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PART A

UNIVERSITY OF RHODE ISLAND
ORGANIZATION AND STRUCTURE
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Other members of the President’s Leadership Council, with different reporting lines, include;
Anne Marie Coleman, Assistant Vice President, Office of Human Resource Administration; Dean
Libutti, Associate Vice President of Enrollment Management and Student Success; Karlis
Kaugars, Chief Information Officer, Information Technology Services; and Lil Breul O’'Rourke,
President of the University of Rhode Island Foundation. See page 8 for details.



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, the chair of the Council on Postsecondary Education, 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 educations
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 to develop informed residents and leaders. The University of Rhode Island 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.



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.



DIVISION

Office of the President
Interim Chief of Staff

Provost and Academic Affairs

Research and Economic Development
Administration and Finance

Student Affairs

Communications and Marketing
Community, Equity and Diversity
Office of the General Counsel

Human Resources

Department of Athletics

Information Technology Services

Enroliment Management and Student
Success

University of Rhode Island Foundation
OFFICE OF THE PRESIDENT
DIVISION

Office of the President

CABINET MEMBER NAME AND TITLE

Marc B. Parlange, Ph.D., President
Chelsea Berry, Interim Chief of Staff

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

Bethany D. Jenkins, Ph.D., Interim Vice President
Abby Benson, Interim Vice President

Ellen Reynolds, Ed. D., Vice President

Matthew McDonald, Vice President

Michelle E. Fontes, Interim Vice President

Alyssa V. Boss, Esq., General Counsel

Anne Marie Coleman, Assistant Vice President
Thorr D. Bjorn, Director of Athletics

Karlis Kaugars, Ph.D., Chief Information Officer

Dean Libutti, Ph.D., Associate Vice President

Lil Breul O’Rourke, President

NAME AND TITLE
Chelsea Berry, Communications Specialist

Lauren Burgess, Director, Legislative and
Government Relations

Carlos Lopez Estrada, Director, Legislative Affairs
and Government Relations

Emily Diomandes, Assistant to the President

Lisa Harrison, Executive Assistant Il
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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’s Alan Shawn Feinstein College of Education and Professional Studies and
several other departments were housed at the historic Shepard Building in the heart of downtown
Providence for part of fiscal year 2023. The Providence Campus, which has been serving
students for more than 50 years, offers a wide variety of degree and certificate programs. The
University of Rhode Island is moving out of the Feinstein Providence Campus at the end of 2023
calendar year.

NARRAGANSETT BAY CAMPUS

Overlooking the West Passage of Narragansett Bay, this 153-acre campus is home to URI’'s
highly acclaimed Graduate School of Oceanography, one of the top five 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 field work 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 health care learning,
practice, and biomedical research in Providence.

14



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 DEAN
College of Arts and Sciences Jeanette Riley, 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 spanned two (2) campuses during part of fiscal year 2023.
As of the submission of this report, the Kingston Campus was the primary location of the College
of Education. The College of Education 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

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 John Kirby, 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 INTERIM DEAN
College of Health and Sciences Deborah Riebe, 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 INTERIM DEAN
College of Nursing Betty Rambur, Ph.D.

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 has over 150 students. The baccalaureate degree
program in nursing master’s degree program in nursing/Doctor of Nursing Practice program and
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 E. Paul Larrat, Ph.D.

The URI 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 DEAN
Graduate School of Oceanography Paula S. Bontempi, 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 Brenton DeBoef, 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, with
the exception of 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.

COLLEGE INTERIM DEAN
University College for Academic Success Dean Libutti, Ph.D.

University College for Academic Success helps to create and sustain a clear, coherent, and
inspiring academic environment for all undergraduate students, supporting their journey from
orientation to commencement and on to employment. University College for Academic Success
supports students, faculty, and staff through programs and services that enhance intellectual
engagement both in and out of the classroom. Our priorities align with the 2021-2024 URI
Strategic Plan, focusing on innovative strategies for greater retention, on-time graduation, and
successful employment. A consequence of this support will be more satisfied graduates, with a
greater propensity to give back to their alma mater.
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PART B

AFFIRMATIVE ACTION
PLAN ADMINISTRATION
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NON-ADMISSION STATEMENT

It is understood that the University of Rhode Island Affirmative Action Program, or any part
thereof, does not constitute an admission by the University of Rhode Island of any violation
of Executive Order 11246, as amended, Section 503 of the Rehabilitation Act of 1973, as
amended, the Vietnam Era Veterans’ Readjustment 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 Affirmative Action 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, whistleblower activity, 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 affirmative action obligations. This document is not intended
to and will not be used to discriminate against any applicant or employee because of race,
national origin, religion, age, color, sex, sexual orientation, gender identity, disability,
protected veteran status, or any other characteristic protected by local, state, or federal laws,
rules, or regulations.

PURPOSE

Affirmative action is defined by Office of Federal Contract Compliance Programs regulations
as the obligation on the part of the contractor (University of Rhode Island) to take action to
ensure that applicants are employed, and employees are treated during employment, without
regard to their protected status. The purpose of this Affirmative Action Plan is to reaffirm our
commitment to ensuring equal employment opportunities for applicants and employees. It is
based on the premise that, absent discrimination, over time [the University of Rhode Island’s]
workforce generally will reflect the demographics of the qualified available workforce in the
relevant job market. Affirmative action requirements are intended to ensure that applicants
and employees of federal contractors have equal opportunity for recruitment, selection,
advancement, and every other term and privilege associated with employment, without
regard to their race, color, religion, sex, sexual orientation, gender identity, national origin,
disability, or status as a protected veteran.”

STATEMENT OF POLICY ON AFFIRMATIVE ACTION AND EQUAL EMPLOYMENT
OPPORTUNITY

The University of Rhode Island is actively committed to affirmative action and equal
opportunity. The Office of Equal Opportunity is responsible for leading enterprise compliance
with the law and spirit of affirmative action and equal employment opportunity in all aspects
of employment and the administration of the University’s policy on Nondiscrimination.

Pursuant to the philosophy of the University of Rhode Island Board of Trustees, 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 1972 Educational Amendments to the Higher Education Act; the
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Age Discrimination in Employment Act of 1967; Section 503 of the Rehabilitation Act of 1973,
as amended; and Section 504 of the Rehabilitation Act of 1973, as amended; Section 402 of
the Vietham 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; Executive Order 11246, as amended; Executive Order 91-39; Executive Order 92-2;
and Rhode Island General Laws 88 28-5-1, 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 to the principles of affirmative action. 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, Executive Order 11246,
the Americans with Disabilities Act of 1990, and Section 503 of the Rehabilitation Act of 1973.
Through this effort, the Office of Equal Opportunity works with the University leadership to
establish and measure recruitment goals, offers training on civil rights topics, and educates
those involved in the recruitment, selection, and hiring process to minimize bias and
discrimination in all aspects of employment.

During the hiring and recruitment phase:

1) Hiring authorities, search chairs, search committees, and the Office of Human
Resource Administration will make efforts to conduct outreach and seek referrals of
gualified individuals to increase the flow of minority, female, and other
underrepresented candidates;

2) As appropriate, the University of Rhode Island will make efforts to advertise a
reasonable portion of vacancy announcements in media directed to minorities,
women, and other underrepresented groups;

3) The Office of Human Resource Administration 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 and free from bias that could lead to exclusion
and discrimination. When requirements screen out a disproportionate number of
candidates from protected groups, the continued use thereof will be evaluated,
“validation” will be considered; and

4) The Office of Equal Opportunity will conduct periodic underutilization analysis and
distribute its findings. See page 102 for the FY2022 Identification and Analysis of
Growth areas to review the latest underutilization analysis.
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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, 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 the communities the University serves, hiring
authorities, search chairs, search committees, and the Office of Human Resource
Administration will make efforts to distribute vacancy announcements on career management
websites administered by professional associations, and service organizations, whenever
possible. This will be done in consultation with the Office of Human Resource Administration.
Additional information regarding outreach can be found in the Employment Recruitment and
Selection Process section, page 119.

c. Sexual Harassment

The University of Rhode Island recognizes its obligation to provide an 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 and its posted policy letter in support of the federal
guidelines 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, whistleblower
activity, status with regard to public assistance, sexual orientation, gender
identification/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 was administered by the Office of Equal Opportunity. Harassment
in service delivery is addressed through the University’s Policy on Sexual Misconduct,
which is administered by the Title IX Coordinator.

The Office of Equal Opportunity takes reasonable steps to prevent harassment in
employment from occurring by informing employees of their right to raise the issue of sexual
harassment under Title VIl of the Civil Rights Act of 1964 and offers training to educate
supervisors and employees of the nature of this problem. Under Title VII of the Civil Rights
Act of 1964, sex is defined to include pregnancy, sexual orientation, and gender identity.

The Title IX Coordinator 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.
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d. Equal Opportunity Program Coordinator

Dorca P. Smalley, Director of the Office of Equal Opportunity, has been designated by the
President as the person who shall have overall responsibility for the implementation and
maintenance of the University's civil rights compliance programs; Titles VI of the Civil Rights
Act of 1964, Title VIl of the Civil Rights Act of 1964, the Rehabilitation Act of 1973 and the
Americans with Disabilities Act of 1990, and the Americans with Disabilities Amendments Act
of 2008, affirmative action, 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, 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. The
Office of Equal Opportunity works with the individuals below to promote accessibility
inclusivity in service delivery and employment:

e Laura Kenerson, Director of Personnel Services, is the designated Section 501 and
Section 503 Coordinator, responsible for approving and monitoring reasonable
accommodation requests made by University personnel and applicants. Requests for
work accommodation are made in writing to the Director of Personnel Services, who
is a member of the Office of Human Resource Administration and consults with
appropriate officials to consider the request. Once an accommodation is made for an
employee, its effectiveness is periodically monitored by both the employee and the
Office of Human Resource Administration. 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.

e Lauren Jensen, Esq., Associate General Counsel, is the designated Office of General
Counsel liaison for any questions relating to compliance 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.

e Paige Ramsdell, Assistant Dean, Disability, Access, and Inclusion, promotes
compliance with Section 504 of the Rehabilitation Act by accepting, reviewing, and
approving reasonable accommodation requests made by students.
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s Brandon J. C. Fuller, Manager of Web Communications, is responsible for promoting
website accessibility.

« The Facilities Group is responsible for ensuring Americans with Disabilities Act
standards for accessible design are met in accordance with Title Il and Title Il

regulations, which require that people with disabilities have access to spaces to allow
aqual participation in Universily evenls.

Achieving full participation and integration of people with disabilities requires the cooperative
efforts and responsibility of all University depariments, offices, and personnel.

|, the undersigned, concur in the above-referenced p::ﬂnny statements and will ensure its

e /P /jﬁm Q

Marc B. Parlange, Ph.D.
President, University of Rh Island




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 Vice President of
Community, Equity and Diversity, and with the Diversity Officers listed below.

DIVISION
Community, Equity, and Diversity

College of Arts and Sciences

College of Business

College of Engineering

College of the Environment and
Life Sciences

College of Health and Sciences

College of Pharmacy

Department of Athletics

Graduate School

Graduate School of Oceanography

Office of Equal Opportunity

NAME AND TITLE
Sean Edmund Rogers, Vice President (1M)
-served until June 3, 2023

Michelle Fontes, Interim Vice President (1F)

Kamilah A’'Vant, Assistant Dean of ustice,
Equity, Diversity and Inclusion Initiatives (1F)

Alejandro Hazera, Executive Director of Inclusive
Excellence and Professor (2M)

Chales A. Watson, Assistant Dean, Diversity,
Equity, and Inclusion (1M)

Aura Fajardo Grandidge, Interim Assistant Dean,
Diversity and Student Success Initiatives (2F)

Ashon Bradford, Assistant Dean of Diversity,
Equity, Inclusion, and Justice Initiatives (1M)

Jie Shen, Associate Professor, Biomedical
and Pharmaceutical Science and Chemical
Engineering (4F)

Britny R. Brown, Clinical Assistant Professor (5F)

Jeff C. Johnson, Associate Director for
Student-Athlete Development and Inclusive
Excellence (1M)

Colleen B. Mouw, Associate Dean of Diversity
and Academic Affairs and Associate Professor of
Oceanography, Graduate School (5F)

Princess Metuge, Assistant Dean of Justice,
Equity, Diversity and Inclusion Initiatives (1F)

Dorca P. Smalley, Director (2F)
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Duties and Responsibilities of the Diversity Officers Working Group

During fiscal year 2022, the Diversity Officers met a total of three (3) 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, and inclusion.

Meeting agendas are developed by Community, Equity and Diversity. Meetings took place
on November 19, 2022, February 16, 2023, and March 21, 2023. Copies of available meeting
minutes may be found in Appendix, page 244.

. DIVISION HEADS, SUPERVISORS, OFFICE OF HUMAN RESOURCE
ADMINISTRATION AND PERSONNEL

The University of Rhode Island President’s Leadership Council consists of the President; the
Office of Community, Equity and Diversity; the General Counsel; the Assistant Vice President
of Human Resource; The Executive Vice President of Academic Affairs; the Executive 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; the President of the University of Rhode Island Foundation; the Associate
Vice President of Enrollment Management and Student Success; the Chief Information
Officer of Information Technology Services, and the Director of Athletics.

Each member of the President’s Leadership 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 are in compliance 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. The Vice President of Community, Equity and Diversity also
collaborates with divisional, college and departmental diversity committees, such as the
Office of Equal Opportunity, to ensure the accomplishment of strategic diversity goals
identified in the President’s Strategic Plan.

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 affirmative action and equal
opportunity.

All hiring authorities, supervisors, division heads, members of the President’s Leadership
Council, diversity officers, designated employees within each college, and the civil rights
enforcement officer are responsible for the successful implementation of this plan, and must
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work with the Office of Equal Opportunity to develop goals and timetables for affirmative
action, and demonstrate positive results in the employment, appointment, and delivery of
services so that representation of underrepresented groups improves.

The Office of Human Resource Administration 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 State of Rhode
Island Division of Equity, Diversity, and Inclusion (DEDI), and to regulatory and enforcement
agencies. By policy, every division head will ensure that terminating and transferring
employees receive an exit interview form and the means to submit the form to the State Equal
Opportunity Office. All efforts will be documented by recording these acknowledgments in the
Office of Human Resource Administration, which disseminates the exit interview forms.

. AFFIRMATIVE ACTION PROGRAM COORDINATOR

Sean Edmund Rogers served as the Vice President of Community, Equity and Diversity until
June 3, 2023, and was the institutional diversity officer responsible for advising and informing
the President and the President’s Leadership Council on all issues related to diversity and
equity. At the time of submission of this report, Michelle E. Fontes was the Interim Vice
President of Community, Equity and Diversity. 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. The position was vacant at the time this report was issued.

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. The Vice President of Community, Equity and Diversity works alongside the
Director of the Office of Equal Opportunity and University leadership to identify evidence-
based practices in recruitment, retention, and promotion of a diverse, engaged workforce.

. AMERICANS WITH DISABILITIES ACT/504 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 182. 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.

All complaints under the existing policy 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
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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
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 Resource Administration.

Alternative means of filing a complaint are made available upon request. Individuals seeking
an accommodation on the basis of disability may contact the ADA/Section 504 Coordinator,
Dorca P. Smalley, dorca paulino@uri.edu, TTY 1-800-745-5555. The ADA/Section 504
Coordinator will maintain the files and records relating to the complaints filed.
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6.

INTERNAL AND EXTERNAL DISSEMINATION OF PLAN AND POLICY

The Equal Opportunity Program Coordinator shall distribute copies of the approved
affirmative action plan to each member of the President’s Leadership Council, to each Dean,
and to 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 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)

2)

3)

4)

5)

6)

The University’s policy on non-discrimination is published on the official University
Policies website. Links to the official policy can be on the Office of Equal Opportunity
website and in the official University Student Handbook.

University Stationery includes the statement “The University of Rhode Island is an
equal opportunity employer committed to community, equity, and diversity and to the
principles of affirmative action.” 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.

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 one of the following statements:

“‘URI is an equal opportunity employer committed to the principles of affirmative
action.”

The Office of Human Resource Administration website and other publications contain
the statement below:

“The University of Rhode Island is an Affirmative Action Equal Opportunity
Employer. Women, persons of color, protected veterans, individuals with
disabilities, and other protected group members are encouraged to apply.
Reasonable accommodation will be made to enable an individual with a disability
to participate in the URI application process, and to enjoy benefits and privileges
of employment equal to those available to other employees. If you need assistance
with this application website, please contact Laura Kenerson at Ikenerson@uri.edu
or 401-874-5271.”

The University includes non-discrimination clauses in all union agreements and
reviews all contractual provisions to ensure they are non-discriminatory.

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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8)

9)

The University Affirmative Action Plan 2022-2023 will be posted on the Office of Equal
Opportunity website, Affirmative Action tab, to communicate the existence of the
Affirmative Action Program to employees and prospective applicants.

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

When partnering with external search firms, the University informs all recruiting
sources of its policy, stipulating that these sources actively recruit and refer to
minorities, women, veterans and the disabled for all positions listed.

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., covered by Executive Order 11246, as amended, and its
implementing regulations.

12) University policies require all vendors and subcontractors with invoices of ten

thousand dollars ($10,000) or more, to comply with all non-discrimination 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. Executive Order 11246 (and its implementing regulations at 41 C.F.R. part 60);

b. The Vietham Era Veterans Readjustment Assistance Act of 1974, as amended
(and its implementing regulations at 41 C.F.R. 60-300); and

c. Section 503 of the Rehabilitation Act of 1973, as amended (and its
implementing regulations at 41 C.F.R 60-741); and,

d. Executive Order 13496 (and its implementing regulations at 29 C.F.R. part 471,
Appendix A to subpart A).

13) The University of Rhode Island has requested the University Vendor Registration

information be included in the letter from the State of Rhode Island 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.

