre 
lake. Alton Jones offers an ideal setting for important research projects and fieldwork for 
classes in environmental sciences. 

NURSING EDUCATION CENTER 

Located in a vibrant section of Providence, the Rhode Island Nursing Education Center 
opened in August 2017, offering 133,000 square feet of laboratory, classroom, and office 
space at 350 Eddy Street. The Center is the educational anchor of a regional hub for 
healthcare learning, practice, and biomedical research in Providence.  
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COLLEGE ORGANIZATION AND PROGRAM SUMMARIES 

The University of Rhode Island offers bachelor’s degrees, master’s degrees, and doctoral 
degrees in numerous undergraduate and graduate areas of study through nine degree-
granting colleges. The Colleges include the College of Arts and Sciences, College of 
Business, Feinstein College of Education, College of Engineering, College of the 
Environment and Life Sciences, College of Health Sciences, College of Nursing, College 
of Pharmacy, and Graduate School of Oceanography. 

COLLEGE              INTERIM DEAN 
College of Arts and Sciences         Brenton DeBoef, Ph.D. 

The College of Arts and Sciences encourages excellence in teaching through academic 
programs in the arts, humanities, social sciences, Harrington School of Communication and 
Media, mathematics, and physical sciences. The College of Arts and Sciences engages in 
internationally renowned programs of research, scholarship, and creative activities; and 
supports the application of knowledge through outreach to serve the changing needs of the 
state, the country, and the world.  The College offers graduate and undergraduate programs 
of research, scholarship, and artistic expression to enable students to understand the 
intellectual and cultural heritages in the global community, the physical world, rapidly 
changing technologies and social, economic, and political development. The College 
promotes students’ ethical and intellectual development and capabilities through critical and 
independent thinking, reading, and communicating. The College fosters breadth through 
engagement with theoretical foundations and basic skills, and depth through the intellectual 
challenges explored via intensive study in a field of concentration.  Student-faculty interaction 
is enhanced through independent and collaborative experiences to inspire life-long learning 
and civic engagement.  

 
COLLEGE                  DEAN 
College of Business                Sean Edmund Rogers, Ph.D. 

The College of Business is the state’s flagship institution for business, education, research, 
and outreach.  The College offers a range of majors and specializations, with accredited 
programs at the bachelor’s, master’s, and doctoral levels. The College of Business is 
accredited by the Association to Advance Collegiate Schools of Business (AACSB).  AACSB 
accreditation is highly sought after by universities due to its high level of academic merit— 
accreditation has been achieved by less than 6% of the world's schools offering business 
degree programs, and less than 2% have earned dual accreditation in accounting. With an 
interdisciplinary approach and emphasis on experiential learning and entrepreneurial 
thinking, our academic model encourages students to discover new perspectives. We 
combine a strong core in the liberal arts and sciences with a focused business curriculum, 
designed to expand the depth and breadth of your learning experience. Our courses push 
you to identify problems and find innovative solutions. At every level, the classroom offers 
you a safe space to learn and grow—inspiring critical thinking, communications, problem-
solving, and a global outlook. 
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COLLEGE        DEAN 
Feinstein College of Education     Danielle Dennis, Ph.D. 
 
The Feinstein College of Education, located in the Kingston Campus, offers a range of 
bachelor’s, master’s, doctoral, and teacher certification programs. The College of 
Education offers applied educational opportunities for traditional students, transfer, adult, 
and returning students. Our programs provide learners access to innovative and flexible 
approaches to gaining knowledge and practical experiences in community settings.  
 
COLLEGE        DEAN 
College of Engineering      Anthony Marchese, Ph.D. 

The College of Engineering is a diverse community of scholars, learners, and professional 
staff dedicated to the development and application of advanced technologies, working 
together to enhance the quality of life for all. We are creative problem-solvers, innovators, 
inventors, and entrepreneurs, applying our skills for the advancement of knowledge, service 
to our community, and the economic development of the state and beyond. We prepare our 
graduates to be global leaders in a wide range of engineering disciplines and to create new 
knowledge, products, and services.  

COLLEGE        DEAN 
College of Environmental and Life Sciences   Jean VanderGheynst, Ph.D. 

The College of Environmental and Life Sciences strives for excellence in teaching, research, 
and service, and prepares its students with the skills, knowledge, and insight to address the 
challenges of today’s world and support their development as lifelong learners. The College 
fosters collaboration among undergraduate and graduate students, staff, and faculty in 
experiential learning and provides opportunities for students to apply their knowledge beyond 
the university, addressing contemporary problems through innovative, relevant, and scholarly 
research. The College extends research-based knowledge through community engagement 
in the tradition of land-grant and sea-grant heritage and is dedicated to outreach and service 
to the state, national, and global community. 

COLLEGE         DEAN 
College of Health and Sciences      Patrick Vivier, Ph.D. 

The College of Health Sciences promotes the health and well-being of individuals, families, 
and populations in a diverse global society through excellence in teaching, research, and 
outreach.  The College of Health Sciences is a leader in education, research, and outreach 
in the promotion of optimal health and wellness across the lifespan. The College is 
committed to high-quality teaching that emphasizes evidence-based practices, engages 
students in multidisciplinary learning, and produces graduates who can effectively translate 
and apply knowledge in their professions. The College’s research seeks to develop 
innovative solutions to complex problems that improve the health and well-being of others.  
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COLLEGE           DEAN 
College of Nursing Danny Willis, DNS, R.N., 

FAAN 
 
The College of Nursing prepares nurses to excel as outstanding and compassionate 
clinicians, scholars, and leaders who enhance the health care of individuals, families, 
communities, and populations both locally and globally.  The College of Nursing values 
social justice, diversity, inclusivity, and civic engagement. The College of Nursing is a 
dynamic catalyst for improving health and transforming healthcare through innovation and 
excellence in education, knowledge development, discovery, and professional practice to 
meet the needs of a global society. The traditional undergraduate baccalaureate degree 
program has approximately 850 enrolled students and the graduate nursing programs 
have over 150 students. The baccalaureate degree program in nursing, the master’s 
degree program in nursing, the Doctor of Nursing Practice program, and the post-graduate 
APRN certificate program at the University of Rhode Island are accredited by the 
Commission on Collegiate Nursing Education. 
 
COLLEGE            DEAN 
College of Pharmacy          Kerry LaPlante, Pharm D 
 
The University of Rhode Island College of Pharmacy is a welcoming and inclusive student-
centered research community that pursues lives of service and intellectual exploration to 
solve scientific challenges and prepare students to deliver interdisciplinary healthcare with 
compassion and intention. The College brings together some of the brightest minds and most 
inventive scientists in the industry to deliver a world-class education in Biomedical and 
Pharmaceutical Sciences and Pharmacy Practice and Clinical Research. The College of 
Pharmacy is among the top 5% nationally in federal research funding and led the way in that 
category in the Northeast region in the last decade. The College has a top 10 rank in 
postgraduate year one (1) residency placements –the highest in the region. Students are 
employed upon graduation at a rate of 97%.  The College had the second-highest graduation 
rate in the Northeast last year and was among the schools with the highest pharmacy board 
pass rates.  
 
ACADEMIC SCHOOL          INTERIM DEAN 
Graduate School of Oceanography        Steven D'Hondt, Ph.D. 

As one of the nation’s premier academic oceanographic institutions, the University of Rhode 
Island’s Graduate School of Oceanography (GSO) educates marine scientists, students, 
policymakers, business leaders, and citizens and helps develop the knowledge and skills 
necessary to address present and future marine challenges. This mission is accomplished 
through an integrated program of research, education, and public outreach. Field and ship-
based observations, including time-series studies coupled with laboratory work and modeling, 
provide a comprehensive approach to studying coastal and blue water oceans throughout the 
world. 
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ACADEMIC SCHOOL          DEAN 
Graduate School          Beth Meyerand, Ph.D. 

The University of Rhode Island Graduate School supports, advances, and champions 
graduate education. Serving over 2,000 graduate students, the Graduate School offers over 
85 master’s, doctoral, professional, and certificate programs. Graduate Faculty work in 
partnership with the Graduate School to manage degree programs, including requirements 
for admission and degree completion. The Graduate School is responsible for processing 
applications, granting degrees, and ensuring compliance with the University’s policies for all 
advanced degree programs, apart from the Pharmacy Doctorate. Additionally, the Graduate 
School develops programming to help students build leadership and professional skills and 
provides tuition scholarships, fellowships, and grants to support student research. 

CAMPUS RESOURCE          INTERIM DEAN 
University Libraries          Ray Wang, Ed.D. 
 
The University Libraries serve the scholarship and research needs of the University 
community and the general public. The University Libraries are the principal campus resource 
for information research, scholarship, and creative work providing a truly diverse and 
inclusive, global information environment. The University Libraries support the success of 
students, faculty, and researchers through instruction, access, preservation, and innovation. 
The University Libraries provide a safe, inclusive environment conducive to scholarly 
research and study. It is a vital and interdisciplinary resource whose support by the University 
exemplifies its commitment to educational excellence. 
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NON-ADMISSION STATEMENT 

This Non-Discrimination Plan does not constitute an admission by the University of Rhode 

Island of any violation of Section 503 of the Rehabilitation Act of 1973, as amended; the 

Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended; Title VI of the 

Civil Rights Act of 1964; Title VII of the Civil Rights Act of 1964; or any federal, state or 

local law. This Non-Discrimination Plan has been developed to reaffirm the University of 

Rhode Island’s policy of providing equal employment opportunity for all persons without 

regard to race, color, age, country of ancestral or national origin, genetic information, 

religion, disability status, military status, marital status, pregnancy status or related 

condition, whistleblower activity, sex, sexual orientation, gender identification, or 

expression, status with regard to public assistance, or any other protected class, category, 

or characteristic. Goals have been established, where appropriate, to endeavor to meet 

nondiscrimination and equal employment opportunity obligations in alignment with Rhode 

Island General Laws, Title 28, Chapters 5 (Fair Employment Practices) and 5.1 (Equal 

Opportunity and Affirmative Action). This document is not intended to and will not be used 

to discriminate against any applicant or employee because of any characteristic protected 

by local, state, or federal laws, rules, or regulations.  

PURPOSE 

The purpose of this Non-Discrimination Plan is to satisfy state requirements and reaffirm 

our commitment to ensuring equal employment opportunities for applicants and 

employees. This Non-Discrimination Plan has been introduced to ensure that applicants 

and employees of Rhode Island state agencies and federal contractors have equal 

opportunity for recruitment, selection, advancement, and every other term and privilege 

associated with employment, without regard to their protected status.  

Non-Discrimination Plans are important for Rhode Island state government because they 

help ensure equal employment opportunities, and compliance with federal and state 

requirements. A non-discrimination plan provides agencies with a road map for supporting 

the long-term goals and values of the agency. 

1. STATEMENT OF POLICY ON NON-DISCRIMINATION AND EQUAL 

EMPLOYMENT OPPORTUNITY  

The University of Rhode Island is actively committed to equal opportunity and promoting 

fair and equitable treatment of all employees and applicants. The Office of Equal 

Opportunity is responsible for leading enterprise-wide compliance with applicable civil 

rights laws and regulations.  In this capacity, it ensures equal employment opportunity in 

all aspects of employment and administers the University’s Policy on Nondiscrimination.  

 

The University prohibits discrimination, including harassment and retaliation, due to 

protected status, in employment and service delivery. It is the policy of the University to 

promote fair and equitable treatment in all activities and to comply with Titles VI and VII of 

the Civil Rights Act of 1964, as amended; Title IX of the Education Amendments of 1972; 

the Age Discrimination in Employment Act of 1967; Sections 503 and 504 of the 
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Rehabilitation Act of 1973, as amended; Section 402 of the Vietnam Era Veterans’ 

Readjustment Assistance Act of 1974, as amended; the Equal Pay Act of 1963, as 

amended; the Americans with Disabilities Act of 1990; the Americans with Disabilities Act 

Amendments Act of 2008; the Genetic Information Nondiscrimination Act of 2008; Rhode 

Island Executive Order 91-39; the Age Discrimination Act of 1975;Rhode Island Executive 

Order 92-2; the Rhode Island Fair Employment Practices Act; the Rhode Island Civil Rights 

Act; and other applicable local, state, or federal laws, rules, or regulations.  

 

a. Hiring and Recruitment 

The University of Rhode Island is an equal opportunity employer committed to community, 

equity, and diversity, and civil rights compliance. All employees and applicants have a right 

to equal opportunity in all terms, conditions, or privileges of employment, including, but not 

limited to recruitment, hiring, certification, appointments, working conditions, work 

assignments, promotions, benefits, compensation, training, transfers, layoffs, recall from 

layoffs, disciplinary actions, terminations, demotions, or requests for leave. 

The Office of Equal Opportunity supports the recruitment, selection, and hiring process by 

enforcing compliance with Title VII of the Civil Rights Act of 1964, the Americans with 

Disabilities Act of 1990, Section 503 of the Rehabilitation Act of 1973, and other 

employment-related laws. Through this effort, the Office of Equal Opportunity works with 

the University leadership to establish and measure recruitment goals in alignment with 

strategic objectives, offers training on civil rights topics, and educates those involved in the 

recruitment, selection, and hiring process to minimize discrimination in all aspects of 

employment.  

During the hiring and recruitment phase: 

1) Hiring authorities, search chairs, search committees, and the Office of Human 

Resources will make efforts to conduct outreach and seek referrals of qualified 

individuals to increase opportunities for candidates of all backgrounds. Outreach 

activities will be carried out in alignment with the Civil Rights Compliance Toolkit for 

Employee Recruitment, Selection, and Hiring. 

 

2) As appropriate, the University of Rhode Island will make reasonable efforts to 

broadly advertise vacancy announcements, including in media directed to members 

of underrepresented groups.  

 

3) The Office of Human Resources and hiring authorities will evaluate and analyze job 

requirements using job performance criteria. Special attention will be given to 

academic accomplishments, experience, and skills requirements to ensure that 

such specifications are consistent with the needs of the position and free from bias 

that could lead to exclusion and discrimination. When requirements screen out a 

disproportionate number of candidates of the same protected status, the continued 

use thereof will be evaluated, and “validation” will be considered.  
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4) The Office of Equal Opportunity will enforce equal opportunity compliance, conduct 

periodic workforce analyses, and distribute its findings. See page 70 to review the 

latest workforce analysis, which can be found in the “Identification and Analysis of 

Growth Areas” section.  

 

5) The Office of Human Resources, hiring authorities, search chairs, and search 

committee members will carry out activities in alignment with the Policy on 

Nondiscrimination and the Policy on Employee Recruitment, Selection, and Hiring. 

The University pledges that it will post all vacancies, including transfers, and will recruit, 

hire, train, and promote persons in all job classifications without regard to race, color, sex, 

religion, sexual orientation, gender identity or expression, age, national original, disability, 

or veteran status.  

 

b. Employment 

 

All employment decisions will be made without regard to race, color, age, country of 

ancestral or national origin, genetic information, religion, disability status, military status, 

marital status, pregnancy status, whistleblower activity, sex, sexual orientation, gender 

identification, or expression, status with regard to public assistance, or any other protected 

class, category, or characteristic.  

 

The University of Rhode Island will post all vacancies on the University’s website. To 

engage a wide applicant pool that is representative of all, hiring authorities, search chairs, 

search committees, and the Office of Human Resources will make efforts to distribute 

vacancy announcements on career management websites administered by professional 

associations and service organizations. Additional information regarding outreach can be 

found in the “Identification and Analysis of Growth Areas” section, page 70. 

c.  Sexual Harassment 

The University of Rhode Island recognizes its obligation to provide an atmosphere free of 

harassment and intimidation. Any form of sexual harassment, such as unwelcome sexual 

advances, requests for sexual favors, and/or other verbal or physical conduct of a sexual 

nature, will not be tolerated. Violations of this policy will be handled appropriately as part 

of the University's disciplinary procedures and its posted policy in support of federal and 

state requirements on sexual harassment.  

Harassment by supervisors or coworkers in employment based on race, color, age, country 

of ancestral or national origin, genetic information, religion, disability status, military status, 

marital status, pregnancy status or related condition, whistleblower activity, status with 

regard to public assistance, sex, sexual orientation, gender identification or expression, or 

any other protected class, category, or characteristic, is an unlawful employment practice 

and will be addressed through the University’s Policy on Nondiscrimination, which is 

administered by the Office of Equal Opportunity. Sex-based discrimination and harassment 
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in service delivery are addressed through the University’s Policy on Sexual Misconduct, 

which is administered by the Title IX Coordinator. 

The Office of Equal Opportunity, established under the Division of Administration and 

Finance and reporting to Enterprise Risk Management, is responsible for taking 

reasonable steps to prevent harassment in service delivery and employment from 

occurring. In the employment context, the Office of Equal Opportunity informs employees 

of their right to raise the issue of sexual harassment under Title VII of the Civil Rights Act 

of 1964 and offers training to educate hiring managers, supervisors, and employees on the 

nature of this problem. Under Title VII of the Civil Rights Act of 1964, sex is defined to 

include pregnancy or pregnancy-related conditions, sexual orientation, and gender identity.  

The Title IX Coordinator, reporting to Enterprise Risk Management, takes reasonable steps 

to prevent harassment in education programs or activities from occurring by informing 

students and relevant stakeholders of their right to raise the issue of sexual harassment 

under Title IX of the Education Amendments of 1972 and offers training to educate 

students and university personnel of the nature and prevention of this problem.  

d.  Equal Opportunity Program Coordinator 

Dorca P. Smalley, Director of the Office of Equal Opportunity, has been designated by the 

University as the person who shall have overall responsibility for the implementation and 

maintenance of the University's civil rights compliance programs. These include Titles VI 

of the Civil Rights Act of 1964, Title VII of the Civil Rights Act of 1964, the Rehabilitation 

Act of 1973, the Americans with Disabilities Act of 1990, the Americans with Disabilities 

Amendments Act of 2008, affirmative action required by state and/or federal law, and equal 

opportunity. In this capacity, the Office of Equal Opportunity offers training on civil rights 

topics, gathers and reports statistical data, works with the University leadership to establish 

goals and timetables, offers technical assistance to other offices with civil rights compliance 

responsibilities, and works with stakeholders across campus to investigate and address 

illegal discrimination and harassment.  

e.  Americans with Disabilities Act Program Coordinator 

Dorca P. Smalley, Director of the Office of Equal Opportunity, has been designated as the 

Coordinator of enterprise compliance with the Americans with Disabilities Act and the 

Rehabilitation Act and serves as the institutional Section 504 Coordinator. The Office of 

Equal Opportunity is responsible for investigating complaints of discrimination or 

harassment on the basis of disability and other protected categories in employment and 

service delivery and providing technical assistance to the ADA partners.  

The Office of Equal Opportunity works with the offices below to promote accessibility 

inclusivity in service delivery and employment: 

• The Office of Human Resources is responsible for approving and monitoring 

reasonable accommodation requests made by University personnel and applicants, 
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in alignment with Section 503 of the Rehabilitation Act and Title I of the Americans 

with Disabilities Act. Requests for work accommodation are made in writing to the 

Office of Human Resources, which consults with appropriate officials to consider 

the request. Once an accommodation is granted in the employment context, its 

effectiveness is periodically monitored by both the employee and the Office of 

Human Resources. If, at some point, the accommodation ceases to be effective in 

enabling the person to perform the job or is no longer deemed to be necessary 

(upon medical documentation), alternative accommodation is sought if appropriate. 

 

• The Office of General Counsel is responsible for answering questions relating to 

legal compliance requirements in alignment with the ADA, Section 504, and any 

other state and federal laws that provide protections for individuals with disabilities. 

The General Counsel is the chief legal officer of the University and is responsible 

for the coordination and management of all legal issues affecting the University. 

 

• The Office of Disability, Access, and Inclusion promotes compliance with Section 

504 of the Rehabilitation Act by accepting, reviewing, and approving reasonable 

accommodation requests made by students in their roles as students.  

 

• Communications and Marketing is responsible for promoting website accessibility 

in accordance with Title II of the Americans with Disabilities Act. 

 

• The Facilities Group is responsible for ensuring standards for accessible design are 

met in accordance with Title II and Title III of the Americans with Disabilities Act.  

 

• Transportation and Parking is responsible for working with the Office of Equal 
Opportunity to coordinate the response to requests made by members of the public 
with mobility needs. Transportation and Parking provides safe, sustainable, reliable, 
and cost-effective transportation and parking services that facilitate convenient 
access. Additionally, Transportation and Parking monitors and directs vehicles to 
appropriate public parking areas, including accessible spaces. 
 

• The Office of Admission is responsible for administering reasonable 
accommodation requests made by individuals to support their status as University 
of Rhode Island applicants or prospective applicants. 
 

Achieving full participation and integration of people with disabilities is the responsibility 
of all University departments, offices, and personnel and requires cooperative efforts. 
I, the undersigned, concur with the above-referenced policy statements and will ensure 
its implementation. 
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2. DIVERSITY OFFICERS WORKING GROUP 

The University of Rhode Island does not have an official Equal Opportunity Advisory 

Committee. The Equal Opportunity Coordinator consults with the members of the 

workforce listed below. 

DIVISION     NAME AND TITLE     

  

Community, Equity, and Diversity   Vice President of Community, Equity  

       and Diversity  

      Assistant Vice President of Community,  

       Equity, and Diversity  

College of Arts and Sciences Assistant Dean of Justice,  

Equity, Diversity and Inclusion Initiatives  

College of Business Executive Director of Inclusive Excellence and 

Professor  

College of Engineering Assistant Dean, Diversity, Equity, and 

Inclusion  

College of the Environment and  Assistant Dean, Life Sciences Diversity,  

       and Student Success Initiatives  

College of Pharmacy Clinical Assistant Professor 

Department of Athletics   Associate Director for Student-Athlete  

       Development and Inclusive Excellence  

Graduate School Associate Dean of Diversity 

and Academic Affairs and Associate Professor 

Graduate School of Oceanography  Assistant Dean of Justice,  

       Equity, Diversity and Inclusion Initiatives  

Office of Equal Opportunity Director* 

 

*The Office of Equal Opportunity attends the Diversity Officers Working Group meetings in 

an advisory capacity to offer technical assistance and align culture and compliance. The 

Director is the designated civil rights compliance officer and reports to the Assistant Vice 

President for Enterprise Risk Management, who reports to Vice President of the Division 

of Administration and Finance.  
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Duties and Responsibilities of the Diversity Officers Working Group  

During fiscal year 2025, the Diversity Officers met a total of eight (8) times. The primary 

objective of the meetings is to share information and advise the Vice President of 

Community, Equity and Diversity on University-wide policies, procedures, and initiatives 

that advance diversity, equity, inclusion, and civil rights compliance.  

Meeting agendas are developed by Community, Equity and Diversity. Meetings took place 

on 08-19-2024, 10-29-2024, 11-26-2024, 12-17-2024, 01-29-2025, 02-24-2025, 04-22-

2025, and 05-25-2025. Copies of available meeting agendas may be found in the 

Appendix, page 170. 
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3. DIVISION HEADS, SUPERVISORS, OFFICE OF HUMAN RESOURCES, AND 

PERSONNEL  

The University of Rhode Island Senior Leadership consists of the President; the Vice 

President of Community, Equity and Diversity; the Vice President and General Counsel; 

the Vice President of Human Resources; The Executive Vice President of Academic Affairs 

and Provost; the Vice President of Administration and Finance; the Vice President of 

Research and Economic Development; the Vice President of Student Affairs; the Vice 

President of Communications and Marketing; Vice President for Advancement and the 

CEO of the University of Rhode Island Foundation and Alumni Engagement; the Senior 

Advisor and Chief of Staff to the President; and the Vice President and Director of Athletics.  

 

Each member of the President’s Executive Council provides leadership, strategic direction, 

policy development, and administrative oversight of their divisions. Deans, Department 

Chairpersons, and Directors are responsible for employees and reviewing the employment 

actions of individual departments to ensure that all procedures comply with the University’s 

civil rights compliance efforts and applicable policies.  

 
The Vice President of Community, Equity and Diversity leads the Office of Community, 
Equity and Diversity, and is responsible for influencing effective policy formation and 
collaborating with the university leadership as it relates to diversity, equity, and inclusion. 
The Vice President of Community, Equity and Diversity also collaborates with divisional, 
college, departmental diversity committees, and the Office of Equal Opportunity to ensure 
that the accomplishment of strategic diversity goals identified in the University’s Strategic 
Plan are carried out in alignment with the University’s civil rights compliance obligations.  
 
The final responsibility, authority, and accountability reside with the President of the 
University.  When sought, the Director of the Office of Equal Opportunity advises the 
Provost, Vice Presidents, Assistant Vice Presidents, Deans, Department Chairpersons, 
Diversity Officers, and Directors, on civil rights compliance topics such as Title VI and Title 
VII of the Civil Rights Act of 1964, the Americans with Disabilities Act of 1990, the 
Rehabilitation Act of 1973 and all other applicable laws and regulations involving legally 
mandated affirmative action and equal opportunity.   
 

All hiring authorities, supervisors, division heads, members of the President’s senior 

leadership, designated employees within each college, and the civil rights enforcement 

officer are responsible for the successful implementation of this plan and must work with 

the Office of Equal Opportunity to develop goals and timetables to meet civil rights 

compliance goals and promote equal opportunity for all.  

The Office of Human Resources will continue to collect and maintain hiring, promotion, 

transfer, and termination data, and will continue to make it available to the Office of Equal 

Opportunity for reporting to the Board of Trustees, the President, the federal government 

(as applicable), the Rhode Island Department of Administration Division of Equity, 

Diversity, and Inclusion (DEDI), and other regulatory and enforcement agencies. By policy, 

every division head will ensure that terminating and transferring employees receive an exit 
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interview form. All efforts will be documented by recording these acknowledgments in the 

Office of Human Resources, which disseminates the exit interview forms.  