14) When employees are pictured in any university or help wanted advertising, efforts are

made to have men and women, minority and non-minority, and disabled employees
shown.
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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 complainis from employees and applicants on the basis of race, color, creed, national
or ethnic origin (including language), gender, gender identity or expression, religion, disability,
age, sexual orientation, genetic information, marital status, citizenship status, veteran slatus,
and any other legally protected characteristic. This prohibition applies to all employment
actions including but not limited to recruiting, hiring, promotion, demation, compensation, and
benefits. The Office of Equal Opportunity accepts and investigates all complaints made under
the Policy on MNondiscrimination. Individuals subject to discrimination are encouraged to
complete the Incident Report Form attached on page 182 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 Resource Administration, which is charged with faking
corrective action and sanctioning the responsible party, when necessary. The Office of Equal
Opportunity and the Office of Human Resource Administration work collaboratively with the
University community to prevent the recurrence of prohibited discrimination and remedy its
effects. The Unwermlys Paolicy on Mondiscrimination and the Incident Report Form can be
found at hitps:/iweb ur edupolicies!, Gﬂplas mayr be raqua;l)ed by calling 401-874-4939, or

by reviewing page 182 of the Appendix.
/ (e i@'

!

Marc'B. Parlange, Ph.
President, Universily of Rhode Island

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 aclivities, withoul regard to race, color, creed, national or ethnic origin (including
language), gender, gender identity or expression, religion, disability, age, sexual orientation,
genetic information, marital status, citizenship status, veteran status, and any other legally
protected characleristic. In accordance with the University Policy on Nondiscrimination, page
181, 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 invesligates all complaints made under the Policy on
Mondiscrimination and promotes language access. Individuals subject to discrimination are
encouraged to complete the Incident Report Form on page 181 and to contact the Office of
Equal Opportunity for assistance completing the form. The University's Policy on
Mondiscrimination and the Incident Report Form can be found at hitps:(fweb. uri.edu/policies!.
Copies may be requested by calling 401- 3?4—4939 -::r by rewéhrmg page 182 of the Appendix.
-ﬁl:.; .-llll- "H : f":-LJ""'{ """l =
Marc B. Paﬂange Ph.
President, University of Ehﬂdﬂ Island
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¢. POLICY 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 confracts containing an Equal Opportunity Clause. The Clause shall state
that the parties agree o adhere lo Federal Execulive Orders 11246, 11375, 11625, 11830,
13496, Title VIl of the Civil Rights Act of 1964, Section 503 of the Rehabilitation Act, as
amended and its implementation requlations at 41 CFR 60-741.5(a), and the Vietnam Era
Veterans Readjustment Assistance Act of 1974, as amended (and ils implementing
regulations at 41 CFR 60-300.5(a). Every effort will be made to solicit bids from Minority
Business Enterprises and Women's Business Enterprises registered as approved vendors.
This policy is and will continue to be posted in conspicuous are?i.j o

A, £/

A 1A fﬁ_%_}/{ '
Marc B. Parlange, Ph.D.
President, University of Rhode |sland

d. POLICY STATEMENT ON INDIVIDUALS WITH DISABILITIES, DISABLED
VETERANS, AND COVERED VETERANS

Tha University of Rhode Island is fully committed to meeting the specialized affirmative
aclion requirements to employ and advance 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, Executive Order 82-2 and the Vietnam Era Veterans
Readjustmeant Act of 1974,

It is the policy and practice of the University of Rhode Island to provide equal opportunity for
every employee. The Universily encourages qualified individuals with disabilities, disabled
velerans and coverad veterans lo parlicipate fully in all employment opportunities. This policy
applies to all employment actions including but not limited fo 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 to take affirmative action to employ qualified individuals with disabilities,
disabled veterans, and coverad veterans, in such a way as to ensure understanding and
acceptance,

The University will contact recruiing sources such as Vocational Rehabilitation Services, the

Department of Human Services and appropriate educational or training institutions o 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 implemantation of all Federal rules and regulations affecting the University in terms of

compliance with the mandates of Section Eﬂj:__nf‘Tlue \.F.nj ?e Rehabilitation Act of 1873,
1 /()

Vit Ve

arc B. Parlange, PhD.

President, University of Rhode Island
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a. 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 subsfitutions. 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 pravisions of
the bargaining union. The University will strive to fulfill requests for religious accommodation
through valuntary substitutions, and will not discriminate against any qualified person in any
facet of hiring or employment because of their religion, national prigin, or ancestry.

.__.'ql:l .'l. __-"' I|I I.'

74 e /ﬁ g A

Karc B. Parlange, Ph.0.

President, University of Rhode Island

f. COMPLIANCE WITH SEX DISCRIMINATION IN EMPLOYMENT

Under Title VIl of the Civil Rights Act of 1964, sex is defined to include pregnancy, 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, and gender identity.

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

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

4. Mo distinction based on sex, pregnancy, 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 crientation, and 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, and
gender identity.

7. Pregnancy leaves of absence for female employees are granted on an individual
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 5.0861 (d) and State and Federal Family
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and Medical Leave Act provisions. Effective June 27, 2023, pregnancy leave will be
administered in accordance with the Pregnant Workers Fairness Act,

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

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

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

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

12. 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 dmclplmary pmcﬁdures in acl::curdanca with the
Policy on Sexual Misconduct. J {/

ﬁ;fp N A/
Marc B, Parlange, Ph.D.
Praesident, University of Rhode’Island

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 action. 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 or Rhode |sland 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 Ial.nrlm' the University's policies

or procedures. xs,y / £
L ey [/ -
Pl (4 S [V i

Marc B. Parlange, Ph.D. J'
President, University of thﬂe Island
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PART C
PROGRAM STATISTICS

Workforce data reported in this section reflects employment actities that took place between July 1, 2021, and
June 30, 2022 (FY2022).
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PART D
DETERMINING UNDERREPRESENTATION AND GOAL SETTING

*Due to the retroactive nature of this annual report, no goals were established for fiscal year
2023. The University of Rhode Island will continue to make efforts to develop a workforce that
is representative of the communities it serves.
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PART E
IDENTIFICATION AND ANALYSIS OF GROWTH AREAS

102



INTRODUCTION

This Affirmative Action Plan supports the University’s mission to advance practices that help
to foster a more inclusive, diverse, and 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 2022 represents the workforce of the University of Rhode Island [or “University”]
as of June 30, 2022. 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
University of Rhode Island personnel. The Underutilization Analysis section will assess the
University’s workforce and will make comparisons between the University’s workforce, and;

e The Rhode Island labor force, as reported in the 2021 American Community Survey 1-
Year Estimates. Table IDS2301, ACSST1Y2021;

e The United States labor force, as reported in the 2021 American Community Survey 1-
Year Estimates. Table IDS2301, Dataset ACSST1Y2021,

e The Rhode Island population, as reported in the Rhode Island Department of
Administration, Division of Equity, Diversity, and Inclusion, FY2022 guidelines, per 2021
U.S. Census Bureau, QuickFacts Estimates;

e The United States population, as reported in the 2021 U.S. Census Bureau QuickFacts
Estimates; and

e The U.S. Census Bureau Occupational Title Chart: Professors, 381726-2021 SED -All
fields, for the United States and New England labor area.

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 provide an
estimate of representation in the labor force and exclude individuals under the age of 16, and
those who are retired.

This Affirmative Action Plan was developed following guidance from the U.S. Department of
Labor Office of Federal Contract Compliance (OFCCP) and in accordance with Rhode Island
General Laws 88 28-5-1, and other applicable local, state, or federal laws, rules, or
regulations. Definitions used are consistent with those used by enforcement agencies.

Per the OFCCP, the purpose of affirmative action “is to ensure equal employment
opportunities for applicants and employees. It is based on the premise that, absent
discrimination, over time [the University of Rhode Island’s] workforce generally will reflect the
demographics of the qualified available workforce in the relevant job market. Affirmative
action requirements are intended to ensure that applicants and employees of federal
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contractors have equal opportunity for recruitment, selection, advancement, and every other
term and privilege associated with employment, without regard to their race, color, religion,
sex, sexual orientation, gender identity, national origin, disability, or status as a protected
veteran.”

l. SELF-EVALUATION AND UNDERUTILIZATION ANALYSIS
WORKFORCE COMPOSITION

As of June 30, 2022, the University of Rhode Island had a total of 2,634 employees (faculty
and staff), of which 399 identified as members of minority groups (15.15%). 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.

-- 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.

Members of the University’s workforce (faculty and staff) identified as follows; Black or African
American 3.19%; Hispanic or Latino 3.08%; American Indian or Alaska Native 0.76%; Asian
7.59%; White 84.70%; and Two or More Races 0.53%. No members of the workforce
identified as Native Hawaiian or Other Pacific Islander.
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Faculty and Staff by Race and Ethnicity
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® Faculty and Staff by Race and Ethnicity

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. The Office
of Equal Opportunity recognizes that while it must comply with existing standards, defining
sex as male or female does not capture the diversity of the University’s workforce. A total of
1,516 employees (faculty and staff) identified as female (57.56%), and 1,118 as male
(42.44%).

Faculty and Staff by Biological Sex

80.00%
50,00 57.56%
Rt 42.44%
40.00%
0.00%

Female Male

® Faculty and Staff by Biological Sex

UNDERUTILIZATION 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 diversity measures, which is the approach the U.S.
Census followed in the most recent decennial census, and it is the standard followed by
federal and state enforcement agencies. Per the U.S. Census Bureau:

In the past, the Census Bureau had sometimes used the concept 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.
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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 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 21%'-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 diversity measures. The University’s
underutilization analysis was conducted including and excluding Two or More Races.

Minority personnel, including Two or More Races, made up 15.15% of the University’s
workforce. Individuals identifying as minorities, including Two or More Races, made up
34.90% of the R.I. population; 43.60% of the U.S. population; 32.68% of the R.I. labor force;
and 47.09% of the U.S. labor force.

Minority Representation

50.00% 47.09%
45.00% 43.60%
40.00%
34.90%
35.00% 32.68%
30.00%
25.00%
20.00%
15.15%

15.00%

10.00%

5.00%

0.00%
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= Minority Representation

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

¢ Rhode Island population, minorities are underrepresented by 19.75%.
e United States population, minorities are underrepresented by 28.45%.
¢ Rhode Island labor force, minorities are underrepresented by 17.53%.
¢ United States labor force, minorities are underrepresented by 31.94%.
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Per the OFCCP, the purpose of affirmative action “is to ensure equal employment
opportunities for applicants and employees. It is based on the premise that, absent
discrimination, over time [the University of Rhode Island’s] workforce generally will reflect the
demographics of the qualified available workforce in the relevant job market.” To develop a
workforce that reflects the qualified available labor force, if using the general job market as a
guide, the University of Rhode Island needs to increase minority representation, based on
the R.I. labor force availability estimates, by 17.53%, and based on the U.S. labor force
availability estimates, by 31.94%.

Minority personnel, excluding Two or More Races, made up 14.62% of the University’s
workforce. Individuals identifying as minorities, excluding Two or More Races, made up
31.60% of the R.I. population; 40.30% of the U.S. population; 22.64% of the R.I. labor force;
and 35.85% of the U.S. labor force.

Minority Representation
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= Minority Representation

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

¢ Rhode Island population, minorities are underrepresented by 16.98%.
e United States population, minorities are underrepresented by 25.68%.
¢ Rhode Island labor force, minorities are underrepresented by 8.02%.

e United States labor force, minorities are underrepresented by 21.23%.

Per the OFCCP, the purpose of affirmative action “is to ensure equal employment
opportunities for applicants and employees. It is based on the premise that, absent
discrimination, over time [the University of Rhode Island’s] workforce generally will reflect the
demographics of the qualified available workforce in the relevant job market.” To develop a
workforce that reflects the qualified available labor force, if using the general job market as a
guide, the University of Rhode Island needs to increase minority representation, based on
the R.l. workforce availability estimates, by 8.02%, and based on the U.S. labor force
availability estimates, by 21.23%.
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UNDERUTILIZATION ANALYSIS: FACULTY ONLY

As of June 30, 2022, the University of Rhode Island had a total of 743 faculty members of
which 180 identified as members of minority groups, 368 as male and 375 as female. To
review a detailed table of showing faculty members by title, rank, race, ethnicity, and gender,
see the chart on page 68. Minority faculty, including Two or More Races, made up 24.22% of
the faculty body, and identified as follows: Black or African American 3.23%; Hispanic or
Latino 3.77%; American Indian or Alaska Native 0.27%; Asian 16.55%; White 75.64%; and
Two or More Races 0.40%. No members of the workforce identified as Native Hawaiian or
Other Pacific Islander.

Faculty by Race and Ethnicity
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40.00%
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20.00% 16.55%
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0.40%

® Faculty by Race and Ethnicity

The U.S. Census Bureau Occupational Title Chart for Professors, no. 381726-2021 SED -All
fields, notes that minority professors make up 31.64% of the available selection pool in the
U.S. and 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 7.42%.

Minority Faculty
40.00%

31.64%
30.00% 24.22%
20.00%
10.00%
0.00%
University of Rhode Island Minority Faculty U.S. and New England Minority Professors
Availability Pool
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108



Per the OFCCP, the purpose of affirmative action “is to ensure equal employment
opportunities for applicants and employees. It is based on the premise that, absent
discrimination, over time [the University of Rhode Island’s] workforce generally will reflect the
demographics of the qualified available workforce in the relevant job market.” To develop a
faculty body that reflects the qualified available workforce, if using the U.S. and New England
labor area market as a guide, the University of Rhode Island needs to increase minority
representation by 7.42%.

ASSESSMENT OF WORKFORCE COMPOSITION BY GROUP: FACULTY AND STAFF

African American or Black

In FY2022, a total of 84 members of the University’s workforce identified as Black or African
American (3.19%). Black or African American individuals made up 9.10% of the R.I.
population; 13.60% of the U.S. population; 4.73% of the R.I. labor force; and 11.84% of the
U.S. workforce.

Black or African American Representation
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m Black or African American

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

¢ Rhode Island population, Black or African American personnel are underrepresented by
5.91%.

e United States population, Black or African American personnel are underrepresented by
10.41%.

e Rhode Island labor force, Black or African American personnel are underrepresented by
1.54%.

e United States labor force, Black or African American personnel are underrepresented by
8.65%.
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HISPANIC OR LATINO

In FY2022, a total of 81 members of the University’s workforce identified as Hispanic or Latino
(3.08%). Hispanics or Latinos made up 17.60% of the R.l. population; 19.10% of the U.S.
population; 14.80% of the R.I. labor force; and 17.16% of the U.S. labor force.

Hispanic or Latino Representation
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m Hispanic or Latino Representation
When comparing the University’s Hispanic workforce (faculty and staff) to the:

¢ Rhode Island population, Hispanics or Latinos are underrepresented by 14.52%.
e United States population, Hispanics or Latinos are underrepresented by 16.02%.
¢ Rhode Island labor force, Hispanics or Latinos are underrepresented by 11.72%.
e United States labor force, Hispanics or Latinos are underrepresented by 14.08%.

American Indian or Alaska Native

In FY2022, a total of 20 members of the University’s workforce identified as American Indian
or Alaska Native (0.76%). American Indian or Alaska Native individuals made up 1.20% of
the R.I. population; 1.30% of the U.S. population; and 0.91% of the U.S. labor force. It is
unclear what percentage of the R.I. labor force identifies as American Indian or Alaska Native.

American Indian or Alaska Native Representation
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® American Indian or Alaska Native Representation
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When comparing the University of Rhode Island American Indian or Alaska Native workforce

(faculty and staff) to the:

e Rhode Island population, American Indian or Alaska Native personnel are
underrepresented by 0.44%.

e United States population, American Indian or Alaska Native personnel are
underrepresented by 0.54%.

e United States labor force, American Indian or Alaska Native personnel are
underrepresented by 0.15%.

Asian

In FY2022, a total of 200 members of the University’s workforce identified as Asian (7.59%).
Asian personnel made up 3.70% of the R.I. population; 6.30% of the U.S. population; 3.11%
of the R.I. labor force; and 5.94% of the U.S. labor force.
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When comparing the University’s Asian workforce (faculty and staff) to the:

¢ Rhode Island population, Asian personnel are overrepresented by 3.89%.
e United States population, Asian personnel are overrepresented by 1.29%.
¢ Rhode Island labor force, Asian personnel are overrepresented by 4.48%.
e United States labor force, Asian personnel are overrepresented by 1.65%.
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White

In FY2022, a total of 2,231 members of the University’s workforce identified as White
(84.70%). White individuals made up 82.80% of the R.l. population; 75.50% of the U.S.
population; 73.61% of the R.I. workforce; and 63.32% of the U.S. workforce.
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m White Representation

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

¢ Rhode Island population, White personnel are overrepresented by 1.90%.
¢ United States population, White personnel are overrepresented by 9.20%.
¢ Rhode Island labor force, White personnel are overrepresented by 11.09%.
e United States labor force, White personnel are overrepresented by 21.38%.

Native Hawaiian or Pacific Islander

In FY2022, zero members of the University’s workforce identified as Native Hawaiian and
Other Pacific Islander. It is estimated Native Hawaiian and Other Pacific Islander individuals
make up 0.20% of the R.l. population; 0.30% of the U.S. population; and 0.18% of the U.S.
labor force. It is unclear how many members of the R.I. labor force identified as Native
Hawaiian and Other Pacific Islander.
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When comparing the University’s Native Hawaiian and Pacific Islander workforce (faculty and
staff) to the:

e Rhode Island population, Native Hawaiian and Other Pacific Islander individuals are
underrepresented by 0.20%.

e United States population, Native Hawaiian and Other Pacific Islander individuals are
underrepresented by 0.30%.

e United States workforce, Native Hawaiian and Other Pacific Islander individuals are
underrepresented by 0.18%.