4. NON-DISCRIMINATION PROGRAM COORDINATOR 

Markeisha J. Miner is the institutional diversity officer responsible for advising and 
informing the President and the Senior Leadership on all issues related to diversity and 
equity. The Vice President of Community, Equity and Diversity provides vision, leadership, 
coordination, strategic direction, and planning to advance the University’s mission and 
academic strategic plan. This role is responsible for assessing community needs and 
working collaboratively across the campus community to address needs that enhance the 
experience for students, faculty, and staff. The Vice President leads the Office of 
Community, Equity and Diversity; supports and enhances a stronger sense of inclusion 
among campus community members; provides innovative, progressive leadership; and 
leads the University’s efforts to build an environment of inclusive excellence.  
 
Dorca P. Smalley, the Director of the Office of Equal Opportunity, is the designated civil 
rights compliance officer and reports to the Assistant Vice President for Enterprise Risk 
Management, who reports to the Vice President of Administration and Finance. The Vice 
President of Community, Equity and Diversity and the Vice President for Human 
Resources work alongside the Director of the Office of Equal Opportunity and support 
University leadership to identify evidence-based practices in recruitment, retention, and 
promotion. 

5. AMERICANS WITH DISABILITIES ACT/504 OF THE REHABILITATION ACT 

COMPLAINT PROCEDURE 

The Americans with Disabilities Act and Section 504 of the Rehabilitation Act of 1973 

complaint procedures are administered in accordance with the University Policy on 

Nondiscrimination and the supporting procedures, page 103. Per the University’s Policy 

on Nondiscrimination, the Office of Equal Opportunity accepts, investigates, and 

addresses complaints of discrimination on the basis of disability in employment and service 

delivery. The Office of Community Standards investigates complaints in service delivery in 

accordance with the Division of Student Affairs Student Handbook when a student or 

student organization is identified as the Respondent. 

 

All complaints under the existing Policy on Nondiscrimination must be filed within one (1) 

year after the last alleged discriminatory act. The University’s ability to respond to 

complaints filed beyond this time is limited. However, complaints involving allegations of 

continuing unlawful discrimination, harassment, or retaliation may be thoroughly 

investigated, including occurrences beyond the one-year time frame, so long as the last 

act of alleged discrimination occurred within the prescribed filing deadline of one (1) year. 

Complainants have the option of choosing to file a formal or informal complaint. 

 

The informal resolution process consists of voluntary mediation or facilitated resolution 

offered by the Office of Equal Opportunity. The mediation or facilitated resolution must be 

completed within thirty (30) calendar days of the date the complaint was filed. If the informal 
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resolution process does not result in a resolution within thirty (30) calendar days, and 

absent an extension, abeyance, or other contrary rulings by the Director of the Office of 

Equal Opportunity, the informal resolution process will be deemed terminated, and the 

complaint will be resolved pursuant to the investigation procedures. The Director of the 

Office of Equal Opportunity may adjust any time periods or deadlines in the investigation 

process that were suspended due to the informal resolution. A copy of the resolution should 

be kept in a file in the Office of Equal Opportunity unless the resolution specifies otherwise.  

 

Step 1: Notifying the parties. 

Step 2: Agreement to the informal process. 

Step 3: Resolution or next steps 

 

The formal resolution process consists of a formal review that involves investigating, 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. Respondents named in a formal complaint may write a formal response 

within twenty (20) calendar days of receiving notice of the complaint. After the investigation 

concludes, the Complainant and Respondent receive a preliminary investigation report and 

have three (3) business days to respond by providing additional evidence, asking 

questions, or challenging the information on the report. After the final investigative report 

is issued, the complainant and respondent may appeal the findings within ten (10) business 

days. All investigations conclude within ninety (90) days after the complaint is filed unless 

the Director of the Office of Equal Opportunity determines that more time is needed. 

 

Step 1: Complainant’s written statement. 

Step 2: Acknowledging receipt of the complaint and notifying the Respondent. 

Step 3: Respondent’s written response. 

Step 4: Investigation. 

Step 5: Preliminary Investigation Report. 

Step 6: Final Investigative Report. 

Step 7: Appeals and actions on appeals. 

Step 8: Disciplinary Action: Office of Human Resources. 

 

Alternative means of filing a complaint are made available upon request. Individuals 

seeking an accommodation on the basis of disability to file a complaint may contact the 

Office of Equal Opportunity by emailing equalopportunity@uri.edu, or calling 401-874-

4009, R.I. Relay 711. Dorca P. Smalley, the ADA/Section 504 Coordinator, will maintain 

the files and records relating to the complaints filed in accordance with the Procedures on 

Nondiscrimination and the statutory requirements guiding the function of the ADA/Section 

504 Coordinator role.  

 

 

 

mailto:equalopportunity@uri.edu
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6. INTERNAL AND EXTERNAL DISSEMINATION OF PLAN AND POLICY 

The Equal Opportunity Program Coordinator shall distribute copies of the approved Non-
Discrimination Plan to each member of the Senior Leadership, to each Dean, and the 
Diversity Officers. The Equal Opportunity Program Coordinator will publish a copy of the 
plan and applicable policies and supporting procedures on the Office of Equal 
Opportunity's public website. Lastly, a copy of the plan will be distributed through Rhody 
Today, the University’s official newsletter.  
 
The University disseminates the policy internally as follows: 
 
1) The University’s Policy on Nondiscrimination is published on the official University 

Policies website, under Administrative Policies. Links to the official policy can be found 
on the Office of Equal Opportunity website and in the official University Student 
Handbook.   

 
2) All advertising will include the following text, as required under applicable civil rights 

law, and as outlined in the Policy on Employee Recruitment, Selection, and Hiring: 
 
URI is unwavering in its commitment to equal opportunity, community, equity, and 

diversity. In furtherance of its mission to serve and support all learners as the state’s 

public flagship university, URI continues to expand efforts to recruit and retain a broadly 

representative workforce as well as to regularly evaluate the effectiveness of those 

efforts.  

 All employment decisions, including hiring, are made without regard to protected 

status. Qualified individuals with disabilities may request a reasonable accommodation 

by contacting the URI benefits office at 401-874-2416. For TTY assistance, contact R.I. 

Relay Services at 711.  

3) University Stationery includes the statement “The University of Rhode Island is an 

equal opportunity employer committed to community, equity, and diversity.”  In addition, 

a statement of non-discrimination is in all areas and has been placed in University 

publications issued by the Publications Office since 1975.   

 

4) Publications such as multi-page departmental brochures, university catalogs, booklets, 

smaller brochures, leaflets, and flyers produced for individual departments and 

programs, as well as all official departmental letterheads produced through the 

University Printing Services, may contain the following statement: 

“URI is an equal opportunity employer.” 
 
5) The University includes nondiscrimination clauses in all union agreements and reviews 

all contractual provisions to ensure they are non-discriminatory. 
 

6) The University periodically publishes articles covering equal employment opportunity 
programs, diversity, equity, inclusion, and civil rights topics, and offers training to 
employees on civil rights compliance topics and diversity and inclusion topics. 
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7) The University Non-Discrimination Plan will be posted on the Office of Equal 
Opportunity website to communicate the existence of the Non-Discrimination Program 
to employees and prospective applicants.  

 

8) The policy is stated, in abbreviated form, on all State of Rhode Island application for 
employment (CS-14) forms.   

 

9) When partnering with external search firms, the University informs all recruiting sources 
of its policy, stipulating that these sources actively recruit and refer applicants without 
regard to Protected Status.   

 

10)  Employers recruiting through the University of Rhode Island Office of Career Services    
 must comply with Federal and State laws regarding equal employment.   

 

11) The University incorporates the equal opportunity clause in all purchase orders, leases, 
contracts, etc. 

 

12) University policies require all vendors and subcontractors with invoices of ten thousand 
dollars ($10,000) or more to comply with all nondiscrimination clauses relative to equal 
employment opportunity.  The University of Rhode Island further notifies said Vendors 
and Subcontractors that, as an entity supplying goods and/or services to the university, 
its organization may be subject to, and required to take action pursuant to, the following 
laws and accompanying regulations: 

 
A. Title VII of the Civil Rights Act of 1964  
B. The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 

and its implementing regulations at 41 CFR 60-300.5(a)  
C. Section 503 of the Rehabilitation Act of 1973, as amended, and its implementing 

regulations at 41 CFR 60- 741.5(a)  
D. Title II of the Americans with Disabilities Act of 1990, as amended, and its 

implementing regulations at 28 CFR Part 35 
 

13) The University of Rhode Island has requested the University Vendor Registration 
information be included in the letter from the Rhode Island Department of 
Administration Division of Equity, Diversity, and Inclusion (DEDI)/Minority Business 
Enterprise Compliance Office, which is distributed to any business newly approved as 
a Minority or Women Business Enterprise by DEDI, accordance with guidance issued 
by the State of Rhode Island Department of Administration. 
 

14)  When employees are pictured in any university or help wanted advertising, efforts are 
made to portray individuals who represent the diversity of the University of Rhode 
Island community and workforce.  
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7. POLICY STATEMENTS 

a. POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION 

The University of Rhode Island is committed to maintaining a work environment free from 
discrimination. Consistent with this commitment, the University prohibits all forms of illegal 
discrimination in all aspects of employment. The University’s Office of Equal Opportunity 
accepts complaints from employees and applicants on the basis of race, color, creed, 
national or ethnic origin (including language), sex, gender identity or expression, religion, 
disability, age, sexual orientation, pregnancy or related condition, genetic information, 
marital status, citizenship status, veteran status, and any other legally protected 
characteristic. This prohibition applies to all employment actions, including but not limited 
to recruiting, hiring, promotion, demotion, compensation, and benefits.  The Office of Equal 
Opportunity accepts and investigates all complaints made under the Policy on 
Nondiscrimination. Individuals who believe they may have been subject to discrimination 
are encouraged to complete the Civil Rights Complaint Form attached on page 103 of the 
Appendix and to contact the Office of Equal Opportunity if assistance is required to 
complete the form. When it is determined that a violation of policy has occurred, the Office 
of Equal Opportunity shares its findings with the Office of Human Resources, which is 
charged with taking corrective action and sanctioning the responsible party, when 
necessary. The Office of Equal Opportunity and the Office of Human Resources work 
collaboratively with the University community to prevent the recurrence of prohibited 
discrimination and remedy its effects. The University’s Policy on Nondiscrimination can be 
found on the policies website. Copies may be requested by calling 401-874-4009 or by 
reviewing page 103 of the Appendix.  

b. POLICY ON SERVICE DELIVERY 

The University of Rhode Island is committed to maintaining an environment free from 
discrimination. Consistent with this commitment, the University will administer all 
programs, services, and activities, without regard to race, color, creed, national or ethnic 
origin (including language), sex, gender identity or expression, pregnancy or related 
conditions, religion, disability, age, sexual orientation, genetic information, marital status, 
citizenship status, veteran status, and any other legally protected characteristic. In 
accordance with the University Policy on Nondiscrimination and the Division of Student 
Affairs Student Handbook, the University prohibits students, employees, affiliates, 
volunteers, visitors, service recipients, program participants, and contractors (collectively, 
“Covered Individuals”) from engaging in illegal discrimination (including discriminatory 
harassment). The Office of Equal Opportunity accepts and investigates all complaints 
made under the Policy on Nondiscrimination and promotes language access. Individuals 
who believe they may have been subject to discrimination are encouraged to complete the 
Civil Rights Complaint Form on page 103 and to contact the Office of Equal Opportunity 
for assistance completing the form. The University’s Policy on Nondiscrimination can be 
found on the policies website. Copies may be requested by calling 401-874-4009, or by 
reviewing page 103 of the Appendix.  

 

 

https://web.uri.edu/policies
https://web.uri.edu/policies
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c. POLICY STATEMENT ON CONTRACTS 

 

The University of Rhode Island is subject to the Board of Trustees Procurement Regulations, 
the University Purchasing Manual, and Rhode Island General Laws §§ 28-5.1, which require 
all vendors to sign contracts containing an Equal Opportunity Clause. The Clause shall state 
that the parties agree to adhere to the provisions of all applicable laws, rules, and regulations, 
including Federal Executive Orders 11625, 11830, 13496, Title VII of the Civil Rights Act of 
1964, Section 503 of the Rehabilitation Act, as amended and its implementing regulations at 
41 CFR 60-741.5(a), and the Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as 
amended, and its implementing regulations at 41 CFR 60-300.5(a). Every effort will be made 
to solicit bids from broadly representative business enterprises registered as approved vendors 
with the Rhode Island Department of Administration, Division of Equity, Diversity, and 
Inclusion, consistent with governing state law, policies, and regulations. This policy is and will 
continue to be posted in conspicuous areas. 

 
 

d. POLICY STATEMENT ON INDIVIDUALS WITH DISABILITIES, DISABLED 

VETERANS, AND COVERED VETERANS 

The University of Rhode Island is fully committed to employing and advancing individuals 
with disabilities, disabled veterans, and covered veterans in accordance with the 
Americans with Disabilities Act of 1990, Rhode Island General Laws § 28-5-1, Rhode 
Island Executive Order 92-2, and the Vietnam Era Veterans’ Readjustment Assistance Act 
of 1974, and 1 CFR Part 60-741 Subpart C. 
 
It is the policy and practice of the University of Rhode Island to provide equal opportunity 
for every employee. The University encourages qualified individuals with disabilities, 
disabled veterans, and covered veterans to participate fully in all employment 
opportunities. This policy applies to all employment actions, including but not limited to 
recruiting, hiring, promotion, demotion, compensation, benefits, transfers, layoffs, and 
other conditions of employment. Accordingly, all employment decisions shall be consistent 
with the principles of equal employment opportunity. The University will communicate to all 
employees and applicants its obligation under federal law to take affirmative action to 
employ qualified individuals with disabilities, disabled veterans, and covered veterans, in 
such a way as to ensure understanding and acceptance. 
 
The University will contact recruiting sources such as Vocational Rehabilitation Services, 
the Department of Human Services, and appropriate educational or training institutions to 
assist in recruiting qualified individuals with disabilities and covered veterans. Dorca P. 
Smalley of the Office of Equal Opportunity is designated as the Americans with Disabilities 
Act/Section 504 Coordinator for the University of Rhode Island. This entails coordination 
of all divisions in the implementation of all Federal rules and regulations affecting the 
University in terms of compliance with the mandates of Section 504 of Title V of the 
Rehabilitation Act of 1973. 
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e. COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF RELIGION OR 
NATIONAL ORIGIN 
 

The University of Rhode Island will not discriminate in employment based on religion, 

national origin, or ancestry, and any other protections offered under religion, national 

origin, or ancestry. The University will continue to fulfill requests for religious 

accommodation through voluntary substitutions. In response to employee requests, the 

University will consider the following options: flexible work schedules, changes in job 

assignments, transfers, and voluntary substitutions. For represented employees, religious 

accommodations will be in conformance with the appropriate labor agreement provisions 

of the bargaining union. The University will strive to fulfill requests for religious 

accommodation through voluntary substitutions and will not discriminate against any 

qualified person in any facet of hiring or employment because of their religion, national 

origin, or ancestry. 

 

 

f. COMPLIANCE WITH SEX DISCRIMINATION IN EMPLOYMENT 

 

Under Title VII of the Civil Rights Act of 1964, sex is defined to include pregnancy or related 
conditions, sexual orientation, and gender identity. In our efforts to comply with federal law, 
state law, and executive orders on discrimination based on sex, the University of Rhode 
Island will comply with the following procedures and practices: 

1. Candidates will be recruited for all jobs without regard to sex, pregnancy, sexual 
orientation, or gender identity. 

 
2. Advertisements will not express a preference for applicants of a particular sex or 

gender identity when placed for the recruitment of personnel. While sex-based 
discrimination is strictly prohibited under Title VII of the Civil Rights Act of 1964, sex 
can be a Bona Fide Occupational Qualification. 
 

3. Written personnel policies indicate that there will be no discrimination on the basis 
of sex, pregnancy, sexual orientation, or gender identity. 
 

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

5. Mandatory or optional ages for retirement will be equal for both males and females 
and administered without regard to pregnancy status, sexual orientation, or gender 
identity. 
 

6. Appropriate physical facilities will be provided. Lack of facilities will not be used to 
reject applicants due to the individual’s sex, pregnancy status, sexual orientation, 
or gender identity. 
 

7. Pregnancy leaves of absence for female employees are granted on an individual 
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basis, depending on an individual’s physical condition, under the University’s leave 
of absence policy. Parental leave is afforded to all employees for the purpose of 
child-raising in accordance with Personnel Rule 5.0661 (d) and State and Federal 
Family and Medical Leave Act provisions. Pregnancy leave will be administered in 
accordance with the Pregnant Workers Fairness Act and the applicable Title IX 
regulations.  
 

8. Where seniority lists or lines of progression are used, they shall not be based on an 
employee’s sex, pregnancy status, sexual orientation, or gender identity. 
 

9. Salaries and wage schedules will not be based on an employee’s sex, pregnancy 
status, sexual orientation, or gender identity. 

 

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

11. The University recognizes its obligation to provide a work atmosphere free of 
harassment and intimidation. Any forms of sexual harassment, such as unwelcome 
sexual advances, requests for sexual favors, and/or other verbal or physical 
conduct of a sexual nature, will not be tolerated. Violations of this policy will be 
handled appropriately as part of the University's disciplinary procedures in 
accordance with the Policy on Sexual Misconduct, when Title IX jurisdiction is 
determined, and the Policy on Nondiscrimination, when Title VII jurisdiction is 
determined. 

 
 

 

g. PROHIBITION AGAINST RETALIATION 

The University of Rhode Island will address all complaints of retaliation accordingly and 
prohibits discrimination through the use of retaliation, coercion, intimidation, threats, or 
other such actions. An employee or agent of State Government who shall discriminate 
against an individual because such individual has opposed any act made unlawful under 
the Americans with Disabilities Act of 1990, Rhode Island General Laws §§ 28-5-1, et seq., 
28-50-3, 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. No adverse action shall be taken 
against any individual for exercising their rights or responsibilities under any provision of 
law or the University’s policies or procedures. 
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PART C 

PROGRAM STATISTICS 

 

 

 

 

 

 

 

 

 

 

 

 

 

Workforce data reported in this section reflects employment activities that took place between July 1, 2024, and 

June 30, 2025 (FY2025). A screenshot of each chart has been included in Section C, in alignment with the guidelines 

issued by the Rhode Island Department of Administration, Division of Equity, Diversity, and Inclusion (DEDI). To 

request copies of any of the charts presented here, please email equalopportunity@uri.edu. Readers are 

encouraged to review part D, “Identification and Analysis of Growth Areas,” to learn more about how the impact of 

the data presented. 

Every staff member at the University of Rhode Island is evaluated for employment on individual merit. This report, 

which reflects our efforts to track the results of our commitment to providing equitable access to employment at 

Rhode Island's only public university, was prepared pursuant to governing state law and reflects the composition of 

employed staff, not consideration of any aspect of identity in the hiring process. 

mailto:equalopportunity@uri.edu


AGENCY: DATE:

426 29 6 45 0 198 0 20 12 5 11 1 88 0 11 36 18
4,356 182 97 411 3 1142 3 120 129 87 272 4 1754 5 147 368 87

182 2 11 13 2 98 1 8 1 2 2 1 33 0 8 21 5
2,253 105 32 732 0 494 0 52 48 24 313 6 397 1 49 143 15

61 6 2 0 0 36 0 4 1 1 0 0 8 1 2 2 2
99 4 3 33 0 34 0 8 2 0 5 0 10 0 0 10 3

283 6 6 12 0 52 0 13 2 12 10 2 160 0 8 41 1
1 0 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0

474 11 11 27 9 165 3 27 17 2 17 0 183 0 2 50 2
8,135 345 168 1273 14 2,220 7 252 212 133 630 14 2,633 7 227 671 133

4 0 0 1 0 0 0 0 0 0 0 0 3 0 0 0 0
162 3 2 8 0 48 0 0 4 3 13 0 79 2 0 7 1

7 0 0 0 0 4 0 0 0 0 0 0 3 0 0 0 0
18 0 0 3 0 5 0 0 0 0 1 0 9 0 0 0 0
4 0 0 0 0 3 0 0 0 0 0 0 0 1 0 0 0
5 1 0 0 0 1 0 0 0 0 0 0 3 0 0 0 0

22 1 0 0 0 1 0 0 1 2 1 1 15 0 0 0 0
0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

60 2 2 1 0 28 0 0 0 3 0 0 24 0 0 0 0
282 7 4 13 0 90 0 0 5 8 15 1 136 3 0 7 1

 

**  *Based on applicant and employee self-identification

APPLICANTS & HIRES BY EEO JOB CATEGORY**

University of Rhode Island July 1, 2024-June 30, 2025

TO
TA

L
AP

PL
IC

AN
TS

MALE FEMALE

**
D

IS
AB

LE
D

VE
TE

R
AN

S

BL
AC

K 
O

R
 A

FR
IC

AN
 

AM
ER

IC
AN

   
 (N

H
L*

)

H
IS

PA
N

IC
 O

R
   

   
   

   
   

LA
TI

N
O

TW
O

 O
R

 M
O

R
E 

   
   

 
R

AC
ES

   
(N

H
L*

)

W
H

IT
E 

 (N
H

L*
)

N
AT

IV
E 

H
AW

AI
IA

N
 O

R
 

O
TH

ER
 P

AC
IF

IC
 

IS
LA

N
D

ER
   

(N
H

L*
)

TECHNICIANS

BL
AC

K 
O

R
 A

FR
IC

AN
 

AM
ER

IC
AN

   
 (N

H
L*

)

H
IS

PA
N

IC
 O

R
   

   
   

   
   

   
 

LA
TI

N
O

AS
IA

N
   

(N
H

L*
) 

AM
ER

IC
AN

 IN
D

IA
N

 O
R

 
AL

AS
KA

 N
AT

IV
E 

   
 

(N
H

L*
)

AS
IA

N
   

(N
H

L*
) 

AM
ER

IC
AN

 IN
D

IA
N

 O
R

 
AL

AS
KA

 N
AT

IV
E 

   
 

(N
H

L*
)

W
H

IT
E 

 (N
H

L*
)

N
AT

IV
E 

H
AW

AI
IA

N
 O

R
 

O
TH

ER
 P

AC
IF

IC
 

IS
LA

N
D

ER
   

(N
H

L*
)

TW
O

 O
R

 M
O

R
E 

   
   

 
R

AC
ES

   
(N

H
L*

)

APPLICANTS
OFFICIALS/ADMINISTRATORS

PROFESSIONALS

FACULTY

FACULTY

PROTECTIVE SERVICES

PARA-PROFESSIONALS

ADMINISTRATIVE SUPPORT

SKILLED CRAFT

SERVICE/MAINTENANCE

TOTAL

HIRES
OFFICIALS/ADMINISTRATORS

PROFESSIONALS

TECHNICIANS

*   Not Hispanic or Latino

PROTECTIVE SERVICES

PARA-PROFESSIONALS

ADMINISTRATIVE SUPPORT

SKILLED CRAFT

SERVICE/MAINTENANCE

TOTAL



AGENCY: DATE:

 
 

1 0 0 0 0 0 0 0 0 0 1 0 0 0 0 0 0
54 1 1 0 0 12 0 0 3 3 2 0 32 0 0 2 0
1 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0

63 3 1 5 0 13 0 0 2 0 7 0 32 0 0 0 0
5 0 0 0 0 5 0 0 0 0 0 0 0 0 0 0 0
7 0 0 0 0 6 0 0 0 0 0 0 1 0 0 0 0

12 0 0 1 0 0 0 0 0 0 1 0 10 0 0 0 0
1 0 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0

14 1 0 1 0 8 0 0 1 0 0 0 3 0 0 0 0
158 5 2 7 0 45 0 0 6 3 11 0 79 0 0 2 0

10 0 0 0 0 3 0 0 0 0 0 1 6 0 0 1 1
113 3 3 3 0 35 0 0 0 1 6 0 62 0 0 4 1

3 0 0 0 0 2 0 0 1 0 0 0 0 0 0 0 0
34 0 0 4 0 11 0 0 1 1 2 1 14 0 0 0 1
1 0 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0
5 0 0 0 0 1 0 0 0 0 0 0 4 0 0 0 0

24 0 0 1 0 2 0 0 0 0 1 0 20 0 0 0 1
1 0 0 0 0 1 0 0 0 0 0 0 0 0 0 0 0

57 1 1 1 1 32 1 0 2 0 0 0 18 0 0 1 1
248 4 4 9 1 88 1 0 4 2 9 2 124 0 0 6 5

** Based on applicant and employee self-identification

ADMINISTRATIVE SUPPORT

SKILLED CRAFT

SERVICE/MAINTENANCE

TOTAL
*   Not Hispanic or Latino

PARA-PROFESSIONALS

PARA-PROFESSIONALS

ADMINISTRATIVE SUPPORT

SKILLED CRAFT

SERVICE/MAINTENANCE

TOTAL
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FACULTY
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AGENCY: University of Rhode Island DATE: 7/1/2024-6/30/2025

APPLICANT REFUSAL OF POSITIONS OFFERED

EEO
Job Categories

Total 
Applicants

Number 
Disabled

Number
Veterans

Number 
Minority 

Number 
Female

1                
Black

%

2                  
Hispanic 
or Latino %

3                             
AI/AN

%

4                            
Asian

%

5                                   
White

%

6                                   
NH/OPI

%

7                                  
Two or 
More 
Races

%

1                
Black

%

2                  
Hispanic 
or Latino %

3                             
AI/AN

%

4                            
Asian

%

5                                   
White

%

6                                   
NH/OPI

%

7                                  
Two or 
More 
Races

%

Officials/ Managers
Administrators 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Professionals 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Faculty 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Technicians 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Protective Services 1 0 0 0 0 0 0% 0 0% 0 0% 0 0% 1 100% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Para-Professionals 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Administrative 
Support 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Skilled Craft 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Service Maintenance 0 0 0 0 0 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

Totals 1 0 0 0 0 0 0% 0 0% 0 0% 0 0% 1 100% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0%

1 Black or African American (Not Hispanic or Latino)

Minority: 0.0% 2 Hispanic or Latino

Female: 0.0% 3 American Indian or Alaska Native (Not Hispanic or Latino) 