Two or More Races

In FY2022, 14 members of the University’s workforce identified as Two or More Races
(0.53%). It is estimated that individuals identifying as Two or More Races make up 3.10% of
the R.1. population; 3.00% of the U.S. population; 10.04% of the R.l. workforce; and 11.06%
of the U.S. workforce.

Two or More Races Representation
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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 2.57%.

e United States population, personnel who identified as Two or More races are
underrepresented by 2.47%.

e Rhode Island labor force, personnel who identified as Two or More races are
underrepresented by 9.51%.

e United States labor force, personnel who identified as Two or More races are
underrepresented by 10.53%.
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Female

In FY2022, a total of 1,517 members of the University’s workforce identified as Female
(57.59%). Female persons made up 50.90% of the R.l. population; 50.40% of the U.S.
population; 35.91% of the R.I. workforce; and 36.21% of the U.S. workforce.
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When comparing the University’s Female workforce (faculty and staff) to the:

¢ Rhode Island population, Female personnel are overrepresented by 6.66%.
e United States population, Female personnel are overrepresented by 7.19%.
e Rhode Island labor force, Female personnel are overrepresented by 21.68%.
e United States labor force, Female personnel are overrepresented by 21.38%.

Veterans

In FY2022, a total of 64 members of the University’s workforce reported their Veteran status
(2.43%). 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 Il. 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 4.76% of the R.Il. population and 5.23% of the U.S. population. Active-duty
military personnel are not considered part of the civilian labor force.
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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 2.33%.
e United States population, Veteran personnel are underrepresented by 2.80%.

Disabled

In FY2022, 41 members of the University’s workforce reported a disability (1.56%). 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 9.90% of the R.I.
population; 8.70% of the U.S. population; 8.18% of the R.l. labor force; and 7.70% 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 8.34%.
United States population, personnel who have reported a disability are
underrepresented by 7.14%.
Rhode Island labor force, personnel who have reported a disability are
underrepresented by 6.62%.
United States labor force, personnel who have reported a disability are
underrepresented by 6.14%.

Generations Represented in the Workforce and Retention

Workforce statistics demonstrated there were five generations represented in the University’s
workforce as of June 30, 2022, and the average age of employed persons was 50 years old,
and 76% 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 11.61 years,
and:

o 39.27% of the FY2022 workforce has worked for the University for 1 to 5 years.

e 18.58% of the FY2022 workforce has worked for the University for 6 to 10 years.

e 11.78% of the FY2022 workforce has worked for the University for 11 to 15 years.
e 11.71% of the FY2022 workforce has worked for the University for 16 to 20 years.
e 9.29% of the FY2022 workforce has worked for the University for 21 to 29 years.

e 9.37% of the FY2022 workforce has worked for the University for 30 years or more.

Years of Service
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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 council policy.

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.
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Native

. Black or . . American " Twoor | ifi
_ Total N fi . ; H ; . oI ot Specified
Title otal Male Female ot Specified Minority | African Ispanic Indian or Asian | white |2V OTH yiore Race or
Employees Gender Ameri or Latino Alaska Nati Pacific R = 0
erican aska Native islander aces Ethnicity
lAcademic Instructors 40 11 26 3 4 2 2 21 15
/Academic Testing Ctr 1 1 1
/Aquatic Instructors 2 2 1 1
Athletic Coaches 8 7 1 2 6
Athletics per Event
Employees 1 1 1
CEPS Academic
Professional 361 149 209 3 67 9 11 1 46 257 37
Classified Limited Hourly 28 3 25 1 1 26 1
Facilities Supervisor 3 3 3
Medical Duties 8 5 3 1 1 4 S
Non-Classified Limited
Contract 40 13 25 2 6 1 2 1 2 15 19
Non-Classified Limited
Hourly 209 64 140 5 24 6 11 1 6 138 47
Performing Artists
Contract 1 1 1
Police and Security 43 40 3 3 2 1 39 1
Recreation Services 7 3 1 3 2 5
Summer Recontracting 43 19 24 11 6 5 31 1
Summer Research
Faculty 78 43 35 4 1 19 54
Total Employees 873 358 498 17 117 21 35 4 81 595 0 0 137
Percentages 41.01% | 57.04% 1.95% 13.40% 2.41% 4.01% 0.46% 9.28% | 68.16% 0.00% 0.00% 15.69%

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

¢ Rhode Island population, minorities are underrepresented by 21.50%.
e United States population, minorities are underrepresented by 30.20%.
¢ Rhode Island labor force, minorities are underrepresented by 19.28%.
e United States labor force, minorities are underrepresented by 33.69%.

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

e Rhode Island population, minorities are underrepresented by 18.20%.
e United States population, minorities are underrepresented by 26.90%.
¢ Rhode Island labor force, minorities are underrepresented by 9.24%.

e United States labor force, minorities are underrepresented by 22.45%.
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Il EMPLOYMENT RECRUITMENT AND SELECTION PROCESS
CHANGES TO EMPLOYMENT, RECRUITMENT, AND SELECTION PROCESS

Effective July 1, 2022, the University established the Office of Equal Opportunity and
separated talent acquisition activities and affirmative action compliance. The primary role of
the Office of Equal Opportunity is to enforce civil rights compliance, uphold anti-discrimination
laws, and promote equal access and equal opportunity for all.

The Office of Equal Opportunity is responsible for leading enterprise compliance with the law
and spirit of affirmative action and equal employment opportunity in all aspects of
employment, including recruitment, selection, hiring, ongoing service, and the administration
of the University’s Policy on Nondiscrimination. 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 guidance, promotes continuous dialogue through education and training, and plays a vital
role in advancing civil rights in the hiring and recruitment process through:

e Objective investigations and enforcement of the Policy on Nondiscrimination.

e Establishing Affirmative Action goals and conducting underutilization analyses.

e Reporting affirmative action progress to the President, the Deans, hiring authorities,
University stakeholders, and state and federal enforcement agencies

e Working with University stakeholders to remove barriers hindering access to employment
opportunities.

e Training and education efforts about civil rights compliance topics, such as affirmative
action.

The Office of Equal Opportunity supports the recruitment, selection, and hiring process by
reinforcing compliance with Title VII of the Civil Rights Act of 1964, as well as affirmative
action compliance, and other applicable laws and regulations. Through this effort, the Office
of Equal Opportunity works with the University leadership to establish and measure
recruitment goals and offers training to educate those involved in the recruitment, selection,
and hiring process to minimize pre-discriminatory behaviors and discrimination in all aspects
of employment.

The Office of Equal Opportunity works with the Office of Human Resource Administration,
hiring authorities, and search committee members to foster a workforce, at all levels of the
organization, that is reflective of the communities we serve. The Office of Equal Opportunity
is not directly involved with the recruitment, selection, or hiring process as it relates to talent
acquisition and the University’s Hiring and Recruitment Policy. The Office of Human Resource
Administration is not directly involved with the enforcement of civil rights compliance,
including affirmative action compliance, during the stages of the recruitment life cycle.

Stages of the recruitment life cycle:

e Stage I: Pre-recruitment planning (writing the job description).
e Stage Il: Sourcing (conducting outreach, searching for active and passive candidates).
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Stage llI: Evaluation of applicants (selecting the applicants who advance to the next
stage).

Stage IV: Interview and selection (ensure the hiring process is consistent, formulate
interview questions, invite candidates to interview).

Stage V: Hiring (selecting the most qualified candidate using skills and qualifications as a
hiring basis).

Stage VI: Onboarding (setting up your new hire for success).

Stage VII: Post-recruitment Evaluation (6- and 12-month reviews).

RESPONSIBLE OFFICIAL(S):

Hiring authorities are responsible for the screening of applicants, and selection of successful
candidates, in addition to:

Working with the Office of Human Resource Administration to comply with the hiring and
recruitment process established.

Working with the Office of Equal Opportunity to comply with applicable civil rights laws
and regulations.

Selecting search committee members and assigning a chair to lead each search.
Participating in the search committee training the Office of Equal Opportunity and the
Office of Human Resource Administration plan to introduce during FY2024 and
encouraging search committee members to participate.

Confirming search committee members have participated in the Civil Rights Compliance
Training for Search Committees.

Evaluating applicants objectively; solely on skills and qualifications.

Engaging a diverse applicant pool through outreach.

Working with the Office of Human Resource Administration 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
diverse workforce. 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 Percent
EDUCATIONAL ATTAINMENT

Asian alone 54.0%
White alone, not Hispanic or Latino 38.3%
Native Hawaiian and Other Pacific Islanders alone 32.0%
Two or More Races 25.5%
Black or African American 23.8%
Hispanic or Latino 15.9%
American Indian or Alaska Native alone 15.4%
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Some Other Race alone 13.1%

The Office of Equal Opportunity encourages hiring authorities to develop job descriptions with
skills and qualification requirements that are consistent with business necessity, meet State
of Rhode Island guidelines enforced by the Office of Human Resource Administration, and
do not hinder the University’s ability to continue to develop a diverse workforce.

Search committee chairs are responsible for:

Developing an outreach plan and encouraging search committee members to distribute
vacancy announcements among their networks, and in referral associations listed in the
Office of Equal Opportunity Hiring and Recruitment Toolkit.

Reporting outreach activity to the Office of Human Resource Administration for tracking
purposes as part of their Search Plan.

Developing 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 Office of
Human Resource Administration.

Evaluating applicants objectively; solely on skills and qualifications.

Completing the applicant evaluation rubric, gathering applicant evaluation rubrics, and
submitting an official committee evaluation to the Office of Human Resource
Administration.

Participating in the search committee training the Office of Equal Opportunity and Office
of Human Resource Administration plan to introduce during FY2024 and encouraging
search committee members to participate.

Search committee members are responsible for:

Distributing vacancy announcements among their networks, and in referral associations
listed in the Outreach section of the Office of Equal Opportunity Search Committee Toolkit.
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 VIl 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.

Participating in the Search Committee training the Office of Equal Opportunity and the
Office of Human Resource Administration plan to introduce during FY2024.

APPLICANT FLOW

In FY2022, a total of 7,511 job seekers submitted applications for vacancies within the
University of Rhode Island. The applicants identified as follows:

1,473 identified as members of minority groups (19.61%).
2,972 identified as white (39.57%)
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e 3,066 did not disclose their racial or ethnic demographic information (40.82%).

Applicants who did not disclose their demographic information were excluded from the
Applicant Flow data chart on page 65.

Minority new hires slightly exceeded the minority applicant pool by 0.39%. The University of
Rhode Island hired a total of 395 individuals during FY2022. The new hires identified as
follows:

e 79 identified as members of minority groups (20.00%).
e 316 identified as white (80.00%).

Despite good faith efforts carried out by the University of Rhode Island, the University was
unable to meet its overall recruitment goal as established in accordance with federal and state
laws and regulations. Per the OFCCP, the purpose of affirmative action “is to ensure equal
employment opportunities for applicants and employees. It is based on the premise that,
absent discrimination, over time [the University of Rhode Island’s] workforce generally will
reflect the demographics of the qualified available workforce in the relevant job market.”

Minorities make up 22.64% of the Rhode Island labor force and 35.85% of the U.S. labor
force. If using the Rhode Island labor force or the U.S. labor force as guides, excluding Two
or More Races, the University of Rhode Island did not meet hiring goals. Minority new hires,
excluding Two or More Races, made up 18.48% of the new hires.

e If using the Rhode Island labor force as a guide, minority new hires, excluding Two or
More Races, were underrepresented by 4.16%.

e If using the U.S. labor force as a guide, excluding Two or More Races, minority new
hires were underrepresented by 17.37%.

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 barriers to
preventing access to equal opportunity in the hiring and recruitment process. Furthering the
ideals of our mission and making the University a place where every member of the
community can enjoy equal access and realize their potential, without regard to their
protected status, is the responsibility of each member of the workforce.

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 committees play a vital role as it relates to increasing
representation in the workforce and working with the Office of Equal Opportunity and the
Office of Human Resource Administration to remove barriers to employment. The most
effective tool available to meet affirmative action goals is outreach. As the applicant pool of
qualified diverse candidate increases, representation in the workforce will increase. For this
reason, hiring authorities and search committee members are responsible for conducting
outreach to increase the pool of diverse applicants.
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The University of Rhode Island has demonstrated improvements in the representation of
minorities in the workforce as evidenced by the chart below. The average percentage of
minority new hires since FY2010 is 16.95%. The State of Rhode Island did not require an
Affirmative Action Plan for FY2021. For this reason, no State Affirmative Action Plan was
completed for FY2021. From FY2018 to FY2022, excluding FY2021, the University has
observed an upward trend in the percentage of minority new hires.

Minority New Hires
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== Minority New Hires Per Fiscal Year

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.

RESPONSIBLE DIVISIONS AND OFFICIALS:

Office of Equal Opportunity

Office of Human Resource Administration
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://dit.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 diverse 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.
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Vacancy announcements were advertised on the following networking, professional, and
service organizations, associations, and agencies:

IMDiversity.com; the Swearer Center; NAACP Providence Chapter; LinkedIn; the Journal
of Blacks in Higher Education; American Association of Hispanics in Higher Education;
Association for Black Psychologists; American Psychological Association; Tech National,
Society of Black Engineers; Society of Hispanic Engineers; Blacks in Technology; Black
Data Processors Association; Military Indeed; Diversejobs.net; ZipRecruiter; Nurse
Recruiter; International Musician; Society for the Advancement of Chicanos/Hispanics
and Native Americans in Science; MinorityNurse.com; the Black Criminology Network;
American Academy of Nursing Newsletter; Rhode Island Veterans Network;
Indeeddiversejobs.net; International Society for Microbial Ecology; the Council of
Academic Programs in Communication Sciences and Disorders; the National Black
Association for Speech-Language and Hearing; the Rhode Island Speech Language and
Hearing Association; American Indian Library Association; Chronicle of Higher Education;
Higheredjobs.com; Inside Higher Ed; the Providence Journal; Monster; others.

TRANSFER AND PROMOTION 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 with regard to transfers and promotion of persons in all job
classifications. 85.43% of University positions filled in FY2022 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 hinder
the University’s ability to hire minorities since the filling of vacancies generally comes from
the existing pool of employees within the University, which currently had a minority
representation of 14.49% as of June 30, 2022. Nonunion positions have a minority
representation of 15.03%.

Representation in the Workforce: Union vs. Nonunion Roles
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During FY2022, the University of Rhode Island promoted a total of 197 individuals occupying
union and nonunion positions, which identified as:

e 23 identified as members of minority groups (11.68%).
e 174 identified as white (88.32%).

The individuals promoted identified as follows:

Union Roles

e 18 identified as members of minority groups (9.14%)
e 134 identified as white (68.02%).

e 96 identified as female (48.73%)

e 56 identified as male (28.43%)

e 1 reported a disability (0.51%)

e 1 reported their veteran status (0.51%)

Nonunion Roles

e 5identified as members of minority groups (2.54%)
e 40 identified as white (20.30%).

e 22 identified as female (11.17%)

e 23 identified as male (11.68%)

e 2 reported a disability (1.02%)

e 1 reported their veteran status (0.51%)

The chart below illustrates the demographic composition of individuals promoted in FY2022
and separates union and nonunion employees.
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Efforts will be made to maximize the opportunities for career employee advancement. 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.
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RESPONSIBLE DIVISIONS AND OFFICIALS:

Office of Equal Opportunity

Office of Human Resource Administration
Hiring Authorities

Search Committee Chairs

Search Committee Members

FLEXTIME

Flextime (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 Resource Administration. Flex time is considered on a case-by-case basis.
Successful flextime 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 of Rhode Island will continue to comply with Executive Order 11246, as
amended; Section 503 of the Rehabilitation Act of 1973, as amended; the Vietham Era
Veterans’ Readjustment Act of 1974, as amended; Title VI of the Civil Rights Act of 1964;
Title VII of the Civil Rights Act of 1964; Rhode Island General Laws 88 28-5-1; and other
applicable federal, state, or local civil rights laws and regulations. The Office of Equal
Opportunity is responsible for monitoring civil rights compliance.

DIVERSITY OFFICERS WORKING GROUP

During fiscal year 2022, the Diversity Officers Working Group met a total of three (3) 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, and inclusion.

Meeting agendas are developed by the division of Community, Equity and Diversity. Diversity
Officers may recommend agenda items. Meetings took place on November 19, 2022,
February 16, 2023, and March 21, 2023. Copies of available meeting minutes may be found
in the Appendix.

TRAINING PROGRAMS

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 the 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 cyber security awareness training to new hires
and existing employees (faculty and staff). Additionally, the training sessions listed below
were offered during FY2022 (July 1, 2023 to June 30, 2022).
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Search Procedures

Description: This training was offered by the Office of Affirmative Action, Equal Opportunity,
and Diversity. The content included information and guidance from federal and state laws and
statutes on the employee selection process, unconscious bias; the significance of a diverse
search committee, responsibilities of the chair and committee members, the purpose of the
applicant evaluation rubric, legal vs illegal interview questions, the significance of
confidentiality and the process of approvals for interview pending and recommended for hire.
The Office of Affirmative Action, Equal Opportunity, and Diversity became the Office of Equal
Opportunity, effective July 1, 2022. Talent acquisition activities and civil rights compliance,
which were previously merged together, were separated. The Office of Equal Opportunity
will introduce civil rights compliance training for search committees in FY2024. The Office of
Human Resource Administration will introduce talent acquisition training for search
committees in FY2024.

Campus Security Authority

Description: Identifies whom CSAs are according to the Clery Act, Clery reporting
exemptions, reporting obligations, what to say before the information is disclosed, where and
what to report, why this is important, internal and external resources, and frequently asked
guestions.

Mandatory NCAA Sexual Violence Prevention

Description: Information includes definitions of sexual violence, definitions, intervention and
response, consent, bystander intervention, sexual harassment, stalking, and hazing. Covers
campus policies and processes addressing sexual violence prevention and acts of sexual
violence, particularly those related to adjudication and resolution of matters related to sexual
violence.