Disabled: 0.0% 4 Asian (Not Hispanic or Latino)

Veterans: 0.0% 5 White (Not Hispanic or Latino)
6 Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino)
7 Two or More Races (Not Hispanic or Latino)

Total Percent:
Race/Ethnicity Description:

Male Female

Out of 3 total records, two (66%) individauls declined to designate their sex or to provide 
race/ethnicity information. 
These records were omitted from this chart as they did not meet the reporting standard. 
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STATISTICAL SUMMARY OF  

EXISTING WORKFORCE & JOB GROUP ANALYSIS  

AS OF 6/30/2025 

 
Workforce 
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AGENCY:

Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female
Suspension 
(Indefinitely)

Suspension           
(Specified Time) 7 1

Loss of Pay

Written 
Reprimand 1 6 4

Duty On Off Days

Oral          
Reprimand 1 1 5 10

Termination 1 1 2 2

Resignation (In 
Lieu) 1 2 5

Other 
(Counseling) 6 1 1 9 17

No Action/Other 
(Explain) 1 7 2

TOTAL 10 0 2 0 1 0 2 0 38 41 0 0 0 0 0 0 0 0

Veterans

2                                  
Hispanic or 

Latino

3                                 
American 
Indian or 

Alaska Native 
(NHL*)

4                                       
Asian         
(NHL*)

7                                
Two or More 

Races      
(NHL*)

University of Rhode Island

Disabled

July 1, 2024 - June 30, 2025DATE:

DISCIPLINARY ACTION 

DISCIPLINARY 
ACTION TAKEN

5                      
White               
(NHL*)

1                               
Black or 
African 

American 
(NHL*)

6                                 
Native 

Hawaiian or 
Other Pacific 

Islander 
(NHL*)
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PART D: AGENCY DATA OVERVIEW AND 

IDENTIFICATION AND ANALYSIS OF GROWTH AREAS 
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INTRODUCTION 

This Non-Discrimination Plan supports the University’s mission to advance practices that 
help to foster a people-centered culture. The workforce data reported in the subsequent 
section represents cross-sectional data, collected at one point in time. Data for fiscal year 
2025 represents the workforce of the University of Rhode Island (or “University”) as of June 
30, 2025. Personally identifiable information has been removed to ensure confidentiality.   

When making comparisons, the Office of Equal Opportunity will use the term “labor force” 
to refer to individuals employed or actively seeking employment. The term “workforce” 
refers to the University of Rhode Island personnel. The Workforce Representation Analysis 
section will assess the University’s workforce and will make comparisons between the 
University’s workforce and: 

• The Rhode Island labor force, as reported in the following census reports:  
o U.S. Census Bureau. "Selected Population Profile in the United States." 

American Community Survey, ACS 1-Year Estimates Selected Population.  
o U.S. Census Bureau. "Selected Population Profile in the United States." 

American Community Survey, ACS 1-Year Estimates Selected Population 
Profiles, Table S0201, 2022. 

• The United States labor force, as reported in the following census reports:  
o U.S. Census Bureau, U.S. Department of Commerce. "Selected Population 

Profile in the United States." American Community Survey, ACS 1-Year 
Estimates Selected Population Profiles, Table S0201, 2023. 

• The Rhode Island population, as reported in the following census reports:  
o U.S. Census Bureau. "Age and Sex." American Community Survey, ACS 1-Year 

Estimates Subject Tables, Table S0101, 2022. 
o U.S. Census Bureau. "Hispanic or Latino, and Not Hispanic or Latino by Race." 

Decennial Census, 118th Congressional District Summary File, Table P9, 2020. 

• The United States population, as reported in the following census reports:  
o U.S. Census Bureau. "Selected Population Profile in the United States." 

American Community Survey, ACS 1-Year Estimates Selected Population 
Profiles, Table S0201, 2022. 

• The U.S. Census Bureau Occupational Title Chart:  

o U.S. Census Bureau. "EEO 1R. Detailed Census Occupation By Sex and 

Race/Ethnicity For Residence Geography." American Community Survey, ACS 

5-Year Estimates Equal Employment Opportunity. 

It is important to recognize the differences among the data sources listed above. Per the 

U.S. Census Bureau: “Although the American Community Survey (ACS) produces 

population, demographic and housing unit estimates, it is the Census Bureau's Population 

Estimates Program that produces and disseminates the official estimates of the population 

for the nation, states, counties, cities, and towns and estimates of housing units for states 

and counties."  

Population percentages produced by ACS and the U.S. Census Bureau include data for 

all Rhode Island and United States residents, regardless of their status in the labor force. 

Labor force estimates produced by the QuickFacts division of the U.S. Census Bureau 



72 
 

provide an estimate of representation in the labor force and exclude individuals under the 

age of 16 and those who are retired.  

This Non-Discrimination Plan was developed following guidance from the Rhode Island 

Department of Administration and meets the reporting requirements established in 

accordance with Rhode Island General Laws §§ 28-5.1-1 to -17 and other applicable local, 

state, or federal laws, rules, or regulations. Definitions used are consistent with those used 

by enforcement agencies. 

Non-Discrimination Plans are important for Rhode Island state government because they 

help ensure equal employment opportunities, diversity, and compliance with federal and 

state requirements. Well-designed non-discrimination plans also support the long-term 

goals and values of the agency. The purpose of this Non-Discrimination Plan is to reaffirm 

our commitment to ensuring equal employment opportunities for all applicants and 

employees.  
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I. SELF-EVALUATION AND WORKFORCE REPRESENTATION ANALYSIS 

 STANDARDS FOR MAINTAINING, COLLECTING, AND PRESENTING RACIAL AND 

ETHNIC DATA  

The Standards for Maintaining, Collecting, and Presenting Federal Data on Race and 

Ethnicity have established the following reporting categories for data on race and ethnicity: 

(1) Black or African American; (2) Hispanic or Latino; (3) American Indian or Alaska Native; 

(4) Asian; (5) White; (6) Native Hawaiian or Other Pacific Islander; (7) Two or More Races.  

The Office of Equal Opportunity recognizes that while it must comply with existing 

standards, defining race and ethnicity using these limiting categories does not capture the 

diversity of the University’s workforce. Overrepresentation and underrepresentation 

statistics introduced in this section are not to be considered either a ceiling or a floor for 

the employment of particular groups. Quotas are expressly forbidden. These statistics are 

intended to raise awareness regarding the overall labor force and population availability. 

-- Black or African American. A person having origins in any of the black racial groups of 
Africa.  

-- Hispanic or Latino. A person of Cuban, Mexican, Puerto Rican, South or Central 
American, or other Spanish culture or origin, regardless of race.  

-- American Indian or Alaska Native. A person having origins in any of the original 
peoples of North and South America (including Central America), and who maintains tribal 
affiliation or community attachment. 

-- Asian. 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. A person having origins in any of the original peoples of Europe, the Middle East, 
or North Africa. 

-- Native Hawaiian or Other Pacific Islander. A person having origins in any of the 
original peoples of Hawaii, Guam, Samoa, or other Pacific Islands. 

-- Two or More Races. (Not Hispanic or Latino): All persons who identify with more than 
one of the above five races. 
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WORKFORCE COMPOSITION: RACIAL AND ETHNIC DATA 

As of June 30,2025, the University of Rhode Island had a total of 2,885 staff and faculty, 

of whom 2,864 provided racial or ethnic data (99.27%). A total of 494 employees identified 

as members of minority groups (17.25%), showing an increase from June 30, 2024, where 

15.84% employees identified as members of minority groups. 

A total of 23 individuals did not provide racial or ethnic data (0.80%). Of these 23, one (1) 

individual reported racial or ethnic data but did not identify as male or female. Two (2) 

individuals did not identify as male or female or provide racial/ethnic data. In alignment 

with reporting requirements, individuals who did not provide racial or ethnic data or identify 

as male or female have been excluded from the report unless otherwise indicated.  

Of 2,885 members of the workforce, a total of 2,864 (faculty and staff) provided racial and 

ethnic data and identified as male or female. Those who met the reporting requirements 

by voluntarily self-reporting their racial and ethnic data, and identifying as male or female, 

were reported in the Job Group Analysis, and identified as follows:  

• A total of 97 employees identified as Black or African American (3.39%).  

• A total of 114 employees identified as Hispanic or Latino (3.98%). 

• A total of 15 employees identified as American Indian or Alaska Native (0.52%). 

• A total of 241 employees identified as Asian (8.41%). 

• A total of 2,370 employees identified as White (82.75%). 

• A total of 3 employee identified as Native Hawaiian or Other Pacific Islander (0.10%). 

• A total of 24 employees identified as Two or More Races (0.84%).  

 

 

 

 

3.39% 3.98%
0.52%

8.41%

82.75%

0.035% 0.84%

Black or
African

American

Hispanic or
Latino

American
Indian or

Alaska Native

Asian White Native
Hawaiian or
Other Pacific

Islander

Two or More
Races

Faculty and Staff by Race and Ethnicity
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WORKFORCE COMPOSITION: SEX 

The standard for sex reporting is male or female. For the purposes of this report, sex was 

defined as biological sex as required by federal and state enforcement agencies. Sex is 

reported independently of racial/ethnic data.  

Of 2,885 employees, a total of 1,691 employees (faculty and staff) identified as female 

(58.61%), 1,194 as male (41.39%). Those who did not self-identify as male or female were 

excluded from the report (n=2). 

 

The subsequent charts provide insights into representation in the workforce and identify 

trends that may inform initiatives to improve the representation of individuals of all 

backgrounds.  

WORKFORCE REPRESENTATION ANALYSIS: FACULTY AND STAFF 

The next section compares the University’s workforce to the R.I. population, the U.S. 

population, the R.I. workforce, and the U.S. workforce. The Office of Equal Opportunity 

has limited comparisons to race and ethnicity measures, which is the approach historically 

followed by the U.S. Census followed in the most recent decennial census, and it is the 

standard followed in alignment with Statistical Policy No.15. 

Per the U.S. Census Bureau: 

In the past, the Census Bureau had sometimes used the concepts of “majority” and 
“minority” for measuring diversity, but this approach has several conceptual and 
practical challenges that limit its ability to illustrate the complex racial and ethnic 
diversity of the U.S. population. 

For example, while some people classify individuals who identify with multiple 
population groups (such as Hispanic and White, White and Black or African 
American, and White and Asian) as part of the majority population, others classify 

58.61%

41.39%

0.73%

Female Male Excluded

Faculty and Staff by Sex
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them as part of the minority population. The dual identities of these groups highlight 
the social, political, and economic complexities of race and ethnicity in 21st-century 
U.S. society. 

The inclusion of certain groups as part of the “majority” or “minority” has also 
become more complex and contested in recent decades, especially as many people 
may not identify with certain population groups even if that is how they are classified 
and tabulated per federal standards. The majority-minority approach is ambiguous, 
and it is further complicated by complex demographic and social realities. 

To overcome these limitations, the Office of Equal Opportunity, and the U.S. Census 
Bureau, focused on race and ethnicity as separate measures. The University’s workforce 
representation analysis was conducted including and excluding Two or More Races.  

Minority personnel, including Two or More Races, made up 17.25% of the University’s 
workforce. Individuals identifying as minorities, including Two or More Races, made up 
29.52% of the R.I. population; 39.13% of the U.S. population; 28.09% of the R.I. labor 
force; and 38.50% of the U.S. labor force.  

 

Including Two or More Races, when comparing the University’s workforce (faculty and 
staff) to the: 

• Rhode Island population, minorities are underrepresented by 12.27%.  

• United States population, minorities are underrepresented by 21.88%. 

• Rhode Island labor force, minorities are underrepresented by 10.84%. 

• United States labor force, minorities are underrepresented by 21.25%. 

 

 

 

 

 

17.25%

29.52%

39.13%

28.09%

38.50%

URI Minority
Workforce

R.I. Minority
Population

U.S. Minority
Population

R.I. Minority
Labor Force

U.S. Minority
Labor  Force

Minority Representation (Including Two or More 
Races)
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Minority personnel, excluding Two or More Races, made up 16.55% of the University’s 
workforce. Individuals identifying as minorities, excluding Two or More Races, made up 
17.42% of the R.I. minority population; 26.59% of the U.S. minority population; 16.94% of 
the R.I. minority labor force; and 26.80% of the U.S. minority labor force. 

 

Excluding Two or More Races, when comparing the University’s workforce (faculty and 
staff) to the: 

• Rhode Island population, minorities are underrepresented by 0.87%.  

• United States population, minorities are underrepresented by 10.04%. 

• Rhode Island labor force, minorities are underrepresented by 0.39%. 

• United States labor force; minorities are underrepresented by 10.25%. 

WORKFORCE REPRESENTATION ANALYSIS: FACULTY ONLY 

As of June 30, 2025, the University of Rhode Island had a total of 821 faculty members, of 

whom 217 identified as members of minority groups (26.43%); 594 identified as white 

(72.35%), and 10 did not disclose their race or ethnicity (1.22%). A total of 400 faculty 

members identified as male (48.72%) and 419 as female (51.03%). Two (2) faculty 

members did not identify as male or female (0.24%).  

Minority faculty, including Two or More Races and excluding individuals who did not 

disclose their race or ethnicity, made up 26.79% of the faculty body, and identified as 

follows:  

• A total of 28 faculty identified as Black or African American (3.46%). 

• A total of 38 faculty identified as Hispanic or Latino (4.69%). 

• A total of 3 faculty identified as American Indian or Alaska Native (0.37%). 

• A total of 144 faculty identified as Asian (17.78%). 

• A total of 593 faculty identified as White (73.20%). 

• A total of 4 faculty identified as Two or More Races (0.49%).  

16.55% 17.42%

26.59%

16.94%

26.80%

URI Minority
Workforce

R.I. Minority
Population

U.S. Minority
Population

R.I. Minority
Labor Force

U.S. Minority
Labor  Force

Minority Representation (Excluding Two or More Races)
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No faculty members identified as Native Hawaiian or Other Pacific Islander. To review a 

detailed table showing faculty members by title, rank, race, ethnicity, and gender, see Part 

C, Program statistics, page 32. 

 

The U.S. Census Bureau notes that minority professors make up 27.21% of the available 
selection pool in the U.S. and the New England labor area. When comparing the 
University’s faculty body to the available selection pool in the U.S. and New England labor 
area, minority faculty members are underrepresented by 0.42%. 

 

 

 

 

 

 

3.46% 4.69%
0.37%

17.78%

73.20%

0.00% 0.49%

Black or
African

American

Hispanic or
Latino

American
Indian or
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Asian White Native
Hawaiian or

Other
Pacific

Islander

Two or
More
Races

Faculty by Race and Ethnicity

26.79%

27.21%

URI Minority Faculty U.S. and New England Minority
Professors Availability Pool

Minority Faculty
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ASSESSMENT OF WORKFORCE COMPOSITION BY GROUP: FACULTY AND STAFF 

African American or Black 

In FY2025, a total of 97 members of the University’s workforce identified as African 
American or Black (3.39%). African American or Black individuals made up 10.20% of the 
R.I. population; 12.18% of the U.S. population; 9.42% of the R.I. labor force; and 11.91% 
of the U.S. workforce.  

 

When comparing the University’s African American or Black workforce (faculty and staff) 
to the:    

• Rhode Island population, African American or Black personnel are underrepresented 

by 6.81%.  

• United States population, African American or Black personnel are underrepresented 

by 8.79%. 

• Rhode Island labor force, African American or Black personnel are underrepresented 

by 6.03%. 

• United States labor force, African American or Black personnel are 

underrepresented by 8.52%. 
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Hispanic or Latino 

In FY2025, a total of 114 members of the University’s workforce identified as Hispanic or 
Latino (3.98%). Hispanics or Latinos made up 17.55% of the R.I. population; 19.07% of 
the U.S. population; 16.13% of the R.I. labor force; and 18.72% of the U.S. labor force.  

 

When comparing the University’s Hispanic workforce (faculty and staff) to the: 

• Rhode Island population, Hispanics or Latinos are underrepresented by 13.57%.  

• United States population, Hispanics or Latinos are underrepresented by 15.09%. 

• Rhode Island labor force, Hispanics or Latinos are underrepresented by 12.15%. 

• United States labor force, Hispanics or Latinos are underrepresented by 14.74%. 

American Indian or Alaska Native 

In FY2025, a total of 15 members of the University’s workforce identified as American 

Indian or Alaska Native (0.52%). American Indian or Alaska Native individuals made up 

0.32% of the R.I. population; 0.96% of the U.S. population; 0.50% of the R.I. labor force 

and 0.91% of the U.S. labor force.  
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When comparing the University's American Indian or Alaska Native workforce (faculty and 

staff) to the:  

• Rhode Island population, American Indian or Alaska Native personnel are 

overrepresented by 0.20%.  

• United States population, American Indian or Alaska Native personnel are 

underrepresented by 0.44%. 

• Rhode Island labor force, American Indian or Alaska Native personnel are 

overrepresented by 0.02%. 

• United States labor force, American Indian or Alaska Native personnel are 

underrepresented by 0.39%. 

Asian 

In FY2025, a total of 241 members of the University’s workforce identified as Asian 

(8.41%). Asian personnel made up 3.41% of the R.I. population; 5.99% of the U.S. 

population; 5.26% of the R.I. labor force; and 6.49% of the U.S. labor force.  

 

When comparing the University’s Asian workforce (faculty and staff) to the:  

• Rhode Island population, Asian personnel are overrepresented by 5.00%.  

• United States population, Asian personnel are overrepresented by 2.42%. 

• Rhode Island labor force, Asian personnel are overrepresented by 3.15%. 

• United States labor force; Asian personnel are overrepresented by 1.92%. 
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White 

In FY2025, a total of 2,370 members of the University’s workforce identified as White 

(82.75%). White individuals made up 70.48% of the R.I. population; 60.88% of the U.S. 

population; 71.91% of the R.I. workforce; and 61.50% of the U.S. workforce.  

 

When comparing the University’s White workforce (faculty and staff) to the:  

• Rhode Island population, White personnel are overrepresented by 12.27%.  

• United States population, White personnel are overrepresented by 21.87%. 

• Rhode Island labor force, White personnel are overrepresented by 10.84%. 

• United States labor force, White personnel are overrepresented by 21.25%. 

 

Native Hawaiian or Other Pacific Islander 

In FY2025, 3 members of the University’s workforce identified as Native Hawaiian and 

Other Pacific Islander (0.10%). It is estimated that Native Hawaiian and Other Pacific 

Islander individuals make up 0.18% of the R.I. population; 0.20% of the U.S. population; 

0.08% of the R.I. labor force and 0.20% of the U.S. labor force.  
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When comparing the University’s Native Hawaiian and Pacific Islander workforce (faculty 

and staff) to the:  

• Rhode Island population, Native Hawaiian and Other Pacific Islander individuals are 

underrepresented by 0.04%.  

• United States population, Native Hawaiian and Other Pacific Islander individuals are 

underrepresented by 0.06%. 

• R.I. workforce, Native Hawaiian and Other Pacific Islander individuals are 

overrepresented by 0.06%.  

• United States workforce, Native Hawaiian and Other Pacific Islander individuals are 

underrepresented by 0.06%. 

 

Two or More Races 

In FY2025, 24 members of the University’s workforce identified as Two or More Races 

(0.84%). It is estimated that individuals identifying as Two or More Races make up 4.31% 

of the R.I. population; 12.54% of the U.S. population; 11.15% of the R.I. workforce; and 

11.70% of the U.S. workforce.  

 

When comparing the University’s Two or More Races workforce (faculty and staff) to the:  

• Rhode Island population, personnel who identified as Two or More races are 

underrepresented by 3.47%.  

• United States population, personnel who identified as Two or More races are 

underrepresented by 11.70%.  

• Rhode Island labor force, personnel who identified as Two or More races are 

underrepresented by 10.31%.  

• United States labor force, personnel who identified as Two or More races are 

underrepresented by 10.86%.  
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Female 

In FY2025, a total of 1,676 members of the University’s workforce provided racial/ethnic 

data and identified as Female (58.52%). Female persons made up 50.60% of the R.I. 

population; 50.40% of the U.S. population; 47.90% of the R.I. workforce; and 47.60% of 

the U.S. workforce.  

 

When comparing the University’s Female workforce (faculty and staff) to the:  

• Rhode Island population, Female personnel are overrepresented by 7.92%.  

• United States population, Female personnel are overrepresented by 8.12%. 

• Rhode Island labor force, Female personnel are overrepresented by 10.62%. 

• United States labor force, Female personnel are overrepresented by 10.92%. 

Veterans 

In FY2025, a total of 39 members of the University’s workforce reported their Veteran 
status (1.36%). Per the U.S. Census Bureau, “veteran status is used to identify people with 
active-duty military service and service in the military Reserves and the National 
Guard. Veterans are men and women who have served (even for a short time), but are not 
currently serving, on active duty in the U.S. Army, Navy, Air Force, Marine Corps, or the 
Coast Guard, or who served in the U.S. Merchant Marine during World War II. People who 
served in the National Guard or Reserves are classified as veterans only if they were ever 
called or ordered to active duty, not counting the initial training or yearly summer camps. 
All other civilians are classified as nonveterans. While it is possible for 17-year-olds to be 
veterans of the Armed Forces, ACS data products are restricted to the population 18 years 
and older.” Two active Reserve members and two inactive Reserve members were 
excluded from the report due to not meeting the definition of a veteran.    

Veterans made up 4.30% of the R.I. population and 4.83% of the U.S. population. Active-

duty military personnel are not considered part of the civilian labor force. For this reason, 

labor force percentages were excluded. 
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When comparing the University of Rhode Island Veteran workforce (faculty and staff) to 

the:  

• Rhode Island population, Veteran personnel are underrepresented by 2.94%.  

• United States population, Veteran personnel are underrepresented by 3.47%. 

 

Disabled 

In FY2025, 81 members of the University’s workforce reported a disability (2.83%). The 

OFCCP defines disability with respect to an individual as “(1) a physical or mental 

impairment that substantially limits one or more of an individual’s major life activities; (2) a 

record of such an impairment; (3) or being regarded as having such an impairment,” per 

41 CFE 60-741.2(g) and related definitions. 

It is estimated that individuals who have reported a disability make up 13.00% of the R.I. 

population; 13.20% of the U.S. population; 12.43% of the R.I.  labor force; and 12.83% of 

the U.S. labor force.  
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When comparing University of Rhode Island personnel (faculty and staff), who have 

reported a disability to the:  

• Rhode Island population, personnel who have reported a disability are 

underrepresented by 10.17%.  

• United States population, personnel who have reported a disability are 

underrepresented by 10.37%.  

• Rhode Island labor force, personnel who have reported a disability are 

underrepresented by 9.60%.  

• United States labor force, personnel who have reported a disability are 

underrepresented by 10.00%.  

Generations Represented in the Workforce and Retention 

Workforce statistics demonstrated there were five generations represented in the 

University’s workforce as of June 30, 2025, and the average age of employed persons was 

48.82 years old, and 72.52% of the University’s workforce was 40 years old or older. 
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The average person employed by the University has worked for the University for 10.48 

years, and: 

• 42.60% of the FY2025 workforce has worked for the University for 1 to 5 years.  

• 19.80% of the FY2025 workforce has worked for the University for 6 to 10 years.  

• 11.14% of the FY2025 workforce has worked for the University for 11 to 15 years.  

• 8.90% of the FY2025 workforce has worked for the University for 16 to 20 years.  

• 11.14% of the FY2025 workforce has worked for the University for 21 to 29 years. 

• 6.42% of the FY2025 workforce has worked for the University for 30 years or more. 

Internal Payroll Employees 

The chart below represents the demographic composition of internal payroll employees, 
part-time faculty, and temporary part-time employees. Due to the nature of temporary part-
time positions, which are short-term or emergent in nature with a required specialized skill 
set, advertising for these positions is not cost-effective, and it is detrimental to efficient 
University operations.  Continuing part-time positions are advertised in accordance with 
the Collective Bargaining Agreements or University policy. 
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Hiring of part-time faculty is governed by the applicable collective bargaining agreement: 
Rhode Island Council 94, AFSCME, AFL-CIO, Part-time Faculty, Local 145. Part-time 
faculty are assigned courses based on the applicable collective bargaining agreement. 
Each term of employment may be up to one semester in duration. 
 
There was a total of 971 internal payroll employees during FY2025. Of those, 295 identified 
as minorities (30.38%); 676 as white (69.62%); 421 as male (43.36%); and 521 as female 
(53.66%).  
 
Including Two or More Races, when comparing internal payroll employees to the: 

• Rhode Island population, minorities are overrepresented by 0.86%.  

• United States population, minorities are underrepresented by 8.75%. 

• Rhode Island labor force, minorities are overrepresented by 2.29%. 

• United States labor force, minorities are underrepresented by 8.12%. 

Excluding Two or More Races, when comparing internal payroll employees to the: 

• Rhode Island population, minorities are overrepresented by 12.96%.  

• United States population, minorities are overrepresented by 3.79%. 

• Rhode Island labor force, minorities are overrepresented by 13.44%. 

• United States labor force, minorities are overrepresented by 3.58%. 
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II. EMPLOYEE RECRUITMENT, SELECTION, AND HIRING 

All employees and applicants have a right to equal opportunity in all terms, conditions, or 
privileges of employment, including, but not limited to, recruitment, hiring, certification, 
appointments, working conditions, work assignments, promotions, benefits, and 
compensation. 

The Office of Equal Opportunity provides leadership, strategic direction, technical 
assistance, and promotes continuous dialogue relating to the administration of civil rights 
compliance in all aspects of employment, including hiring and recruitment. The team plays 
a vital role in advancing equal opportunity through: 

• Conducting objective investigations and enforcing the Policy on Nondiscrimination. 

• Establishing recruitment goals that comply with nondiscrimination laws and promote 

equal opportunity without regard to protected status. 

• Conducting workforce analyses, and reporting workforce representation to the 

President, the Deans, hiring authorities, University stakeholders, and State and 

Federal enforcement agencies. 

• Working with University stakeholders to remove barriers hindering access to 

employment opportunities. 