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 Resource Administration
Personnel Policy. Examples of terminations include demotion, resignation, transfer, and job
abandonment. Reasons for terminations are evaluated regularly by the Office of Human
Resource Administration and the Office of Equal Opportunity.

During FY2022, a total of 370 employees were terminated from employment, of which:

e 59 identified as members of minority groups (15.95%).
e 311 White identified as white (84.05%).

Employees who voice concerns about discrimination are afforded the opportunity to file a
grievance by completing an internal Incident Report Form. Employees may also contact the
Rhode Island Commission for Human Rights, the U.S. Equal Employment Opportunity
Commission, the Department of Justice Office of the Americans with Disabilities Act Civil
Rights Division, or the State of Rhode Island 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.
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As noted on the Equal Employment Opportunity Civil Rights Complaint Profile chart located
on page 98 of this report.

EXIT INTERVIEWS

In accordance with Rhode Island General Laws 88 28-5-1, an exit interview program has
been established in order to assure that terminating and transferring employees are not
leaving because of discriminatory circumstances. Employees who have left the institution are
provided a formalized exit interview letter and informational forms, which are optional. The
Office of Human Resource Administration will afford any terminated and transferring
employee a personal exit interview with the Director of Personnel upon request or with an
Office of Human Resource Administration representative for all non-classified employees on
unlimited appointments who are scheduled to terminate their employment with the University
for any of the following reasons, resignation, retirement, lay-off (lack of work or funding) or
discharged for just cause. The Office of Human Resource Administration encourages all
terminating employees to exercise the option of a “face-to-face” interview. The State Equal
Opportunity Office receives forms for all classified employees in addition to regular reporting
on the composition of the total workforce.

RESPONSIBLE DIVISIONS AND OFFICIALS:

Office of Human Resource Administration
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ADDENDUM: Diversity Plan to Improve Minority Hiring and Workplace Inclusion

The University of Rhode Island is committed to maintaining a learning and working
environment free from discrimination and harassment. Consistent with our foundational
values, the University will continue to foster an inclusive, accessible, equitable, and diverse
community with respect for the rights and dignity of all as our cornerstone. The initiatives
listed below are underway and will be introduced during fiscal year 2024.

To increase the representation of members of underrepresented groups in the workforce,
such as women, minorities, persons with disabilities, and veterans, the University will
introduce a new:

e Hiring and Recruitment Policy
e Training for Search Committees and Hiring Authorities
e Civil Rights Compliance Toolkit

The toolkit will include civil rights resources to address discriminatory and pre-discriminatory
behaviors and a list of service organizations and associations dedicated to serving members
of underrepresented groups. This effort, which is underway, and is being led by the Office of
Equal Opportunity and the Office of Human Resource Administration, reaffirms the
University’s commitment to foster a more inclusive, diverse, and people-centered culture, and
supports ongoing institutional efforts to move beyond compliance and align initiatives to the
President’s 2023-2033 Strategic Plan, Priority 3: Foster an Inclusive Culture.

The Office of Human Resource Administration will continue to manage talent acquisition
activities and will work with Search Committees and Hiring Authorities to increase the pool of
diverse applicants through direct outreach. The Office of Equal Opportunity will continue to
work with the Office of Human Resource Administration to collect, update, and report
workforce data, and measure trends, and will continue to introduce education and training
opportunities and accept complaints of illegal discrimination and harassment in employment
and service delivery. In alignment with our foundation values of self and institutional reflection,
transparent accountability will be promoted through reporting progress. Reports, such as this
plan, will be made available to the Board of Trustees, the President, search committees, hiring
authorities, and enforcement agencies.

To remove barriers in service and employment for individuals who are blind or visually
impaired, d/Deaf or Hard of hearing, or persons who have Limited English Proficiency, the
University will introduce an institutional Language Access Plan, consisting of training, a policy,
and procedures.

To establish standards in the workplace and continue to foster a culture of civility and respect
grounded on principles of diversity, equity, and inclusion, the University plans to re-introduce
new-hire orientation and periodic voluntary lunch-and-learn events on civil rights and
employee relations topics. Additionally, the University will continue to offer the mandatory
Preventing Sexual Violence Together training to students and staff.

129



PART F: Appendix
Equal Opportunity Statutes
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Equal Opportunity Statutes and Executive Orders
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TITLE 28
Labor and Labor Relations

CHAPTER 28-5.1
Equal Opportunity and Affirmative Action

SECTION 28-5.1-1

§ 28-5.1-1 Declaration of policy. — (a) Equal opportunity and affirmative action toward
its achievement is the policy of all units of Rhode Island state government, including all
public and quasi-public agencies, commissions, boards and authorities, and in the
classified, unclassified, and non-classified services of state employment. This policy applies
in all areas where the state dollar is spent, in employment, public service, grants and
financial assistance, and in state licensing and regulation.

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

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

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

SECTION 28-5.1-2

§ 28-5.1-2 State equal opportunity office. — (a) There shall be a state equal opportunity
office. This office, under the direct administrative supervision of the director of
administration/human resources, shall report to the governor and to the general assembly
on state equal opportunity programs. The state equal opportunity office shall be responsible
for assuring compliance with the requirements of all federal agencies for equal opportunity
and shall provide training and technical assistance as may be requested by any company
doing business in Rhode Island and all state departments as is necessary to comply with
the intent of this chapter.

(b) The state equal opportunity office shall issue any guidelines, directives or instructions
that are necessary to effectuate its responsibilities under this chapter, and is authorized to
investigate possible discrimination, hold hearings, and direct corrective action to the
discrimination.
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SECTION 28-5.1-3

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

(b) Each state department or agency, excluding the legislative branch of state
government, shall annually prepare an affirmative action plan. These plans shall be
prepared in accordance with the criteria and deadlines set forth by the state equal
opportunity office. These deadlines shall provide, without limitation, that affirmative action
plans for each fiscal year be submitted to the state equal opportunity office and the house
fiscal advisor no later than March 31. These plans shall be submitted to and shall be subject
to review and approval by the state equal opportunity office.

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

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

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

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

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

(h) For purposes of this section, "agency" includes, without limitation, all departments,

public and quasi-public agencies, authorities, boards, and commissions of the state,
excluding the legislative branch of state government.
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() The state equal opportunity office shall continually review all policies, procedures, and
practices for tendencies to discriminate and for institutional or systemic barriers for equal
opportunity, and it shall make recommendations with reference to any tendencies or
barriers in its annual reports to the governor and the general assembly.

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

SECTION 28-5.1-3.1

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

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

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

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

(e) The equal employment opportunity administrator shall report the results of the analysis
to the Rhode Island commission for human rights and to the general assembly by or on
January 31 and July 31 of each year consistent with § 28-5.1-17. The report shall be a
public record and shall be made available electronically on the secretary of state's website.
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SECTION 28-5.1-3.2

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

(b) Whenever the equal employment opportunity administrator initiates a complaint, he or
she shall cause to be issued and served in the name of the equal employment opportunity
office a written notice, together with a copy of the complaint, requiring that the agency,
administrator, agent, or employee respond and appear at a hearing at a time and place
specified in the notice. The equal employment opportunity office shall follow its lawfully
adopted rules and regulations concerning hearings of discrimination complaints.

(c) The equal employment opportunity office shall have the power, after a hearing, to
issue an order requiring a respondent to a complaint to cease and desist from any unlawful
discriminatory practice and/or to take any affirmative action, including, but not limited to,
hiring, reinstatement, transfer, or upgrading employees, with or without back pay, or
dismissal, that may be necessary to secure compliance with any applicable affirmative
action plan or with state or federal law.

(d) A final order of the equal employment opportunity office constitutes an "order" within
the meaning of 8§ 42-35-1(j); is enforceable as an order; is to be rendered in accordance
with § 42-35-12; and is subject to judicial review in accordance with § 42-35-15.

SECTION 28-5.1-4

§ 28-5.1-4 Employment policies for state employees. — (a) Each appointing authority
shall review the recruitment, appointment, assignment, upgrading, and promotion policies
and activities for state employees without regard to race, color, religion, sex, sexual
orientation, gender identity or expression, age, national origin, or disability. All appointing
authorities shall hire and promote employees without discrimination.

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

(c) Annually, each appointing authority shall include in its budget presentation any

necessary programs, goals and objectives that shall improve the equal opportunity aspects
of their department's employment policies.
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(d) Each appointing authority shall make a monthly report to the state equal opportunity
office on persons hired, disciplined, terminated, promoted, transferred, and vacancies
occurring within their department.

SECTION 28-5.1-5

§ 28-5.1-5 Personnel administration. — (a) The office of personnel administration of the
department of administration shall prepare a comprehensive plan indicating the appropriate
steps necessary to maintain and secure the equal opportunity responsibility and
commitment of that division. The plan shall set forth attainable goals and target dates based
upon a utilization study for achievement of the goals, together with operational assignment
for each element of the plan to assure measurable progress.

(2) The office of personnel administration shall:

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

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

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

(4) The division of purchases shall cooperate in administering the state contract
compliance programs.

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

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

(c) There is created a five (5) member committee which shall monitor negotiations with all
collective bargaining units within state government specifically for equal opportunity and
affirmative action interests. The members of that committee shall include the director of the
Rhode Island commission for human rights, the equal opportunity administrator, the
personnel administrator, one member of the house of representatives appointed by the
speaker, and one member of the senate appointed by the president of the senate.

SECTION 28-5.1-6

§ 28-5.1-6 Commission for human rights. — The Rhode Island commission for human
rights shall exercise its enforcement powers as defined in chapter 5 of this title and in this
chapter, and shall have the full cooperation of all state agencies. Wherever necessary, the
commission shall, at its own initiative or upon a complaint, bring charges of discrimination
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against those agencies and their personnel who fail to comply with the applicable state laws
and this chapter. This commission also has the power to order discontinuance of any
departmental or division employment pattern or practice deemed discriminatory in intent by
the commission, after a hearing on the record, and may seek court enforcement of such an
order. The commission shall utilize the state equal opportunity office as its liaison with state
government. The Rhode Island commission for human rights is authorized to make any
rules and regulations that it deems necessary to carry out its responsibilities under this
chapter, and to establish any sanctions that may be appropriate within the rules and
regulations of the state.

SECTION 28-5.1-7

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

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

SECTION 28-5.1-8

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

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

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

SECTION 28-5.1-9
§ 28-5.1-9 State employment services. — (a) All state agencies, including educational

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

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

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

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

SECTION 28-5.1-10

§ 28-5.1-10 State contracts. — The division of purchases shall prepare any rules,
regulations, and compliance reports that shall require of state contractors the same
commitment to equal opportunity as prevails under federal contracts controlled by federal
executive orders 11246, 11625 and 11375. Affirmative action plans prepared pursuant to
those rules and regulations shall be reviewed by the state equal opportunity office. The
state equal opportunity office shall prepare a comprehensive plan to provide compliance
reviews for state contracts. A contractor's failure to abide by the rules, regulations, contract
terms, and compliance reporting provisions as established shall be ground for forfeitures
and penalties as established by the department of administration in consultation with the
state equal opportunity office.

SECTION 28-5.1-11

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

SECTION 28-5.1-12
§ 28-5.1-12 Health care. — The state equal opportunity office shall review the equal
opportunity activity of all private health care facilities licensed or chartered by the state,

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

SECTION 28-5.1-13

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

SECTION 28-5.1-14

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

SECTION 28-5.1-15

§ 28-5.1-15 State financial assistance. — State agencies disbursing financial
assistance, including, but not limited to, loans and grants, shall require recipient
organizations and agencies to undertake affirmative action programs designed to eliminate
patterns and practices of discrimination. At the request of the state equal opportunity office,
state agencies disbursing assistance shall develop, in conjunction with the state equal
opportunity office, regulations and procedures necessary to implement the goals of
nondiscrimination and affirmative action and shall be reviewed for compliance according to
state policy.
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SECTION 28-5.1-16

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

SECTION 28-5.1-17

§ 28-5.1-17 Utilization analysis. — (a) The personnel administrator, in consultation with
the equal employment opportunity administrator, and the human resources outreach and
diversity administrator within the department of administration, shall annually conduct a
utilization analysis of positions within state government based upon the annual review
conducted pursuant to 88§ 28-5.1-3 and 28-5.1-4.

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

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

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

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

(2) The equal employment opportunity administrator shall report the results of the plans
and their subsequent actions to the governor and to the general assembly by January 31
and July 31 of each year, to the Rhode Island commission for human rights. The report shall
be a public record and shall be made available electronically on the secretary of state's

140



website. Consistent with § 28-5.1-6, the Rhode Island commission for human rights shall
have the power to order discontinuance of any department or division employment pattern
or practice deemed discriminatory in intent or result by the commission.

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

CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-7

§ 28-5-7 Unlawful employment practices. — It shall be an unlawful employment
practice:

(1) For any employer:

(i) To refuse to hire any applicant for employment because of his or her race or color,
religion, sex, sexual orientation, gender identity or expression, disability, age, or country of
ancestral origin;

(ii) Because of those reasons, to discharge an employee or discriminate against him or
her with respect to hire, tenure, compensation, terms, conditions or privileges of
employment, or any other matter directly or indirectly related to employment. However, if an
insurer or employer extends insurance related benefits to persons other than or in addition
to the named employee, nothing in this subdivision shall require those benefits to be offered
to unmarried partners of named employees;

(iii) In the recruiting of individuals for employment or in hiring them, to utilize any
employment agency, placement service, training school or center, labor organization, or any
other employee referring source which the employer knows, or has reasonable cause to
know, discriminates against individuals because of their race or color, religion, sex, sexual
orientation, gender identity or expression, disability, age, or country of ancestral origin;

(iv) To refuse to reasonably accommodate an employee's or prospective employee's
disability unless the employer can demonstrate that the accommodation would pose a
hardship on the employer's program, enterprise, or business; or

(v) When an employee has presented to the employer an internal complaint alleging
harassment in the workplace on the basis of race or color, religion, sex, disability, age,
sexual orientation, gender identity or expression, or country of ancestral origin, to refuse to
disclose in a timely manner in writing to that employee the disposition of the complaint,
including a description of any action taken in resolution of the complaint; provided, however,
no other personnel information shall be disclosed to the complainant.

(2)(i) For any employment agency to fail or refuse to properly classify or refer for
employment or otherwise discriminate against any individual because of his or her race or
color, religion, sex, sexual orientation, gender identity or expression, disability, age, or
country of ancestral origin; or
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(i) For any employment agency, placement service, training school or center, labor
organization, or any other employee referring source to comply with an employer's request
for the referral of job applicants if the request indicates either directly or indirectly that the
employer will not afford full and equal employment opportunities to individuals regardless of
their race or color, religion, sex, sexual orientation, gender identity or expression, disability,
age, or country of ancestral origin;

(3) For any labor organization:

(i) To deny full and equal membership rights to any applicant for membership because of
his or her race or color, religion, sex, sexual orientation, gender identity or expression,
disability, age, or country of ancestral origin;

(ii) Because of those reasons, to deny a member full and equal membership rights, expel
him or her from membership, or otherwise discriminate in any manner against him or her
with respect to his or her hire, tenure, compensation, terms, conditions or privileges of
employment, or any other matter directly or indirectly related to membership or employment,
whether or not authorized or required by the constitution or bylaws of the labor organization
or by a collective labor agreement or other contract;

(iii) To fail or refuse to classify properly or refer for employment, or otherwise to
discriminate against any member because of his or her race or color, religion, sex, sexual
orientation, gender identity or expression, disability, age, or country of ancestral origin; or

(iv) To refuse to reasonably accommodate a member's or prospective member's disability
unless the labor organization can demonstrate that the accommodation would pose a
hardship on the labor organization's program, enterprise, or business;

(4) Except where based on a bona fide occupational qualification certified by the
commission or where necessary to comply with any federal mandated affirmative action
programs, for any employer or employment agency, labor organization, placement service,
training school or center, or any other employee referring source, prior to employment or
admission to membership of any individual, to:

(i) Elicit or attempt to elicit any information directly or indirectly pertaining to his or her race
or color, religion, sex, sexual orientation, gender identity or expression, disability, age, or
country of ancestral origin;

(i) Make or keep a record of his or her race or color, religion, sex, sexual orientation,
gender identity or expression, disability, age, or country of ancestral origin;

(i) Use any form of application for employment, or personnel or membership blank
containing questions or entries directly or indirectly pertaining to race or color, religion, sex,
sexual orientation, gender identity or expression, disability, age, or country of ancestral
origin;

(iv) Print or publish or cause to be printed or published any notice or advertisement
relating to employment or membership indicating any preference, limitation, specification, or
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discrimination based upon race or color, religion, sex, sexual orientation, gender identity or
expression, disability, age, or country of ancestral origin; or

(v) Establish, announce, or follow a policy of denying or limiting, through a quota system
or otherwise, employment or membership opportunities of any group because of the race or
color, religion, sex, sexual orientation, gender identity or expression, disability, age, or
country of ancestral origin of that group;

(5) For any employer or employment agency, labor organization, placement service,
training school or center, or any other employee referring source to discriminate in any
manner against any individual because he or she has opposed any practice forbidden by
this chapter, or because he or she has made a charge, testified, or assisted in any manner
in any investigation, proceeding, or hearing under this chapter;

(6) For any person, whether or not an employer, employment agency, labor organization,
or employee, to aid, abet, incite, compel, or coerce the doing of any act declared by this
section to be an unlawful employment practice, or to obstruct or prevent any person from
complying with the provisions of this chapter or any order issued pursuant to this chapter, or
to attempt directly or indirectly to commit any act declared by this section to be an unlawful
employment practice;

(7) For any employer to include on any application for employment, except applications for
law enforcement agency positions or positions related to law enforcement agencies, a
question inquiring or to otherwise inquire either orally or in writing whether the applicant has
ever been arrested, charged with or convicted of any crime; provided, that:

(i) If a federal or state law or regulation creates a mandatory or presumptive
disqualification from employment based on a person's conviction of one or more specified
criminal offenses, an employer may include a question or otherwise inquire whether the
applicant has ever been convicted of any of those offenses; or

(i) If a standard fidelity bond or an equivalent bond is required for the position for which
the applicant is seeking employment and his or her conviction of one or more specified
criminal offenses would disqualify the applicant from obtaining such a bond, an employer
may include a question or otherwise inquire whether the applicant has ever been convicted
of any of those offenses; and

(ii)) Notwithstanding, any employer may ask an applicant for information about his or her
criminal convictions at the first interview or thereafter, in accordance with all applicable state
and federal laws.