• Leading training and education efforts on civil rights compliance topics. 

The Office of Equal Opportunity supports the recruitment, selection, and hiring process by 
enforcing civil rights compliance, providing technical assistance to the Office of Human 
Resources on civil rights compliance matters, and accepting complaints of discrimination 
in the recruitment, selection, and hiring process. While the Office of Equal Opportunity led 
the development of the Employee Recruitment, Selection, and Hiring training, the office is 
not directly involved with the recruitment, selection, or hiring process as it relates to talent 
acquisition and the administration of the Policy on Employee Recruitment, Selection, and 
Hiring. The training was under review, pending updates, during FY2026-FY2027. 

While the Office of Human Resources is not directly involved with the enforcement of civil 
rights compliance during the stages of the recruitment life cycle, it is expected to 
understand compliance obligations and carry them out throughout the stages of the 
recruitment life cycle. 

 

RESPONSIBLE OFFICIAL(S) 

RESPONSIBILITIES OF HIRING AUTHORITIES  

Hiring authorities are responsible for the screening of applicants and selection of 

successful candidates, in addition to: 

• Complying with the Policy on Nondiscrimination. 

• Utilizing the resources within the Civil Rights Compliance Toolkit for Employee 

Recruitment, Selection, and Hiring. 

• Complying with the Policy on Employee Recruitment, Selection, and Hiring. 

• Selecting search committee members and assigning a chair to lead each search, 

when applicable.  
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• Completing the Employee Recruitment, Selection, and Hiring training. 

• Monitoring search committee members’ completion of the Employee Recruitment, 

Selection, and Hiring training. 

• Evaluating applicants objectively, solely on skills and qualifications. 

• Promoting equal opportunity for all through outreach. 

• Working with the Office of Human Resources to draft the job description. 

• Identifying required and preferred skills and qualifications that are consistent with 

business necessity and do not hinder the University of Rhode Island’s ability to foster 

a workforce that promotes equal opportunities for all.  

Hiring authorities are highly encouraged to remove unnecessary barriers to employment, 

including degree requirements that are not consistent with business necessity.  

The U.S. Census Bureau, 2016-2020 American Community Survey 5-Year Estimates, 

found that those holding a bachelor’s degree or higher in the State of Rhode Island identify 

as follows:  

RACE AND HISPANIC OR LATINO ORIGIN BY 
EDUCATIONAL ATTAINMENT 

Percent 

Asian alone 56.4% 

White alone, not Hispanic or Latino 43.7% 

Two or More Races 27.3% 

Black or African American 20.4% 

Hispanic or Latino 18.4% 

Hawaiian and Other Pacific Islanders Alone 16.1% 

Some Other Race alone 15.8% 

American Indian or Alaska Native alone 9% 

 

The Office of Equal Opportunity encourages hiring authorities to develop job descriptions 

with skills and qualification requirements that are consistent and meet State of Rhode 

Island guidelines enforced by the Office of Human Resources. 

RESPONSIBILITIES OF SEARCH COMMITTEE CHAIRS  

• Developing an outreach plan and encouraging search committee members to 

distribute vacancy announcements among their networks without regard to protected 

status.  

• Reporting outreach activity to the Office of Human Resources for tracking purposes. 

• Developing interview questions in conformity with Title VII of the Civil Rights Act of 

1964, and other applicable civil rights laws and regulations. 

• Evaluating applicants objectively, solely on skills and qualifications. 
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• Completing the applicant evaluation rubric, gathering applicant evaluation rubrics, 

and submitting an official committee evaluation to the Office of Human Resources. 

• Completing the Employee Recruitment, Selection, and Hiring training. 

 

RESPONSIBILITIES OF SEARCH COMMITTEE MEMBERS  

• Distributing vacancy announcements among their networks and in referral 

associations listed in the Outreach section of the University of Rhode Island Civil 

Rights Compliance Toolkit for Employee Recruitment, Selection, and Hiring.  

• Reporting outreach activity to the search committee chair for tracking purposes.  

• Working with the search committee chair to develop interview questions in conformity 

with Title VII of the Civil Rights Act of 1964, and other applicable laws and regulations. 

• Completing the applicant evaluation rubric and submitting the rubric to the search 

committee chair. 

• Evaluating applicants objectively, solely on skills and qualifications. 

• Completing the Employee Recruitment, Selection, and Hiring training. 
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APPLICANT FLOW: APPLICANTS 

In FY2025, a total of 16,071 job seekers submitted applications for vacancies within the 

University. The applicants self-identified as follows: 

• 3,333 identified as members of minority groups (20.74%). 

• 4,927 identified as white (30.66%) 

• 7,811 did not disclose their racial or ethnic demographic information (48.60%).  

Applicant disclosure is voluntary and has no impact on the employee recruitment, 

selection, and hiring process. As a result, applicants who did not disclose their 

demographic information were excluded from the Applicant Flow data chart on page 33.  

APPLICANT FLOW: NEW HIRES 

The University of Rhode Island hired a total of 282 individuals during FY2025. The new 

hires identified as follows: 

• 56 identified as members of minority groups (19.86%). 

• 226 identified as white (80.14%). 

Minority new hires were overrepresented by 0.63% in comparison to the minority applicant 

pool.  

Including Two or More Races, when comparing the University’s minority new hires to the: 

• Rhode Island population, minorities are underrepresented by 9.66%.  

• United States population, minorities are underrepresented by 19.27%. 

• Rhode Island labor force, minorities are underrepresented by 8.23%. 
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• United States labor force, minorities are underrepresented by 18.64%. 

The University of Rhode Island will continue to work with University stakeholders to 

promote equal opportunity in all aspects of employment and to evaluate and remove any 

barriers preventing access to equal opportunity in the hiring and recruitment process.  

The work of advancing civil rights compliance does not begin or end with one person, one 
division, one initiative, or one program. Achieving civil rights compliance and removing 
barriers in employment requires collaborative efforts and the full participation and 
cooperation of all University departments, offices, personnel, and stakeholders. 
Maintaining civil rights compliance and promoting equal opportunity requires continuous 
evaluation of programs and intentional actions that promote accountability and 
transparency.  

Hiring authorities and search committee members play a vital role working with the Office 
of Equal Opportunity and the Office of Human Resources to remove barriers to 
employment. The most effective tool available to promote equal employment opportunity 
is outreach. As the applicant pool of qualified applicants increases, representation in the 
workforce will increase. For this reason, hiring authorities and search committee members 
are responsible for conducting outreach to develop an applicant pool without regard to 
protected status.  

The University of Rhode Island will continue to make efforts to review, monitor, and 

evaluate hiring and recruitment procedures to ensure that no discriminatory practices exist 

and to enhance outreach efforts.  

RESPONSIBLE OFFICES AND OFFICIALS: 

Office of Equal Opportunity 

Office of Human Resources 

Hiring Authorities 

Search Committee Chairs  

Search Committee Members 

POSTING OF POSITIONS AND PUBLIC AWARENESS 

The University posted vacancy announcements on https://jobs.uri.edu/, encouraged 

employee referrals, and advertised vacancies with diversity recruitment sources, the State 

of Rhode Island Department of Labor and Training -Rhode Island State Jobs website: 

https://dlt.ri.gov/individuals/rhode-island-state-jobs, and associations serving members of 

protected groups. 

The University will continue to evaluate outreach efforts carried out to engage all 

applicants.  Efforts will continue with hiring authorities and search committees regarding 

ways to identify recruitment sources that can significantly impact the representation of 

women, veterans, the disabled, and minorities in applicant pools.  

Vacancy announcements were advertised on the list of networking, professional, service 

organizations, associations, and agencies, as shown on the Civil Rights Compliance 

Toolkit for Employee Recruitment, Selection, and Hiring. Furthermore, the Office of Equal 

https://jobs.uri.edu/
https://dlt.ri.gov/individuals/rhode-island-state-jobs
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Opportunity introduced a Civil Rights Compliance Toolkit for Employee Recruitment, 

Selection, and Hiring, which includes sourcing and outreach resources to develop a pool 

of applicants that is representative of all.  

 

TRANSFER PRACTICES 

OFCCP defines promotion as “any personnel action resulting in, for example, the 
movement to a position affording higher pay, greater rank, change in job title, or increase 
in job grade; an increase in pay, requiring greater skill or responsibility; or the opportunity 
to attain such.  A promotion may be either competitive or noncompetitive.”  
 
The University is committed to non-discriminatory actions regarding transfers and 
promotion of persons in all job classifications. Of the positions filled in FY2025, 83.65% 
were subject to collective bargaining agreements. As a result, a significant number of 
promotions come from within the ranks of each union.  
 
Existing representation in the collective bargaining unions can influence hiring outcomes 
since the filling of vacancies generally comes from the existing pool of employees within 
the University. As of June 30, 2025, minorities, including Two or More Races, comprised 
17.25% of the workforce.   
 
 

 

When comparing union versus nonunion workforce composition, union positions have a 

minority representation of 17.15%, while nonunion positions have a minority representation 

of 17.78%. 
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PROMOTION PRACTICES 

During FY2025, the University of Rhode Island promoted a total of 158 individuals 
occupying union and nonunion positions, which identified as: 

• 34 identified as members of minority groups (21.52%). 

• 124 identified as white (78.48%). 

The individuals promoted self-identified as follows: 

Union Roles 

A total of 132 employees occupied union roles and identified as follows: 

• 28 identified as members of minority groups (21.21%) 

• 104 identified as white (78.79%). 

• 79 identified as female (59.85%) 

• 53 identified as male (40.15%) 

• 1 reported a disability (0.76%) 

• No individuals reported a veteran status (0.00%) 

Nonunion Roles 

A total of 26 employees occupied nonunion roles and identified as follows: 

• 6 identified as members of minority groups (23.08%) 

• 20 identified as white (76.92%). 

• 20 identified as female (76.92%) 

• 6 identified as male (23.08%) 

• 1 reported a disability (3.85%) 

• No individuals reported a veteran status (0.00%) 

The chart below illustrates the demographic composition of individuals promoted in FY2025 

belonging to union versus nonunion roles. 
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Efforts will be made to maximize the opportunities for employee career advancement for 
all without regard to protected status. These efforts will include a periodic review of the 
University’s personnel policies and procedures relevant to the University’s identification 
and removal of artificial or discriminatory barriers. 
 

RESPONSIBLE OFFICES AND OFFICIALS: 

Office of Equal Opportunity 

Office of Human Resources 

Hiring Authorities 

Search Committee Chairs  

Search Committee Members 

 

TERMINATIONS 

Terminations can be voluntary or involuntary and are in accordance with the provisions of 
the ten (10) collective bargaining agreements and the Office of Human Resources 
personnel policies. Examples of terminations include demotion, resignation, transfer, and 
job abandonment. Reasons for terminations are evaluated regularly by the Office of 
Human Resources and the Office of Equal Opportunity.  
 
During FY2025, a total of 248 employees were terminated from employment, of which: 

• 36 identified as members of minority groups (14.52%). 

• 212 identified as white (85.48%). 

Employees who voice concerns about discrimination are afforded the opportunity to file a 
grievance by completing an internal Civil Rights Complaint Form. Employees may also 
contact: (1) the Rhode Island Commission for Human Rights, or (2) the U.S. Equal 
Employment Opportunity Commission, or (3) the U.S. Department of Justice Civil Rights 
Division, or (4) the Rhode Island Department of Administration Division of Equity, Diversity, 
and Inclusion (DEDI). Employees interested in filing a complaint are encouraged to contact 
the Office of Equal Opportunity for a consultation.  
 
 
EXIT INTERVIEWS 

In accordance with Rhode Island General Laws §§ 28-5-1, the University of Rhode Island 

has established an exit interview program to help ensure that employees who are 

separating or transferring are not doing so due to discriminatory circumstances. 

The exit interview process is administered by the Office of Human Resources and is 

distributed to all voluntarily departing employees as part of the offboarding communication. 

Completion of the exit interview is voluntary. Employees may return the form via email or 

submit it in person at their convenience. All completed exit interviews are reviewed by the 

Office of Human Resources, and any concerns raised are reviewed or investigated as 

appropriate. 
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At the request of the departing employee, a live exit interview may be conducted. In such 

cases, the process is facilitated in a formal setting with an emphasis on open dialogue and 

meaningful feedback. 

Exit interview forms submitted by classified employees are forwarded to the Rhode Island 

Department of Administration. For non-classified employees, the completed form is placed 

in the employee’s personnel file upon separation. 

Due to the State of Rhode Island’s transition to Workday, other Executive Branch agencies 

are now administering exit interviews through that system. The University of Rhode Island 

has not yet implemented Workday; therefore, it continues to administer exit interviews 

through its existing process as described above. 

RESPONSIBLE DIVISIONS AND OFFICIALS: 

Office of Human Resources 

Rhode Island Department of Administration 

 

FLEX TIME 

Flex time (modification of start and end times, daily variable, seasonal, one-day-a-week, 
etc.) is addressed in some of the union contracts and must be approved by the Office of 
Human Resources. Flex time is considered on a case-by-case basis. Successful flex time 
arrangements serve the needs of both individual employees and the unit or department 
where they work and shall not hinder departmental operations. 
 