(8)(i) For any person who, on June 7, 1988, is providing either by direct payment or by
making contributions to a fringe benefit fund or insurance program, benefits in violation with
8§ 28-5-6, 28-5-7 and 28-5-38, until the expiration of a period of one year from June 7, 1988
or if there is an applicable collective bargaining agreement in effect on June 7, 1988, until
the termination of that agreement, in order to come into compliance with 8§ 28-5-6, 28-5-7
and 28-5-38, to reduce the benefits or the compensation provided any employee on June 7,
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1988, either directly or by failing to provide sufficient contributions to a fringe benefit fund or
insurance program.

(i) Where the costs of these benefits on June 7, 1988 are apportioned between
employers and employees, the payments or contributions required to comply with 88 28-5-
6, 28-5-7 and 28-5-38 may be made by employers and employees in the same proportion.

(iii) Nothing in this section shall prevent the readjustment of benefits or compensation for
reasons unrelated to compliance with 88 28-5-6, 28-5-7 and 28-5-38.
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TITLE 28
Labor and Labor Relations

CHAPTER 28-5
Fair Employment Practices

SECTION 28-5-41.1

§ 28-5-41.1 Right to fair employment practices — Gender identity or expression. —

Whenever in this chapter there appears the terms "race or color, religion, sex, disability,
age, country of ancestral origin, or sexual orientation" there shall be inserted immediately
thereafter the words "gender identity or expression."
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STATE EXECUTIVE ORDERS

EXECUTIVE ORDER 13-05
Promisdes Diversing, Equal Oppornmary and Minoriny Bismess Enterprises i Rhode Iiland

EXECUTIVE ORDER 050X
Establisbes the Huinan Resoqrces Outresch and Diversry Office aiwd thedr sesponsibilities

EXECUTIVE ORDER 05-01
Pronssies Ecqual Opporminity and the Preventon of Sexual Harassnent iy State Govermnent

EXECUTIVE ORDER 94-22
Promotes Minonty Businsss Enterprises in Rhode Island State Grovemument,

EXECUTIVE ORDER 93-1
Equal Opportunity and Affimaative Action Policy for units in State Govenmanent

EXECUTIVE ORDER 921.2
Coogpliapes with Amercans with Disaldlinies Act

EXECUTIVE ORDER S&-10
Establsbes the Refuge Policy for the State,

EXECUTIVE ORDER 3216
Designates the State 204 coordinator o create policies, practices and programs regarding
aceessibility of State neildings and properties to disabled persons
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WHEREAS, the Rbode Island General Assembly has determined there @ xists
2 compelling incerest in promoting equal opportuaicy; and

WHEREAS, diversity regquires leadership commitment and accounesbilicy,
slong with the sssessmnent aad developmens of policies and pracsices 10 asure that
the Suee's operating syseem is based on p rinciples of equiry and inclusion; aad

WHEREAS, the stase’s commitment 10 equal opportusity, diversiry, ancl
conducy that fosters respect in the workplace is unwavering.

NOW, THEREFORE, 1, DONALD L. CARCIERI, by the ssthority vested in

me 35 Governor of the State of Rhode Island and Provideace Plantations, do b exchy
ceder as follows:
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Executive Order 05-02
Jesuary 17, 2008

Page2
L

There shall be evabliabed withia the Deparmment of Admisistration &
Human Resources Ostreanch sed Diversity Office. This Office shall
report divectly 1 the Ditccser of the Department of Admisieration o
dexignee on the wate of divensity in Rhode lsland Seate government and
shall work towards devel oping 3 besines case for equity with an
enphasis on building a d ivene worldorce to guaransee fair and
reasonable oppornasicies for public service,

The Human Resources Outreach sad Diversity Office revponsilities
hall include:

Developing guidelinies 10 effecruse it eission;
Reseaeching and developng best practices for the promodion of
diversity theoughout Seae goverament;

Providing puidance and secheical support 1o state endtics;

mqumumm

Ininasing tesining seminars incheding & divernity swareness program
10 share the benefi ts of diversity and o encourage a culnurally
senutive workfoece eaviroament;

Submesting an som ual benchmatk repott to the Directoe of the
Depaetment of Ad ministration or designee.

To assisz the Office in casryleg out its responsibilities there shall be
established 2 Diversity Advisory Coundll, selected and appointed by the
Governon, ind compeised of fiftcen (15) members, consiating of foar (4)
members of the public asd one (1) member from each of the following
governmentsl casities:
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Execere Order (502
Jamaasy 17, 2004
Page §
Governor's Commuision on Diusbilines
Oéfice of

Higher Edscasien
Phods Taland Comminion o the Diaf and Hard e Hearing
Drinixion of Legal Service within the Department of Adsnisieasion

The Direcior of Admisfuranion o desigeee thall chair the Coundl The
Council sball meer quarrezly,

‘This Exrcasive Coder superiedes snd rescinds Exececs Ohnder Mo 004,
end is effectig immsediztely upon the dae hereof.

§a Ordered:

AW

Peozald L Cartieri

Draied: Japeary 17, 2005
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State of Rlode Izsland and Providenee Plantations

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

Dromald L. Carcien

Giovermor

EXECUTIVE ORDER
LER ] |
Jamaary 17, M0
FREOMOTION OF EQUAL OPFFORTUNITY AND
1 SENENT I A

WHEREAS, thers is a compslling mterest i the peomoton aml schasvenrent of sgnal
cpportunity; and concerted commubtment 1 necessary fo prevent dcrunination and sexual
hagassmmen in all depanment and agencies of Rhods [slad stare povemaent: and

WHEREAS., Rlods Islband has an aowavening comaatnsent te providing equal
employment opportunify 1o state govenument to all gualified individuals without wexial
hagmssmein ar discrasinateon el the basss of maee, calor, ereed. religion, age, sex, sthuisary,
mational ongm. veteran status, manisal statas, sexual onentation. gender sdentty, or the prevence
of & sensory. mental. or physical disabiline: and

WHEREAS, the prevention and climainmion of discroninstion and sexual harassment
requires contumed acton to ensure that all ensployment opportuties existing m or through state
government are available to all qualified mdividsls: snd

WHEREAS, to provade equal opporfunity for all employess and applicants m all nspecis
of empleviment inchding. bar nor limited 1o recrumment, Bisig, rerention. iraiking. Sogeirsation,
benefits, leave, avsignment. transfer, promotion. discipline. demotion, tenmmations, and layaffs,
ail fo suae reasonabls steps e aken fo sctvely promaots smployment opportmitics fo all
qualified indraduals that histoncally lave been underusttlized 1w the state govermment woarkiorce
there is & need io reaffarm policies, practices consistent with State and Federal low
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XOW, THEREFORE. I, DONALD L. CARCIERT, by the authorty vested in me as
Crovgrnoer of the Sare of Riods [slasd and Provadencs Plastations, do bersby onder as follows:

L. All Directors, thew sempor staff and all supervasory employees of agencies, departments,
stare boards, comaussions. public authorities amd quasi-public corporation of stme govermument
("Agencies”) are responsible for ensunng that all aspects of state programs for whach they
maieape se available withowt discrimination or sexual harassment
1 Pursuant to all applicable Federal and State lawy, all Agencees are to develop, promate,
meaiter, nnplement. aml nintain sqnal smploynwnt epportunity policiss snd practices than
a) do not discriminate agaist any ensployees or applicants for state employment m
all aspeets of ensploymment weloding comtract prosarement and service delivery

b sstablisly guslehimes 1o prevenr dissnmanation and sexual barmsment of amy
employees or applicants for state employment.

&) wleutify and actuvely promcts cimployinsn nppwnnuun fir qankified
indrviduals that histoncally have been umdenstilized in the state govermument
workForee

) deseribe the notice and filmg provisions that cnables zny smployss or applicam
for state emplovment who believes be/she has been discrimimated agamst or
senuslly harassed so immedimely repodt such condact w appropriate officials)

3 All Agency Directors shall designate an indrvadual as the Agency”s Equal Enaployment
Oppornuainy Officer and Aqserican with Dhsabilines At Cooadinaton {the Offbeer). Such CHficers,
with e assistance of ibe State Equal Oppostunsty Office {ECHO) as set forth m Trtde 28, Chapter
5.1 et seq. of the Rhode Idand General Laws, shall be responsible for the formulation, dafting
aned peponimg of plans ad policies relamng to nondiseraminatzon a5 well as the prevention of
sexual hamssment as required by Tatle 28, Chapter 51.2

All Agency Officert shall anmuallby attend one (1} Equal Employment Oppoartunity tranung
session snd one (1) wammg session on e preventon of sexnal hamssnent, Each Ageney Offscer
shall woak coopemtively weth the Diversity Advisory Coumctl as established by Executive Order
05-02 snd the Stane EOO to gomhagt & senni-animal review and evaluation of hinmg pronotian
activity within their anat

Al Agency Directors shall work cooperatively wath the Agency Cficer to meonifor and
maintai ecaaplianees according 1o the guidslines owlined i the Ageney’s EOO plan,

4. All Agpznciss shall conaply with Faderal bows perfaiming 1o the proation of squal

opportunity for all qualified mdivichials and the preventron of sexual harmssnyent mehudmg but not

lunited to the following provisions:

*  Tale VII of the Civil Rights Acrof 1964, as amended. that prohibits employment
discrmumation on the basis of mce. colos. rehgion, sex or national cngm

=  The Age Discrimination in Employment Act of 1967, as amended, that prohibsts employment
dascrminanon agaanat mdividuals 40 vears of ape or olilsr,

*  The Equal Pay Act of 1965 that prohdlsits discruminartion on the basis of pender in
Comperrsation for iuhl:n.l:iull}' simalar work umder wumilar conditioms.
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& Title I of the Amenscans with Dusabilitves Act of 1950, as maended, that prohsbuty employnsent
diserimanatvon on the bases of disabilite in boah the pulblic sand privare sector, exclading the
federal povemement

= The Civil Raghts Act of 1991, & amended, thar provides for monstary damages in case of
mtentional dycrmmation.

= Section 501 of the Behabihtstion Act of 1973, as ansended, that probubits employment
discrimanation against federal emplovess with disabilitics

= Title IX of the Education Act of 1971, as amended. that feabeds gender discrimiination in
edhication prograus. mchiding athletics that receive federal dollars,

=  The Pregnancy Discraminaticn Act of 1978, as amended, thar makes i allegal for cmployers 1o
exclade preguancy ad chaldbarth from ther seck leave and health benefits pl.-n: amd

= JBUSC 4212 Vietnam Era Veterans Resdjustmvemt Assntance Act of 1974, as mmended that
probibits job discrimenation and sequires affirmative acticn 10 enaploy and advance in
employment qualified YViemam ora weterans and qualifed special dusabled veberams.

5, All Agencies of Blode Iiland State Govenuent shall alse conply wah Seate laws
pertxining 1o the promsction of equal oppostunity for all qualified individieals nd the prevention of
sexual harsssment mehsdmg bug ot hmated 1o Article 1. Secton I of the Rlade Island
Cormssiruzion; all applicable provisions of Rhode Island Generall Laws Chapaer 5 through 6, asd
Chapter 51 of Title 28, These statwtes require Far Employment Practices regardless of race. caler,
religion, sex. sexual onemiation. pender sdenfity, expression, disability, age, or country of origing
posalnve acton be taken to affirm the cival nghts of pratected classes of indraduals; promete
nendiscrmunaton and prohabat sexual hamssneant.

6. Pursuant to Rhode [land General Laws Tule 28, Chagter 5.1, the State EOO shall be
responible for assurng compliance with State and Federal laws prolibiting dsscrimimation snd
all applicabile prevasioms of this Executive Ouadsr,

7 Pursiant b Rhode [iland General Laws Tule 18 Chaprer 51, the Office of Labor Relatiom
within the Department of Admimsstration shall be responaible for sssumnng complinnce with Stace
and Federal laws prohabiting sexual harassment and all apphesbde proviseons of thos Exccutive
Cipder.

- Pursiaaid to Rhiode Iland General Laws Tole 28, Chaprer § Secmons § through 40, the
Fhesds Tsland Cemuinpssion for Hanan Rights shall be responsible for assurmg somplisnes wah
State and Federnd lawvs and all upg:ln:uhb: pmrmmm. of fhas Executave Order,

9, Pursiaant eo Bliods sland General Laves Tule 42, Chapoer 51, the Goveror's Commission
o Disabalitses shall be responsible for nssanng compliance with $tate and Federal laws and all
applicalde proviseons of this Exceuative Order.

10, Pursuaid s Rhods Bland General Laws Titke 23 Chapesr 23-1.8, the Conuissaon on Deaf
and Hard-of-Heanng shall be responaible for assanng complinnce with all npplicable provisicns
of this Executive Order,

11, Pursuam o Bheds Iland General Laws Titde 28-5,1-% and Title 36 Chapier 4-26. 1. the
Office of Pervorme] Admanistration withm the Department of Admamistration and the State ECD
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shiall be responsible for assunng compliance wath Siate and Federal lavrs and all applicable
provmsons of this Exeganvs Chder

12,  Purmant to Bhode hilmnd General Lows Teile 28-5.1-3.1 esch Agency of State
Govensnasid i sesponsible for sssuing complisnes with all apphicabls provasaens of this
Executive Order.

Indradaals believusg that they have been discrunmated agaanst or sexualby hamssed m
siiploviasnt by o throagh stae govemunsmt should munediarsly connagt;

Pleode alamd Stace Equal Cpporruainy Office

Drepartment of Admanistration. Pervonne] Offsce

O Capite] Hill

Provedence, BRI 02008

Tel (400) 2122-30%0; Fax (400) 222-6391: TTD (401) 221-6144

Rleode lsland Commassson for Human Raghes

Executrve Order 05«01 Tamasry 17, 2005, Page 5
150 Westmarssier Sareet, 3od Fleor Providenes, BI 02803 Tl (401 ) 223-261; Fax (401)
1222616, TTY (4015 2222564

Governor s Commission on Disabilitres

41 Cherry Dale o
Cramton, BT BZ0I0

Tel (400) 462-0100; Fax (400) 462-0106: TTY (401 ) 462-0101

This Execnnive Owder supersedes and rescinds Exeewnive Order Mo, $6-14 snd No. 05-11,
and s effectnve mmediately upon the date heveoaf
S Ordered:

Demald L. Carceen
Drated: January 17, 2005
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No %2
December 23, 1954
MINORITY BUSINESS ENTERPRISE

WHEREAS, & Is the policy of e Sate of Rhode lsland and of &is
sdministracios thet Misoricy Business Eneerpeises and Woasa Business Eagecpeises,
Muu'ﬂﬁﬂhhﬁﬂwbmu
hmdﬂhﬁ*mmdm&h&
purciases of goods and services; and

WHEREAS, e Geoeral Assembly in 1986 emacted Tike 37, Chapeer 141,
M“-tlﬂt”d“whbﬁmdh
of Admisistraion 10 establish rales and regulations for giving MBEs 2
Mhmdm-‘d

WHEREAS, o Juse 23, 1994, | signed Exscusive Ordar $4-9, seorganizing
d“ﬂhpﬁudﬁhdhl‘im&hhmcﬂ.
restracaare aad clanfy e respoesdiines of e MBE peognm, and

wmnm.l-lnmdmyu-a-‘nmd
Mumuum-—mum

m.mnmm.umuemm
h--maua-dmuuwmam
ooder a8 foliows:

Anxie |- Aggliaablny

mmmum-quua—m“n
m“o“m«:m,&dﬂm‘“d
“d“mt&-hmuh‘w&“hh
qﬂc“ﬂu&*duﬂuﬂ'—.«h-ﬂ.hh
signatory 9 the cooract.

RESE

L2/ ER

-
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Exnecutive Order Mo, S-11
Decemiber 24, 1954
Page 2

Anicle 11 - Mizority Butiness Eterorine Progzam

%) The Digecior of the Deparument of Administratios whall swwame oeemll
respatasbiliny for e MBE Compliance Program. The Divecior of Administrstion shall
mhwim-mwﬁﬂuﬂm s day
operanonal o it officisl. The Administrator - MBE Compliance shall
werve i the primary operstional officer of the MBE Program and stall be supporied by
#afT &5 determined by the Dipecior, Dieparmment of Adminieration. The Admisseruior
-mwﬂﬂmuummﬂum
Ciommissics pmﬁﬂ'mmhhﬂﬂu The Administrasor - MBE
mﬂﬂnmihmmﬂ.“dﬂh
Governor, the Direcior of Administration, te Perchuing Ageni. and other emtivies und
matividualy direetly affecied by e contrect and procurement practioes of Sain
mhm-lﬂiﬁ#ﬂﬂﬂuuhiﬂ_#
effective §nd Enovative strategies for promotisg MBE percipation in the Sy
prOcursmenE, foastraction, profelonal, and legal service cOMract in
weder b comply with L1 Geseral Laws Sectica 37-14.1-7.

() The MBE Program shall:

L. Assis the Dinector of Adminisiration o isses peles, regulabons and
reposting fequirements SCCERNTY 0 implemenl the abjective of i Exscutive Crder.

1. Monbor e progress of esch departsest. sgency, and quasi-stass
ety o corporation i e aainmens of MBE polxy shjectives, participation
Fraki, i requirTmeet.

3, Comect mch sctivities a3 visith & job vaes, public bearings sl
enmmisasion of Feoonds sl practicns of Virious departments & Sy be necessary W
H:‘ﬁﬂ.#ﬂdﬂh!ﬂiﬂﬂtﬂ.