TECHNICAL COMPLIANCE 

The University will continue to comply with applicable state and federal law, including but 
not limited to; Section 503 of the Rehabilitation Act of 1973, as amended; the Vietnam Era 
Veterans’ Readjustment Assistance Act of 1974, as amended; Title VI of the Civil Rights 
Act of 1964; Title VII of the Civil Rights Act of 1964; the Americans with Disabilities Act of 
1990; Rhode Island General Laws §§ 28-5-1; and other applicable federal, state, or local 
civil rights laws and regulations.  
 
In alignment with its function, the Office of Equal Opportunity monitored civil rights 
compliance and is pleased to report the following compliance efforts carried out between 
July 1, 2024, and June 30, 2025: 
 

• Administered the policy on Nondiscrimination, hosted consultations, accepted and 
investigated complaints.  
 

• Provided technical assistance to University administrators on civil rights topics.  
 

• In response to the revocation of Executive Order 11246, recommended changes to 
the language found in the University’s official footer, and updated: (1) the 
University’s Affirmative Action website, now known as the Equal Employment 
Opportunity website; (2) the FY2024-FY2025 Non-Discrimination Plan; (3) the Civil 
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Rights Compliance Toolkit for Employee Recruitment, Selection, and Hiring; (4) the 
Office of Equal Opportunity’s letterhead and footer; and (5) the Vendor Agreement. 
 

• The Office of Equal Opportunity, Communications and Marketing, and the Office of 

the General Counsel completed a draft of the Digital Accessibility Compliance Plan, 

scheduled to be introduced during FY2026.  

 

• The Office of Equal Opportunity introduced a training guide titled “Best Practices for 

Racial and Ethnic Data Collection During Onboarding” for Office of Human Resources 

personnel responsible for onboarding new hires. This training guide introduced a new 

business process to enhance workforce data collection practices during onboarding.  

 

• The Office of Equal Opportunity introduced Civil Rights Compliance Training titled 

“Civil Rights Laws and Research Activities: A Guide for Inclusion and Compliance.” 

This self-paced training equipped Principal Investigators and those responsible for 

sponsored projects with the methodology and framework for effectively: 

 

1. Reviewing and responding to language access requests in alignment with 

the University of Rhode Island Language Access Plan and Policy on 

Language Access. 

2. Reviewing and responding to reasonable accommodation requests from 

individuals interested in participating in programs and activities funded by 

sponsored projects.  

3. Transferring civil rights compliance requests made by regulatory and 

enforcement agencies pre-award and post-award. 

4. Transferring complaints of discrimination and harassment to the 

appropriate university official or office for review.  
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TRAINING PROGRAMS 

The Office of Equal Opportunity engaged training participants through education and 
outreach efforts, including, but not limited to the activities described below: 

 

1. 07-09-25 Office of Human Resources Training on the topic of Best Practices for 

Racial and National Origin Data Collection During Onboarding. 

 

2. 08-27-25 Graduate Teaching Assistant Training, co-facilitated by the Director of the 

Office of Equal Opportunity and the Title IX Coordinator, on the topic of Title VI, Title 

IX, and ADA Compliance.  

 

3. 10-06-25 Lunch-and-Learn Event on the topic of Baseline of Compliance with the 

Americans with Disabilities Act of 1190 and the Rehabilitation Act of 1973 at the 

University of Rhode Island. 

 

4. 11-17-25 University Diversity Council Updates on the topic of ADA Compliance at 

the University of Rhode Island, and the Function of the Accessibility Task Force. 

 

5. 11-20-25 Information Technology Services team outreach to discuss compliance 

efforts underway as a result of the New Title II regulations on Digital Accessibility 

and Mobile Apps. 

 

6. 12-03-25 Division of Student Affairs Training on the topic of Incivility in the 

Workplace and Civil Rights Considerations. 

 

7. 12-09-25 Student Success Team outreach to discuss the Role of the ADA 

Coordinator and ADA Partners on Campus. 

 

8. Conducted a review of the Brightspace training titled, “Building a Safe Workplace: 

Discrimination, Violence, and Hazing Prevention.” Created transition modules and 

introduced support content in alignment with existing business processes supporting 

the administration of civil rights compliance and hazing prevention. The training is 

open to new hires and existing staff. 

 

9. Following the revocation of Executive Order 11246, evaluated and updated Module I 

of the Brightspace training titled, “Employee Recruitment, Selection, and Hiring.” 

 

10. Introduced a self-paced Brightspace training on the topic of Civil Rights Laws and 

Research Activities: A Guide for Inclusion and Compliance. 

 

11. Created a Brightspace training with a recording of the 10-06-25 lunch-and-learn 

event on the topic of Baseline of Compliance with the Americans with Disabilities Act 

of 1990 and the Rehabilitation Act of 1973 at the University of Rhode Island. 
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Additional training activities carried out by other departments include the following: 
 

• The Talent Acquisition Specialists completed the mandatory Employee Recruitment, 

Selection, and Hiring Training. 

 

• Faculty Training: Reporting to the Office of the Provost, the Office for the Advancement 
of Teaching and Learning is responsible for promoting excellence and innovation in 
teaching and learning at the University and offers faculty development opportunities 
to faculty. In addition to training offerings introduced by the Office for the Advancement 
of Teaching and Learning, the University of Rhode Island offered mandatory sexual 
violence prevention and cybersecurity awareness training to new hires and existing 
employees.  

 

• Sexual Violence Prevention: The Title IX Coordinator and the Deputy Title IX 
Coordinator for Education, Outreach, and Training, offered live and self-paced training 
throughout the fiscal year, including sessions for students and staff on the topic of 
sexual misconduct and sexual violence prevention. In addition to offering training, 
efforts spanned key areas such as Teaching, Student Advising and Mentorship, 
Research & Scholarship, and Service. Through their work, the Title IX Office fosters a 
proactive and inclusive campus environment, equipping students and staff with the 
tools to address and prevent sex-based harassment and sexual violence, as defined 
under the Title IX regulations. 
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ADDENDUM: PLAN TO IMPROVE EQUAL OPPORTUNITY FOR ALL 

In alignment with the University’s commitment to maintaining a learning and working 

environment free from discrimination and harassment, the initiatives listed below have 

been under development and will be introduced during fiscal year 2026: 

1. Draft the Policy on Accessibility. 
 

2. Create the FY25-FY26 Non-Discrimination Plan. 
 

3. Partner with the Director of Talent to support changes to the Employee Recruitment, 
Selection, and Hiring training offered on Brightspace. 
 

4. Host two (2) lunch-and-learn events on civil rights compliance topics. 
 

5. Increase in-person training offerings.  
 

6. Introduce an internal workforce representation report, separating aggregate data by 
college/division.  
 

7. Disseminate a survey to establish baseline of knowledge of digital accessibility. 
 

8. Introduce the Digital Accessibility Compliance Plan. 

To comply with the statutory requirements guiding the Office of Equal Opportunity, the team 
will continue to evaluate the effectiveness of this plan and the existing civil rights 
compliance programs.  
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During fiscal year 2025, the Diversity Officers met a total of four (4) times. The primary 

objective of the meetings is to share information and advise the Vice President of 

Community, Equity and Diversity on University-wide policies, procedures, and initiatives 

that advance diversity, equity, inclusion, and civil rights compliance. Meeting agendas are 

developed by Community, Equity and Diversity. Meetings took place on 8-19-2024, 10-29-

2024, 11-26-2024, 12-17-2024, 01-29-2025, 02-24-2025, 04-22-2025, and 05-25-2025) 

8-19-24 Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity and Diversity hosted a Diversity Officers meeting at 

Graduate School of Oceanography Costal Institute, Conference Room 120 on 08-19-24, 

from 12pm-3:00pm. The agenda items discussed included (1) Office of Community, Equity 

and Diversity Updates; (2) Office of Community, Equity and Diversity Strategic Plan 

Overview; (3) Updates; and (4) Questions and Answers. 

10-29-24: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity and Diversity hosted a Diversity Officers meeting at Green 

Hall, from 10:00am-11:30am. The agenda items discussed included (1) Office of 

Community, Equity and Diversity Updates; (2) Upcoming Events; (3) College/Unit Success 

and Challenges; and (4) the Justice, Equity, Diversity, and Inclusion Handbook. 

11-26-24: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity and Diversity hosted a Diversity Officers meeting at Green 

Hall, from 1:30pm-3:00pm. The agenda items discussed included (1) Updates from the 

Vice President of the Office of Community, Equity, and Diversity; (2) Updates; (3) 

College/Unit Success and Challenges; and (4) the Justice, Equity, Diversity, and Inclusion 

Handbook. 

12-17-24: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity, and Diversity hosted a Diversity Officers meeting at 

Green Hall from 10:30am – 12:00pm. The agenda items discussed included (1) Updates 

and Events; and (2) College/Unit Success and Challenges.  

01-29-25: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity, and Diversity hosted a Diversity Officers meeting at 

Green Hall from 3:00pm – 4:30pm. The agenda items discussed included (1) Updates from 

the Vice President of the Office of Community, Equity, and Diversity; (2) Unregistered 

Students Next Steps; (3) College/Unit Success and Challenges; and (4) Questions and 

Answers. 

02-25-25: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity, and Diversity hosted a Diversity Officers meeting at 

Green Hall from 10:00am – 11:30am. The agenda items discussed included (1) Office of 

Community, Equity and Diversity Updates; (2) Enrollment Services Updates; (3) 

College/Unit Success and Challenges; and (4) Questions and Answers. 
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04-22-25: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity, and Diversity hosted a Diversity Officers, via Zoom, from 

3:00pm – 4:30pm. The agenda items discussed included (1) Welcome to the Director of 

the Office of Diversity, Access, and Inclusion; (2) Office of Community, Equity and Diversity 

Updates; (3) Enrollment Services Updates; (4) College/Unit Success and Challenges; and 

(5) Questions and Answers. 

05-25-25: Diversity Officers Working Group Meeting Notes 

The Office of Community, Equity, and Diversity hosted a Diversity Officers meeting at 

Graduate School of Oceanography, Ocean Science & Exploration Center Building, 

Challenger Room from 3:00pm – 4:30pm. The agenda items discussed included (1) Office 

of Community, Equity and Diversity Updates; (2) Enrollment Services Updates; (3) 

College/Unit Success and Challenges; (4) Training and Development; and (5) Questions 

and Answers. 
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172 
 

Office of Equal Opportunity 
Carlotti Administration Building, Suite 1 
75 Lower College Road 
Kingston, Rhode Island 02881  
Phone: (401) 874-4009 
TTY - via RI Relay at 711  
https://web.uri.edu/equal-opportunity/  

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  
http://www.eeoc.gov/field/boston/index.cfm  

Department of Justice  
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) 

Office of Civil Rights, Region I   
US Department of Education   
5 Post Office Square, 8th Floor   
Boston, MA 02109-3921  
Tel.: (617) 289-0111  
Fax: (617) 289-0150  
http://www2.ed.gov/about/offices/list/ocr/docs/howto.html 

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://www.richr.ri.gov/  

Department of Administration (DOA) 
Division of Equity, Diversity, and Inclusion (DEDI) State Equal Opportunity Office (EOO) 
One Capitol Hill Providence, RI 02908 
TEL # (401) 222-5813 
Eoo.compliance@doa.ri.gov  
 

 

 

https://web.uri.edu/equal-opportunity/
http://www.eeoc.gov/field/boston/index.cfm
http://www2.ed.gov/about/offices/list/ocr/docs/howto.html
http://www.richr.ri.gov/
mailto:Eoo.compliance@doa.ri.gov
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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 Clerks, Ambulance 

Drivers and Attendants and kindred workers.  

 

ADMINISTRATIVE SUPPORT:  

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

data and/or information and other paperwork required in an office.  Includes: Bookkeepers, Messengers, Clerk 

Typists, Stenographers, Court Transcribers, Hearing Reporters, Statistical Clerks, Dispatchers, License 

Distributors, Payroll Clerks, Office Machine and Computer Operators, Telephone Operators, Legal Assistants, Sales 

Workers, Cashiers, Toll Collectors and kindred workers.  

 

SKILLED CRAFT WORKERS:  

Occupations in which workers perform jobs which require special manual skill and a thorough and comprehensive 

knowledge of the processes involved in the work which is acquired through on-the-job training and experience or 

through apprenticeship or other formal training programs.  Includes: Mechanics and Repairers, Electricians, Heavy 

Equipment Operators Stationary Engineers, Skilled Machining Occupations, Carpenters, Compositors and 

Typesetters, Power Plant Operators, Water and sewage Treatment Plant Operators and kindred workers.  

 

SERVICE/MAINTENANCE:  

Occupations in which workers perform duties which result in or contribute to the comfort, convenience, hygiene of 

safety of the general public or which contribute to the upkeep and care of group may operate machinery.  Includes: 

Chauffeurs, Laundry and Dry Cleaning Operatives, Truck Drivers, Bus Drivers, Garage Laborer, Custodial 

Employees, Gardeners and Groundskeepers, Refuse Collectors and Construction Laborers, Park Ranger 

Maintenance, Farm Workers (except Managers), Craft Apprentices/Trainees/Helpers and kindred workers.  
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