4, Aurnge for wcheical assistance, muppon wnd resosrce idestifizmion
o ekt dhe various departmeni, apency and quasi-stak RSOy OF DOTpOTIIN
purchasing esticies in acaining the obectives of this Exscuthes Oder.

5. Identify and sock assistance from verious communiry based
orpasizstions, focal, st and foderal ageacies sctive i he fleld of MBE development
o weldl 4 offices i oder sas ead federnl parisdictions.

— gy T S

lals —i. &
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Executive Order No. %4-22
December 23, 1994
Page )

6. Act as 3 cocedinating body 1o bring MBEs into active participatica in
hMMdhmwd.&n

7. Develop 2 stasewide reporting system for all MBE activities uader
R.1. General Laws Section 37-14.1,

8. Coaduct research and asalysis 10 strengthen the Stase’s MBE
Program.

9. Develop for the Director of e Depariment of Administration
Muuw—nmmumun
muw”d““wm

10, Subesit an Asssal Report %0 the Governor, by November 30t of
mim&hwhhdyd)mﬂu““c.h
improve e program.

(C) The MBE Program shall certify MBEs:

mmummum-—nnumd
Administraticn:

1. Pursuast 1o R.1 Geseral Laws Section 37-14.1 (refating 10 MBE)
ummmuwmuwd
Adsinistration shall adopt, transfer and/or modify rules and regulations for e
certification of MBEs.

2. Develop & database of certified MBEs w be maintained as  public
recoed.

3 M.nm“dhhd““c

upd-d-“ﬁhdm-h.nﬂ—dﬂ
Executive Onder or a removal of the certification of as MBE.
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Executive Order No. M4-22
December 23, 1994
Page 4
Auticle 111 - MBE Commission

(A msmm-mmwm
Mm-ummvn“uu-mmu
m.w«muem-mwu
mumuummmumww
the Department of Administration.

(B) The following officials and individual persons are bereby appointed as
members of the MBE Comsissics, 10 serve ot the pleasure of the Governor.

A cabinet level official o be appoinsed by the Governor

Disectoe of the Department of Administratioa (er designee), Chalr
Represcomative Joseph Newsome

Executive Direcsor, Commission for Human Rghts

Casby Harrison, I
Licht & Semenoff

Presidest (or designee)
Black Contractors Association of Rhode Istand

Executive Director (or designes)
Raode Island Commission on Women

President (or designee)
Hispanic Contractorns Association

© mmwﬂmsuwﬁd\tmnhm
Commissioa:

Director of Policy S
Governor’s Office Yy NT U
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Executive Onder No. 94-22
December 23, 1994
Page 5

Associate Director and Purchasing Agent
Department of Administratica - Division of Purchasiag

Associste Director - Department of Administration
Divisicn of Human Resources

State Corroller
Deparument of Adminstration - Office of Accousts and Coatrol

Chief Civil Rights Officer
Department of Transportation

(D) The following official shall serve as the Executive Director of the MBE
Commission:

Administraor - MBE Compliance
Departmest of Administration - Division of Human Resources

The MBE Commission shall meet 0o less than six tmes per year and upoa the
call of the Chairpersoa or four (4) Commission members t0 consider whatever business
the Chairperson or Commission members may deem approprisse. Four (4) members
shall constitute 3 quonsm of the Commission.

Agicle 1V - Respossibilicy of Deparimesss, Agsncies. and Quasi-Ste
Authorisies or Corpocations Empowerad 10 Expend State Punds

(A) Each governmestal department, agency and quasi-state suthority o
corporation empowered to expend or administer State funds shall develop and suboit a8
part of its sneual budget, an MBE plan 10 meet e goal of awarding 10% of the dollar
value of all procurements and coastruction projects © centified MBEs.

(B) The Director of each department, agency or quasi-state authority or
Mwnwmuumamwm

(*MBE Coordinasor™) 10 have overall responsidility for promoting greater participation
dnﬁu&«nw«.—:,«“m«“

———
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Executive Ovder No, -2
December 23, 1994
Page 6

(C) If the rales and regulations promulgased by the Department of
Administration are not being met, the Department, agency or quasi-state suority of
corporation shall submit a report %o the Department of Administration’s Adminiserator -
MBE Complissce stating the reasons for its inabiity 00 comply with such reles and
regulations, and iensify the remedial steps it shall take. Such remedial steps may
inclode:

1. Targeting some bid invitations to MBEs,
2. Promoting joint ventures betweea MBEEs and noa-MBEs.

3. Requiring prime contractors, where subcontracting opporsaities
exist, 10 subcostract  minimum amoust of work on projecss to MBEs.

4. Desigrating MBEs as sugpested vendors when submitting requests o
the purchasing agent.

$. Dividing large conmracts ineo smalier units 10 afford cppoctunities for
MBEs, where legallly permissible.

6. Developing a plan %o require prime coatractons, whesever possible,
to purchase supplics, services aad equipment from MBEs,

Asticle Y - Resposaibility of State Purchasisg Agent and Quasi-Scue
Autherity o Corporation Purchasiog Agenss

The Stase Purchasing Agest and quasi-state authority of corporation perchasing
agenes will provide matimum support to comply with the requirements of @¢ MBE
stanste a8 stated berein. Such efforss willl inchude:

1. Notifying all possidle bidders, especially potential MBE suppliers of
purchasing for departments, agencies and quasi-stale suboritics or corponticns.  Sech
sotification might inchde direct mail, advertising in media reaching the minority
community, and such other outreach efforts as may be pecessary.

2. Seeking out MBEs from e list of certified MBES to be incladed in . -
prospective bidder lists, and targeting some bid invitations to MBEs. PRS0

163



Enecutive Order Mo, B-12
Diecember 13, 1994
Page 7

3. Providing information 1o minority mppliers and conducting owreach 1nd
iformation sessions foc existing and potential MBEs.

4. Moaisoeing the wtlization of MBEs in the area of Utility Ovder Purchascs.

§. Performing amy 9ech other activities that generally support objectives of this
Exscutive Onder sad B 1 Geperal Laws Secticm ¥7-14.1 sfieq.

This Expoative Onder effectively rescinds, supersedes and replaces Executive
Oirder Mo. -9,
This Exearive Onder shall take effect immediately wpon the date hereof.

z /27

DATE
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DU 0 rcee e i L

" . and Proviasce Pustatees RECEWED
e

- o EIICUTIVE ORDER JAN 19 883,
o swoe

. 7 AR SR S

= JASUARY 18, 1593
3
ar rew. 1. DRUCE SUNDLUN, by the suthority vested in me as Covernor of

Ponieee the State of Rhofe Island and Providence Plantatioss, do heredy
order as follows:

1. Equal Oppectunity ssd Affirsative Actios towards its
schiovesent is the firs acd uswavering policy of all waits of Rhode
i1sland State Covermment.

2. Rhode Island State Governsent is cosmitted to providing

al opportunity ia every aspect of its prograss aad will not
discriminate becsuse of rece, sex, mational origis, sge, religleas,
sexusl orlentation, of disebility. Becsuse my adximistsation
r {zes the seed to sliminate the vestiges of pest sccietal
discriminationm, it will take affirmative action to easure that its
esployment opportunities ate svailable to every qualified Rhode
islander.

3. Within sgencles, departments of state goverrment, and those
1e8 crested by legisletive statute, the following aress will de
nistered without roxn‘ te race, oolor, sax, age, religion,

oz

sozual orientaties, fsability:
Hirings Work Assignments
SalacyMage Leave
A Lay-offs Training
2 Tranafers Recall From Lay-offs
Promotions Arolu-uu
Desoticas Discipline

4. In addition, my sdministration will set tolerate
disceinination by any recipient of state goverssant fuads. This
includes lending institutions, developers, costractors,
seb-coatractors and estities dolng business with the State.
Deliberate or persistest viclation of the affirmative action
policies set forth hereim may result ia the witdMrawal of State
support or invelvesest im a project and/or debarment from further
State imvolvemest. Any persos or corporation doliag business with
the State shall coopecate with the monitorisg of this policy.

The Directer of nisteation shall promulgete such rules and
regulations as are necessaty to effectuate complisnce with this
paragraph.
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Page Two a7 goo
Executive Order 93-1 RETTRER:

Affirmative Action Policy Statement 2 %
SOTWY OF §UE

ADMMEETRATIVE RECOROS OV

€. 1In sdditics to Rhode Island State Covernmeat, each and every
esployee of state government is responsidble for assuring that all
aspects of State programs for which besshe i3 respomsible for are
available witdout discriminatioca. artseant Directors and thals
senior staff sre responsible for the lementation of this policy
and they will be evaluated as to their role in this isplesentatica.

€. Al rtaest Directors and urlulu authorities shall
sppoint & 3ghly placed person, who sbha } teport to the ftaant
D:t.elot 234 who shall be designated as the Departmental Affirsative
Action Officer. The Depactsental Affirmative Action Officer shall
attend at least cme EBO training session anmsally and the Officer
shall ssxist in the development and enforcesent of affirmative
sction plazs. Each no:uunux Affirsative Action Officer shall
work coopesatively with the Personnel Adaimistrator to conduct »
quazterly teview of niring/premotion activity withia their unit to
evaluate and tepoct to his/hec Departsent pirecter e affirmative
sctics !ou:n or u:m.m!. Eack Departmental Affirsative
Actios Officer shall t informatica on the statws of their plias
twice asswally to their respective Departsent Directors.

7. The Governor's Executive Committee for Affirmative Action is
peredy estadlished and its seadership shall horeafter consist of the
following! the EEO AMdministrator, the Executive Director of the
Pusan Rights Commission, the Executive Secretary of the Covermor's
commission on the Wamdicapped, the Director of the Commission ce
Wosea, the Executive Director of the Minority Busimess Eaterprise
Cosmission, the Chief of the Merit Selection and Classification

. Unit, the Msinistrater of Purckasing Systeas, and the Personnel

Aministrator wbo adall Chaiz this ttes,

5. The Cosmittes shall advise the Covernor in the formalation
and cootdization of plams, policies asd ‘mu- rolating to equal
opportunity and affirmative action in all State depacrtments and
.rae!u asd in sssuring effective implesestatics of such policles,
plans and progreas by such agencies.

9. Upca the request of the Executive Committee, the rtsent
pirector of each State agescy and the Departmental Affirmsative
Action Officer shall meet with the Cosmittes and report in persen to
such Committes o8 the ageacy‘s affirmative sction progras, It shall
be the Ezecutive Committee Chair's responsibility to schedule such
seetings, s=d it shall bBe the duty of every agency head to comgly
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Page Thres JAN 15 B30 £+
Paecetive Drder ¥i-1 RPN OF FT
Arfipsative Actlon Policy Statesenk ACRENETRATTE RECOACS O

with such tegeasts for dats or othar information or reports as taa
Execytive Comaittes mey dees appropeiste fof asalyais wnd pevisw in
advasce of suck sesting.

16. Inm addition to tha dukiss of the Stabs EEO office ast [orth
fn Title 28, Chipter 5.1 of tha Khode falend Ganaral Laws, the $tate
20 office shall:

A} review the Affirmative Actlen plans submitied anmunlly
gach jtate depirtmsnk or sqeecy asd prepare & comparative snalysis
of the strengtls and wesknesses of tha plany

B) naks recommendations to the departments on prosctive policy
[mikistives that may sshance affirmative sctles plan objestivess

£} prepers am Executive Sesacy of the departmantal plans foi
gpubmission tg the Sevapnsr antuilly on Novenber 13th; and

B} work Lln'rlrltl.vﬂ: and iz confunskion with the Dagartmastsl
AfEirmitive Action Gdficers, pepertrestal MBE Coordinators, and
grate Officials sarvieg on the Goversar®s Executlve Cosmitoes for
Afrirmative Action.

11, Tha Stste Egesl Cpporteaity GfEice shall be pesponsible for
aesuring cosplimmce wikh Rboda 1sland Gemersl Laws Title 18, Chipber
5,1 and the provisions of this Exscutive Ordet.

13, ‘The Eiods Islend Commizsiom for Eumis Eights ahall B
respeaaible for saguring coaplince with Ebsds Talamd Geanaral Liws
rikle 28, Chapter 5, Sectlons § theough 40 and the peevistoas of
thig Frscwtive Ordarc.

13, The Mhods Island Goversor's Commlssics oa bha Eandicapped
ghall ba rerpensible for sEsuriog complisnce with Rhode lsland
Ggseral Lews Tikla 42, Chapter 31 &nd the geovisiona of this
Precutive Ordet.
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Page Four JAN19 B8 o
txocutive Ocdar 921 AT O TR

14. All waits of Rhode Islsad State Governsent shall comply
with all state and federal laws pertainisg to equal opportenity and
affirmative actica including:

Ehode Island Tair Ispleyseat Practices Act,

ahode 1sland Hasdicapped Products Procuremest Ack,

Rbode Island AIDS Discrisisation Act,

Fedoral Executive Order 11246, a3 aseaded,

Title ¥I asd Title VII of the Civil Rigdts Act of 1964, =

azended,
Age Discrimisstion in E=ployment act of 1967,
Equel At of 1963,
sesabilitatica Act of 1973, Section 504,
Anericens with Digabilities Act (ADA) of 19%0,
wietzan Era Veterans Act of 1574,
Persian Gulf Ceaflict Supplemental Autdorimatica md Petscasel
 Denefits Act of 1991,
| Mo piscriminstion Act of 1979,
| Education Asendsents Act of 1972 (Title x),
Civil M Act of 1991,
Shode 13lasd Executive Order $3-2 (Asericens with Disadbilities

Act),

shode 1slasd Esecutive Order 91-39 (Sexual Harassssat),

shode 1sland Executive Order 92-4 (Mimority Business Enterprise
Commission), and

Ehede Island Ezecutive Otvder 93-1 (Afficrmative Actica Policy
Statement).

15, Perscas with dissbilities teguesting resscnidle
sccopmodation should coatect thelr own department/agency's persontel
cffice or ADA Ceordinator.

16. Persons baving goesticss or peeding sssistance for minority
or wosen dusioess eatesprises should contact the Executive Director
of the Mizority Basiness Esterprise Commission at 277-6246(v) -
277-3090 (tdd).
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RECEIVED
Page Five

Executive Order 93-1 LLRER
Affirmative Actics Policy Statessst
SO OF Su

17. Citizens of Rhede Islend delieving that they have Seen
aiscrisinated sgainst in the pursuit of achieving the quality of
1ife as aforementicned should contact:

Coversor's Cosaission oa the Easdicepped
555 valley Street, Bsllding 51
Providesce, RI  02908-5606

TEL, 12733731

TOD #277-3701

FAX #377.280)

B! Comsission for Busas Rights RI State lclnlgnonuny oftice

10 Adbott Park Place One Capitol Hi

Providence, RI 02593-3748 rrovidence, RI 02508-58435
TEL. #277-2461 TEL, 0277-30%0

TO0 0277-2664 TS0 #277-6144

FAX #277-2618 FAX $277-6378

This Zxecutive Otder shall supercede and rescisd Executive Ocder
po. 85-11, asd Decose effective immedistely ca the date bereof,

DATE

-1205 K2 P/
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Seate of Rhode hiard
and Providence Mantstom

s o, Goverver

EXECUTIVE ORDER
»0. 92-2
JANUARY 23, 1992

o

Pl b FREAS, the Asericens with Disabilities Act (*ADA®) was enacted
the Uajted States Comgress on July 26, 1990 to expand the civil
cights of individusls with disabilities in the areas of esploymest,
trassportation, public sccommodations and communications; a=d

WHERZAS, the primary objective of the ADA is to reguize
exployers and public service providers to elimisate azy asd all
barrlezs, practices or policies that may discriminate agaimst or
otherwise deprive individuals with disabilities of the full use and
snjoysent of public acocemodatioms, public transportation,
telecommunicetion systems and esployment opportumities; and

WHEREAS, it was anticipated thst the process of removisng any and
all such barriers would best De effectuated by developing a
cosprobensive statewide plam; and .

WHEREAS, in June of 1991, I directed the Governor*s Coemlssion
on the Bandicepped to croste s Ceordinating Committee on the ADA
that would Bring representatives from sll segmants of State
government together to participate in joist self evalsation uad ADA
conpliance planning; and

WHEREAS, the Coordinating Committoo, chalred by Sancy
Musted-Jensen has developed and prasented mo with a statewide plan
for meeting the mandates of the ADA entitled "AMERICANS WITH
DISABILITIES ACT; SELF EVALUATION AMD CONPLIABCE PLAN FOR TUE ETATE
OF RUCODE ISLARD;:* (herelsafter *ADA Cospliance Plas®)

NOM, TRERETORE, I, BRUCE SUNDLON, by virtee of the authority
vented in mo as Governor of the State of Rhode Island and Providesce
Plantations, do hereby order as follows:

1. The Rhode Island State ADA Compliance Plam shall be
fsplemented forthwith so that individuals with dlsabllities may be
tully integrated Into all aspects of Rbhode Islazd life in tho most
expeditious mannetr possible.
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Page Two

Executive Order 92-2
Jassary 23, 1992

2. There shall Be & State ADA Coordimstor to assume overall,
day-to-day responsibliity for implemeating the ADA Complisnce Plas,

3. The Chalrpersca of the Goversor's Coemission on the
Handicapped im horedy designated to serve at the Governor's plessure
88 the State ADA Coordimator. The Executive Secretary of the
Governor's Commission om the mandicapped i3 Beredy designated te
sorve as Deputy Coordimator.

4. The duties of the ADA Coordimator sdall isclude:

A

K.

r.

monitoring the State's coepliassce with pll
fodaral and state lawvs and regulations affecting
individuals with dardicaps, iscludisg but not
limited to Bactioa 54 of the 197) Rehabilitation
Act and tha Asecicass with Disabilities Act;

establishing s teckaical assistaace program to
informs and advize Stete and goveramont
spencies, human service providers, providers of
public sccommodations, real estate agents,
brokers, develogers, architects, lﬁlom.
builders, and otker affected eatit and
individuals on their obligatiocns usder the ADA;

establishing a grievance procedute to promptly
and ogquitably resolve complaints of moncompliance
with the ADA involvicg departsents, sgencies or
divisions of State gcvernment:

establishing & procedure for initiatisg
complaints againat ary department, agescy of
division within State govornmeat that willfully
falls to comply with the requiremsats of the ADA
ot the ADA Cosgliaace Plan.

developing, making periodic revisioas to, and
oversoning izplessatation of aa ADA Traasition
Plan for the resoval of enviromsental asd
commenication barriers in State owned facilitles;

presiding at future seetings of the Stite
Coordinating Committee on the ADA.
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Page Three
Exocutive Ordet 92-2
Jenuary 23, 1992

5. The Stato Coordinating Committee on the ADA shall costinue
to exist and shall coatinue to be staffed by the Governor's
Commission on the Handicapged., The Committee shall sdvise and
assist the ADA Coordimstor inm the implementation of the ADA
Compliance Pian, It shall also prepacre » status report to the
Governor on of before Octobar 1, 1992, and ansually thereafter.

6. The Oovermor's Commigsiom om the Nandicapped, the State
Puilding Commission asd the Commission for Human Rights shall,
whenever possible and appropriate, cooperate with and assint the ADA
Coordinator to:

A.  Assure compliance with the bullding accessibllity
and public accomsodstions sections of the ADA; and

B. carry cut the duties of the ADA Coordinator
asumerated adove.

This Executive Order shall take effect-os'the date hereof

Governor

_/B9L %71
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APRIL 15, 1986
REFUGEE POLICY

WHEREAS, the State of Rhode Island has Deen a bome and 2
haven for immigrasts and refugees siace the beginning of its
tecorded hiastory: and

WREREAS, for sore than three centuries people driven from
thelr homelands by various forms of persecutlon bave cose to
Rhode Tsland and found the cpportunity and the means to estabe
1ish a mev 1life bere; and

WHEREAS, the Dnited States Refugee Act of 1980, Pub. L.
¥o. 96-212, authorizes the grant of asylus to refugees who
are defined as any person outside bis or her country of
pationality *who 15 unable or uawilling to return to, and is
unable or unwillisg to avafl higpself or herself of the
protectioa of that couuz becanse of po,nc-uun or a welle-
founded fear of persecuticn on asccount’ of race, rellgion,
nationality, memberehip in a particelar sgocial group, or
political opinion®; and

WHEREAS, Rhode Island tccepts and welcomes the opportunity
to take part in our national refogee resettlement program and
to carry out our state's exesplazy historical role in sssistieg
people fleeing dangers and undue hardships; and

WHEREAS, the refugee experience s a major vpheawval in
the lives of these individuals, and im order for them to
adiust successfully to a new coumtry and culture, a period of
t::ultlon {6 necessary to learn a nev lasguage and cultocer
a

WHEREAS, Rhode Island recognizes cthat refugees have
great potential to contribute to the atate aad its communities,
and that It (s in the interest of all that their potential be
nurtured and encouraged; and
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Execative Order 86-10
Page TVO
april 15, 1986

NHEREAS, the Rhode Islind office of Refujee Resettlement
vas created for the purpose of implementing the regairements
of the Refugee Act of 1980 (P.L.96-212) to assist refogees In
the state to become self-gufficient as rapidly as possible; and

WHEREAS, the Governor's Advisory Council om Refugee
Resettlement, created by Executive Ozder 85-24, was established
for the purpose of forging a linkage batween the refagee
comsunity And the larger Rhode Island soclety; and

NOW, TMERZPORE, 1, Mdward D. Diprete, by vicrtoe of the
authority vested in me as Governor of the State of Rhode
toland and Providence Plantations, hereby order and direct
the following:

1. The Rhode 1Island Office of Refogee Besettlement
shall be authorized to coordinate consultations ascag
the following entities and agenclies: voluntary agen-
cles {*VOGLAGE®) and their matlomal offices; local
officlals; state departments; sasely, the Departzent
of 2sploysent Security, the.Departaeat of Health,
the Departaent of Numan Services, the Department of
Mental Mealth, Reterdation and itals, the Depart-
sont for Children and Thelr Families, the Departaent
of Teonoaic Developsent, the Departsent of Transpor-
tation, the Departsent of Bducation, the Office of
the Attorsey General and other appropriste poblic
and private sgeacies.

2. The adove consultations shall be to dJetecmine the
avallability of needed services such as boasing
availability and community respoaslveness; to evalu~-
ate ecomomic conditions, and to detersine the proxim-
ity of organizatiens and instlitutioas which provide

support.

3. All tranaitional services shall be provided with a
view to saximize their accessibility and cultural
agprcprutmu. The characteristics and concerns
of the refugee ocommunities should be taken into
account in the sheping of specific secvice delivery
procedures and mechenisas and the determination of
their cultuzal and limguistic semsitivity.
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Executive Order B&-10
Page Three
April 15, E936

5+

Those stake agencles aa previcusly stated that conduct
programs ond sctivities dlrectly or indlrectly relat-
ing to thi service needs of the refuges populatioa
shall lasediately wndectake an affirmative planning
procens with regard to refogees. This planning
process shall be completed by October 1, 1986, and
shall imnslude the following elassnts:

A. Sesds Assesssent: petermining the current and
potential cequicements refuqecs have for the

agencies® pecvices;

B. Current Ose: Measaring and documenting the
eitent to which refogess now die the asrvlces;

c. FH&:: Secvice Plan for Refugess: Formulat-
g a iy Los Ry a timetable for fmple-
mentation, that snsures that delivery of tha
agencies' services to refugess meetd the needs
identifind in the noods assesssent and are Im
complisnce sith Ticle Vi of the Onlted States
Civlil rights Azt of 1964,

Fhoda office of Pafugee Ressttlement and
Ehode | tuni OIflce AEBlatance =

The Ehode Taland 0ffles of Refuges Rsfettlesent and
the Rhode Telamd Office of Bgual Opportunicy shall
provide technical asslstance to the sgencies through-
oot the planning process and shall sonitor the
agoncles’ progress in the Isplesentarion of thelr
plans. Technical assistance when necessary will be
requested From the Pedersl Offlces for Civil Rights
Compl lance,

Btate Agencies Prepacing Agency Service Plans -

The following stats agescies shall engage in the
plasning proceds: the Department of Buman Ssrvices,
The Department of Fealth, the Department of Eaploy-
ment Securikty, The Department of Hental MRealth,
Retardation and Bospltals, the Department for Child-
ren and Thoir Families, the Department of Bducatlon,
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Exccutive Order 26-10

Page Your
April 15,

7.

1986

the Departmant of Fconcalc Development, and the
Departsent of Transportation.

Transiticnal Bducation Program -

RIORR shall meet regularly with the rement of
gducation to coordlmate the provision of the tram-
sitional prograa for refugee children, bilingual
education prograss, adult edacation services, and
other educational programs of special concern to the
refugee communities.

Consultation with Attormey Genecal -

RIORR shall work with the Office of the Attorney
General, specifically the Civil Rights Division and
the Division of Coasumer Protectioa, in its effort
to ensure that necessary state protection and services
are avallable to the refugee population.

Thisz Executive Order shall take-affect oo the date bereof.

Gl 00L&

Pdvard D, Dirrete
Governor
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Stane of Rbode Diland snd Providesce Plantations

DECUTIVE CMAMICY, MROVIENCE
Edward D. DiPrete
Gorernor
ROCITIVE (ROas
. 8516
JULY 23, 1985
SECTION S04 CORDINATOR
WIREREAS, Title V of the Rehab:litation Act of 1973 sets forth the

civil rights of handicepped persces; and

WOESEAS, handicapped have & right to expect and galn access to
mh:;ldap propertios siich exist for the betterment of all
perscns

WHEREAS, under Section 504 of ritle V of the Rehabilitation Act of

1973 the State has been mandated to create policies, practices and

regarding accessibdlity of State- and progerties to
perscns; and

WHEREAS, wxch o would allow for the expedient oompliance
with the mandate Section 504 thereby serving the meeds of
herdicopped perscns 45 the best posaible manner;

MM, THEREPORE, Ly virtus of the suthority vested in se as Govemmor of
the State of Fhode Island and Providence Plantations, it is crdered as
follows:

1. The Director of Administration is hereby designated the
State's 504 Coordinator and shall delegate operaticoal

2. The duties of the Coerdinator shall be to cocrdinate all
State agencies in the Lrplementation of all fedeal rules
and offecting the State in teaws of cmpliance
with the sandates of Section 504 of Title V

2
¥

3.  The Coordinator's doties shall include:

a. mwwWmex-dw.h
ransition plass in accordance with pegulations,
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Emeutive Ooder Ho. B5-16

July 23, 1985
e Teo

L

L.

i.

the forsulation and review of transiticn
lans with advisory panels who =4y ropresent
glpﬂi:ml organd rat Lok,

Grapting final approval of transition plans and
degartmant uee of projres acosssibdlicy.

Manaring the cosstruction, design or alterstions of
bulldings and s:tes necessary to bring all programa
inko omEplianoe.

Aotharizatien to coordinate and saliate satters
concerhing 504 complisnoe,

mmhcudminhmwﬂ-wﬂ
proper agencies on techonical, employment and
architectural matters conomming 504 complianoe.

Establishment of a comdumer complaint procedure
neceasary to resolve all cosplaints to agencies
pertaining to 504, :

The State 504 Ccordinator or the State Ballding Code
Ceemiggioner as hin deslgeee is hereby asthorized to
initiate complaints against those agencles,
sdmindstrotors, spmits of wployses of any depertment
er dvision within stats govermsent who willfully fail
to ocoeply with the regquireents.

The 504 Coordisator and the State Pullding Code
Ceemdsaloner ai his dealgnes shall censult with the
Chairmen of the GCovornor's Commission on the

i capped with respect b0 implemotation of tho abowe

This Beocutive Order shall take effect on the date herecl. This
Beecutive Order rescinds Bescutive Order Moo B0-16 dated Segptesber 29,

1550,

Gl 00U

Bward D. [ Preks
GOVERNOR

PUBLIC LAW 97-118
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Sexual Harassment Statute
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PUBLIC LAW 97-118
AN ACT

RELATING TO SEXUAL HARASSMENT, EDUCATION
AND TRAINING IN THE WORKPLACE

CHAPTER 51
SEXUAL HARASSMENT, EDUCATION AND TRAINING IN THE WORKPLACE

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

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

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

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

(iif) a description and examples of sexual harassment;

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

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

vi.the identity of the appropriate state and federal employment, as amended,
discrimination enforcement agencies, and directions as to how to contact such
agencies as amended.
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2. provide to all employees a written copy of the employer’s policy against sexual
harassment; provided, however, that a new employee shall be provided such a copy at the
time of his or her employment.

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

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

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

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

(2003)
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University of Rhode Island Incident Report Form, Policy and Procedures on
Nondiscrimination
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THE

UNIVERSITY

OF RHODE ISLAMIDY

INCIDENT REPORT FORM

Complainant Information
[l FORAAL
0 INFORMAL

Mamee p Date

Campas Address Work Teleplsome:

Home Adkhress Cell Phome:

iy Sanle Lip

Giender of comglainam
Emasil

Areyoua Demdent O employee O jobapplicanr O othes

Tai af deparmmene

Mg of imipediate supervise

Mz aml titke of personis) charged

I Yo dre o snaclent aped (b alleged viclamon s agaimst your professor and ogcvared whide you were taking a <lass. please
provide the seinesier, cbiss mle sl saction mimbs.

Whete dal the alleged violanon take place?

Basts of alleged complale Niwtere of charge:

O Mg e and oldar} Dxare of bial) O Accessacoommmodation

3 Duasabality O Discnanaton

O  Gemler J  Harassenl

2 Mastionsl Ongla Q Sexsd O Racial
d  Racecobor Specidy QD Gewder J Oihes
3 Hace by assocation O Hinmg

O HReligicn O ImtEmsdation Retalinizon

0  Sexual Orientalion O  Otleer

3 wher

Mame of winesses, if amy Diate of alleged vialaton

Hawe vour brought this charge ho anyone @lse’s atlention”

3 e, 10 whedn d Ko
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What actiom would you like taken?

Expluin the namre of vour complainn asd idicars who was ipvalved. Be sure o include bow orber persoms were memed
dilTeremily from you. Also, aftech amy writen material pertaining o your case, 1§ necessary, please aftnch sheets of paper,

Complanamt Signature Dhate

PLEASE RETURN THE COMPLETED FORM Tor THE OFFICE OF EQUAL OFRORTUSITY. 301 CARLOTTI
BUTLDING, NEARN © ANIPUS, THIS FORM WILL BE RETAINED BY THE GFFICE OF EQUAL DOFPORTUSITY. IF
YVOU HAVE ANY QUESTIONS, FLEASE CALL US AT 4015744915,

Persoin Recerving Complaim
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THE

UNIVERSITY

OF RHODE ISLAND

Policy on Nondiscrimination

.an-jrm | Policy on Nondiscrimination
Policy # | 010022 !
Policy Crwner | Diroctor, Office of Equal Opportunity

| Quersbons regarding thes polcy shoukd be drected 1o the Director, Office of Equal
Contactinformation | Opporiry ot (401) 8744020 e R

By " The Universty of Bhode kland Board of Trusees (Seplember 24, 2021,

| SR ~ Administratiye Policy Commifies approval on June 2, 2021)
Effective Date | s 2, 3021 |
| Next Review Date Emwmmmm
i .

Al taculy, siall, students, visitors, and affilkstes of the University, mchudng
| ﬂ‘hmm mmm:mmmm

mmwmw«m

| Coversd Individuals. Univedsity emplovess, students, wilumiesrs, wisiors,
aflilistes, and coniracions

- Respondent. An indnachudl wid has Boen reponiod b b th pepaetraton of condud
ihak oould corsitute prohibited decrmination of refakation

University Property. Propany belonging 1o tha State of Rhade Bland and held in
| trust by the Univcersity of Fthode Island Board of Trustess; propesty held by
Definitions thix Urivarily of Rhode iland of any of &5 compohent unils n s own
niame;, and property owned by thid parties bul erssagned to, occupied by, oF
mariged by e Universily of amy ol ik cofmponin unils

| University-Relaled Activity Amy actrily undemaken by URI sculty, stall, o
shudents, by recognized student groups, o by confracions of aganits of LR
o behall of UR, which relate in whole of in par ko any acadenic, research,
public service, adminisirafre, or other funchon of purpose perfommead under
the mempices of URI, of in pursuance ol LR employment-retaied
cblignbcns, LR aoodemic of oumiculss programs, of recognized LRI
Exiracurmcukar acihiles.
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THE

UNIVERSITY
OF RHODE ISLAND

L P TP T P TR L S PLEL P L P T P ey [ P L L L P

42 USC § 20006 of 5eq. (Tt VI of the Chil Faghts Act of 1064 [ Title VIF], as
aumeanded)

20 USC § 106 (Equal Poy Act (EPA) of 1963, ars amended)
20 USC §§ 621.634 {Age Dwcrmination n Employment Act [ADEA) of 1067)
20 USC § 793 {Section 503 of the Rehabditabon Act of 1973, a5 Amended)

W USE Sac. 4112 Sub-Saction 402 (Vietnam Em Velernns Randuistment
Asaisiance A of 1974)

20 USC § 1681 ef saq. (Tithe Ix of the Education Amendmeants of 1872)
47 USC 12901 ed 50q. (The Amencans. with Disabilities Act (ADA] of 1500}

42 S 520004 e seq. (Tika Y1 of the Cral Rights Act of 1064 ["Tia ") as
axmended)

42 USC § F000H et seq. (Genetic Infprmabon Nondscremimation Act (Gl ) of
2006}

28 CFR Paris 35 and 38

20 CFR Parts 1614, 1615, 1520, 1621, 1625 1626, 1630, 1635 [Sechon 504
Regulations)

3 CFR Part 104
3 CFR Port 106

3 CFR Pt 1194, Appendic [ [Electrorec and Information Tachnology
Accessiahly Slandards)

Executve Order 11246, o5 Amandad

Ribodks sland Genernl Lasw § 28-5-7 (Rhode Island Far Employment Pracices A1)
Urweesrsity of Fhode lsland Ssudent Handbook

Urwweraity Masnial

Uneversity of Rhode {slond Poboy on Sexsal Msconduct

Reason for Policy |

T B Y L T E— e

To elminate, prevenl, and address condud Mal constiles prohibmed
descrimnation or retaliston of Se Uiniversity. This policy describes the prohebited
conduct, sats standards by wiech the Unnersity will manage allegabons, and
Mmmhsmm&dp-ﬁnm

| Forms Related to
| this Palicy

Incigent Rleport Fom
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THE

UNIVERSITY
OF RHODE ISLAND

Policy Statement
L. GENERAL

Tha Univarsity of Rbode |sland is commitiod 1o maintenng an educational and working emarcnmont free from
dischminaton. Consistent with thes comimedment, e Universdy profubiis all forms of degal deonminabon i all
Universdy progrems and activies. Tha Universdy prohibeés shudents, employess, affiliales, volunioons, visitors, and
oontracions. {coliescively, “Covered indniduals”) rom engagng m illegal discriminabon (includng disciminaory
hasrassmant} based on an indnaduals moe, color, crend, nafional or efhnic onigin, gender, gendar identily o
edplessann, religion, disabdity, Boe, sexual ensntation, Jensatic mfcrmaon, mantal stahs, ciizenchip stalis, velaran
sinbus, and py other kegolly protocted chrncienssc, ond from engogang in acts of motniaton for snether's maoking
a comglaint of dscremination of coopedating in an mvestigabion of dscnmination. This prohibibon applies 1o all
programs and acinitios—ncuding admissons md ol employment pcions. nchidng bol not imiled 9 recneting,
himng, promehon, demobon, Compensabon, and benafils Tmmmm.mmummﬁmﬂ.
ol complaints. made in good faith undier thes policy that allegoe the ooourence of behawior oF actions by Cowoered
Indreeduals that might corsafute profibied decnmenation, and, when il 5 delemminad fal profiiiied decnmanabon
haxs occured, ke pppropriabe econ, o5 wistanied, (o appropraiely sanction e mesponsible mdividsals, prevent
thee recurmencs of prohibited dscrimination, and remedy ifs effegts.

I BACKGROUNMD

This policy is mlended o bi consision] mnd comgilant with thi procedural and subsimntive piovesions of appropnals
sinbe and federal laws and regulations. The Cffsce of Equal Cpporunity, in close corsulingon with relevant campus
slakeholders, B nepondabla fof diessloping, publshing, and resising from ime 16 Lime the Procedunes nesded 1o
enplemant this poicy in complance with appécatds lows. Detased reporting, evesigation, and resclution
procedures ane s iofth in the Procidures accompanying ihes policy

(18 APPLICABILITY
& GENERAL

This, ey sppliies b ther perpetration of prohibited decrimemation of relakation by Covered Indiadusts All Covered
individuals murst comply with ghis policy

B, RELATIOMSHIP TO THE UNIVERSITY OF RHODE ISLAND SEXUAL MISCOMDUCT POLICY
Comrgdamts svetving sexual msconduct as delined by he Sexual Msconduc Pokcy will be addressed exdusaety
through thad policy and &5 accompamying proceduras. This nondscrminahon policy addressas. all othar forms o
proroited decrimiration, induding ex-based harsaarman Bhal s nol sensl meconduc 85 defired in iha Saxeal
Misconduc Policy
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i, DEFINITIONS
A DISCRIMINATION

Discmimaton prohibited under Bis policy s delined as realing a parson dilferanty because of their membership
in @ profecied class (or o perception that the parson is 0 membar of o prodecied closs) m matiors of admissions,
amployment, housing, sefvices, of Ay other educations] programs of achviies of the Uneversity. Deparate
teatman discnmnabon ocours when thane has baan an adverse mpoct on tha ndividual's woek or educahional
envirciment, indsnduals outside of the protecied Cass have recaned more favorabds reatment, and there 5 no
legitmate, non-disonmnalany reasen for the action Desporala mpoact decnmmabon ocours whan o Linivarsity's
policy of practics has & disproporionalely negaine efiect on members of o protected class even though the policy
or praction is nondisciminatony on its foce, e, oy discemnabon s uninganonal but Sl resulls i adverses impaoac
B. DISCRIMINATORY HARASSMENT

Decnmmatony Harassment, which s a fom of deecnminabon, & defined as verbal o phiysscal conduct (inchuding
conduc] using digitnl Wchnology) drected toward on indridunl becousa ol ther membership in o probeched dass
{or a perception Mad the person s @ member of a protecied cass) that has the pupose of efect of subsiantinlly
inbirfiring with the indradual’s educaional of work parlormanca, or daealing an inmidistng, hoslile, of offerdsoa
WOrKing OF BCadedmic samvanment.

A person’s subyecive bobal gl behaior 5 inenicaing, hosile, o offensive d0es ol make thal Desherveor
harassmirt, Tha behaacr mus! chaabe a hosile avansomant Bam both o subjictive and obyective pecspecineg and
st e S0 severs, perceiant, of pervasive that i urreasonably inlerleres wih, limes, of daprves 8 membsr of The
communily of th abibly 1o paiipate n of W eoeha benefits, Sensces, of opportunilies from thi Unbersity’s
education of employment programs andion acinibes, bn determining whather a hostile enaronment axists, the
University of Rfwode ldand axamines the conlexd, nafure, scopo, Trguency. duration, and location of medents as
veell a5 tha retabonships of the persons Evolved. Exampbes of harassment can include oflensive jokes, shes, nama-
ealling, intimidation, ndicule, of motkery, of displiying of crculisting olfensivie obsects and pciunes Sl oo based
on & probecied Class

C. RETALIATION

Ritaliation consits of maberially adverse acion laken agamns o person becauss the person made a good Taith
report of descrimanabon or hasessment of parscipaled n the nvesigabon of a report of dschminaton or harassmant
(et s by Senang 45 & wilfess of SUpport pirson)

Ristahalion pogamst any comphmant o wilness i profubitied and shill be ireatied o5 o soparate wokabion urde Tis
policy. Furthemmore, no member of the Ureversity community shall retpliote, inmidate, threaten, coerce, or
e deeriminele agars arry sdvadual for sxercing ther nghts of resporaililies under any pravisaon of Ly
of T Univarsiy's pobioes of proceduras.
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W FILING A COMPLAINT

Complanis aBaging decrimemation of harassment in violabion of tis policy, of Queshons. regardng s policy and
its procoeduras, should ba drcted to the Rlkwang

Uiniverssty of Rivode ksland Ofice of Equesl Opponurity
201 Carlols Adminisirolion Budding

5 Loer Collage Road

HKmgsion, RI T2881

P 401-A74-4920

Comptanits specilically regarding the Pressdent, members of the Board of Trustess. of emgloyess of Te Ofce of
Equaal Opporiuniy should be Sied with She Office of Ganasral Coursal

Complanis. invohang prohebied dscramination, inchedng harassment of retakation, agarsi a group of dass of
indrvaduals: that rellects an opparent pafiern of procice of discrimnaton will be ivnestigated ond addrssed pursoant
b thes policy by the Uiniversey regandiess of whether there 15 an idaniifead Compiamant.

The prowsions of the collecive bargainng agreemenis. Qoewedang unionized employess may provide addfonal
michanisms of addtessng aliegations of decrmmalion of hirnssmen

Wi, GOOO FAITH REPORTS

Thur Liniversity encournges the good Raith reporting of descrmmation and hirassmen. Howewer, e Uriversity will
nat allow this polcy of the attendand procedures 1o ba abused for mproper means. Thenefona, d fhe Liniversity's
inristigation rivisals thal i complain wais knownghy Talse, the complaing will e demissed and Bie person who fled
the fatse complant may be subgect o disciphineg, up i and inchuding termmabon andion expulsion. Such disopinany
action will not consshute protebdad retaliabion. & person makes a bad fah repor of discrimenabon of hanassmeant if,
il Iu tarrvis By Fricaiiar D oaont, Bhay o She regiort 1o B Bl of fmolkows

Further, the Uneversity may ke decipiinary scion sgoinst any person who knowingly prowdes false informabion
curng th invesSgation and reselution ol 8 complaint of decrimination of harssment. Such disciplnary action will
ngt constibule prohibsiad redaliahon.

Wil REPORTING OBLIGATION

Al mamibers of tha UiniversiSy commurty arme siiongly encouraged 10 repor discnimanation or harossment in vckation
of this policy when they recerve a repor of such conduct of winess such conduct The repori should be made o
the appeopriate office isted above and should incdude all knovwn relevant delals of the alleged decrmmation of
harassment. Employess with suparasony suthonty over ofher employees ane redquered 0 repor discrimenabion o
harassment in wolation of this polcy aboul which ey have informeation, except mental health counselors, postonl
coumsaks, psycholomsts, heath seraces stafl, or other employess with o professonal licersa thal requies
confideniality. Fadure o repor in sccordance with this policy may be grounds for disciphine, up (o and including
barmminstion
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Will.  THIRD-FARTY REPORTING

Ay indivichusl may make a repon of dscrminabion of herassment. The repor miry be mads wilhoul dsclosing the
idantities of the parties involved. Howevar, the Liniversity's abslity o resspond o o shird-pasty report of disciminaton
of harassment may be liried By the amount of nfemabon povided

i, FREE SPEECH AND ACADEMIC FREEDOM

The Uninvedsity of Fhode [sland & commbed o the prncipes of free exgression and onibcal gy undenasen in
an pbmorsphea of chvlity ond mirtunl respect. On some oocnsions, carnin types of spoech may be sean i offensie
of even decnminalony. in such cases, the Uiniversity will weigh corafully whathaer the speach has oossed a ine
trom speech prodected ey the First Amendment and academic fresdom fo speech thot corstitutes ilegal threats or
descrimanatony horasament, while keepng in mnd legal precedents thal prohibi or Bmil the abilty of puble
universities and publc agencies om punshing pure speech, even when il S wewed s inapgropiate and
Lirwelonna

Exceptions
Mo

Policy Review and Revisions
[Werssons earker than the il polcy mamber may b paper only]

Palicy # Effective Date Reason for Change Changes o Policy
RICPC P-17 | Seaual
Hamssmant and Sexunl
Winlenoa Polcy) and
RIOPC P-A8 (Conplant | i
[hEciim inabon, Seoial
Hatassment, and Saxual
Wiakeoe )
Fully saparala polcy fom
previows 0PC
01 00201 Jume 2. 2021 Mew policy specific 1o URE | (P17, PA18) Focuses
sokedy o
MOHESCTITMrETgn
M changes excapl
Bowd of Thshess
01002 02 Jue 2. 21 appeoval on Saplember | S e e
. 021 Seplembar 23, 7021
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PROCEDURES for Policy on Nondiscrimination
Effective Date: September 14, 2022
Policy # 01.002.1

Introduction

The Liniversay's Mondeonminabon Foboy protobis shudents, empoyess, coniracions, affliates, volanbesrs, and
VSO oM engagng N dscnmenabcn and harassment based on an ndeadual’s aoe, oolor, ofesd, national o

atfinic oagin, gender, Qender identity of exprassion, rebgon, disatsity, age, Sexual onentation, genatic ifmation,

| i
mmhwm-rmmmMmumthmﬁpm
disscrrninaton, hafessment, of felaliaBon and nemedy its offects

Thesa procedunes, os amended from me fo tma, howe beon esioblshed o enswe complionoe with tha
Mondscrimination Pobcy and afe intendad & be consistent and complant with the procedunal and substantee
prowsions of appeopriate state and fedaral i and reguiations

Cusrstions regarding these procedures should be directed fo the Directar of the Offica of Equal OppartunityE qual
Oipportunity a8 (800 ) 8744020

Procedure or Standard

l.  Applicability

& AN faculty, siafl, and LR shadents mus comply with these procedunes b help loster an inchisre and
safe academic and work environmenl These procedures apply to the perpedrabon of protebised
discimination of hamdmeant by one mamber of he Unesbrsily's commuraty (aculty, i, studsnl,
alflinbe, of volundeer) agained another. Thise procedures may oo apply whoene ong of b innled o
altocisd paikes i o visilol of & conlracton paronming work on behall of the Unhsoersty

B Thiss proceduies cover lle protess for mvestigaling and adudicaing complaints of discimnatcn of
discrimnatony Dehivion by ory employes facully, stall of odminsirabon

C The procéss dof meestgaling and adjedicating complaints of disciminaion of
hawaamenl by shudéents B delslesd n e Soden Code of Conduct, akso known &5 Community

Slandards, ae oullined m (e Stodenl Handbook Fuither information sboul this Shudent Code of
Conduct ean b providid by the LRI Dffice of Commurity Standards

O Complainis of dscimination of harassmen by giadusls assaiants in e ol as et bollow this
process ouffined n these procedures In conbrasd, complaants against them m shar ole s students
il tha process outhned in the Student Code of Conduct

E. A complan! may alo be liled aganst Uneersity allibales, vendors, and other contracion. n thisa
mnﬂmmﬂw(ﬂkadmwmm.nmm.mmnmm
aCion

F. The preasons of applcable colating Dangaming Mreements may poovide addisonal mechanisms for
peddrassng discrminaton alegatons
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i, Reporting Prohibited Discrimination

H any Liniversity inculty, stolf, student, wolunteer, visior, affiinte, or confracion, bedeves theer rights. (andior the nghts
ol othars) have Been wolaled and wish fumher mlormalion, adwoe, oF AsSEiants in filng 4 complaint, they shoulkd
coalact

Ofices of Equal Oppotunity ¢ Deputy Titke I Coordinator
201 Carloty Administration
. Rhode Istand 02881
Phone: (401) B74-4528
TTY - win Bl Ry ob 1-800-T45-5555

Al individuats shall b informed regarding their sight 1 sedk redress theough th Tollowing culsids poencies

Tal. {517) 200-0111
F-a.'-r 1&1?rm15u

United States Equal Emplcyment Opportunity Commission
Jobn F. Kernedy Fedaernl Buiiding
ATS Governmen] Cerler
Boston, MA 02203
Phreoms: 1-500- 6504000
Fax: 61T-565-31540
i B wiinder ofin

Rihode kand Commission lor Human Rights
180 Wiestminater Strest, Zed Floor
Prosndence, Rhode tstond (0L

Tol: $1-F22. 3661 i 401-272-2064

Fox: $01-222- 2616

hip: e richir i gol

fil, Key Definitions and Interpretive Principies

A Discrminpbon refers o actions Thal moy demy o membes {or mn some oomploings, & pobanizl mamion)
of the commurety amployment, promation, tronster, access o scademic courses, housing, or othar
Liniversity banafis mmmruumnHM*;m

B Sexusl haressment under Titke Vil of the Cal Righis Act of 1064 is dafined o urraskcoms: seaunl
mdvances, requests for sexual fovors, and any othes varbol or physical condoct of & sexaal nahre

1. Submession 1o such conduct s made aithar axplicily or impbotly a berm or condiion of an
mdvidual’s employment;

2 Submission oor rejection of such conduct by an indridund is used as the bass for emplcymaent
dersions pffecting such ndnadual; or
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3 Such conduct is 50 sevare, persisient, or penvrsna that it hos the purpose or alffec) of
unrpasonatly inlerlering with an indnadual’s. wark perdormonce of creatng on insmidating,
hostibe, or offerseme workong envimonment.

In determning whesther o hostle enaonment axisls, the Linbversity will consider the tobalty of
crcumstances, incheding faciors such o5 the achsal impact the conduct has had on the Complainant,
tha nature and seventy of the conducl ® ssua the fequency and dumabon of the conduct, the
redationship between the pares (nchiding sooountng fof whether one indivedual has power of suthonty
ovel the other); the respecive sdes of the panss, te condexd n which tha conduct ocormed, and the
number of persons affecied A person's adversa subjecine reachion o conduect i not sulhicent, in and
of itsall, o establich the axistence ol a hostils e onmenl.

.MWmmmmm.mmmmmthmﬁ

mmmmmmmﬂmmﬂwmm.m

malvont delermina®on B whether 2 reesoneble parson similorly sihusied could hove repsonnbly
cordadaned the nlleged conduct to be harassment

Acts that do nol necessanly mvolve conducd of horessment But are based on sex of gender-
slereatging i .

Worbal o phesical conduct dnectid o th: Complamant's prolecied class stahes B considahed in tha
doefermirabion of disciminaton of harossment The Linessrsity will consider the iolality of the
complaing and s cnoumsienoes, e privale o public ermaonmient of the behansor, The inlinsity of
saverty o the schons, the patberm of behoavior, and the poveer relabonship, i sy, babswesn the
parhes

A singla inciant thad ::m:lmnmm. umosmicatable alimosphers may nod consiisa
discnminaton or harassment. Howevar, even solaled of sporodic acts may constiule savere
haraszment. A senas of indiadus inckdenis can have the curulaive effect of Becoming penvackcly
harassng botaor.

. Unweascnable ingerierence wilh an ndraduals parbopation in Universdy ks may be signified by

responses such as
1. Awciding areds of the campus whare the behavior in queston typcally takes place;

2 Acndemic perfonmance OF WiNE BEsignmans becomang more difficult bacause of the behawviorn in
guastion, inchading absanteeism; of

3. Leaving o pob, a class, or the Liniversity iself because of tha behavior n queshon.

in datammining whether disonminalion or harnssment exsts, the Linversty will evahate e evidence

froem o reasonable person’s reachon and perspective undar the croumsiances presantad. The

siandard of evidence o bo used 1o deberming responsibility is the proponderance of the pvidence
standard i there are any quasions, contacl the Cirector of the Cifice of Equeal Opporhunity.

Relationship to the Sexual Misconduct Palicy

Saxual Misconduct, os defined by the Sooupd Msconducl Policy, shall be addressed

TG
through that policy and its accomipanying procedures. This non-gscrmination procedure addrasses all
ion, Inclding seayunl
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procead with e complsnts processng student-ie-shadent complaints will be adjudcaiod
mhMﬁMWWMWMWMMMMhm
Fudent Handbook

Vi Filing Deadlinas

Tﬂmmmﬂ“ﬂmmmmmttﬁibmm{mﬂm sz

harassmwent, o retahation miy bo horoughly mvestigatod, including occurmancees bayond the one-year lime frame,
50 long) ﬁlhllhsl et of alloged discrimnaion ooouned within the prescribed filing deadiing of one (1) year

Wil.  Advisors and supporters

Al partis: massling with She Offcs of Equal Oppotunity misy ba acoompanssd by mn indrackia ol thisr chaici (wha
iy B iy atbaimey) bof support andion advice. This indradunl. may nol addiess of question

parties, of wittssos, may not prosent evidencn of make arquments; and shall nol have
acoorgany and communicate with the party requeshing suppor

VIl  Discrimination Against Groups

Complarts mwobang unkaful discnmmnation, including harassment of felaiahon, sgaindd & group of dass of
indiaduals, relecting an apparent patterm and practice of discrimination, will be appropriately scted upon En_.-lru
Oificir of Equal Oippatundy higisdieds of whidther ine is an idenlified Comploerian

0. Criminal Violations

M & complan reporied o the Olfice of Equal Oppanunity vl polenlial erimiral violaons, the Ofice of Equal
Opportunity shall fonwaed & report of the complairt (o (he campis pobos andfor local polics

In eomplaints imeoling allsgaimons of senual solancs of olber crmes, Complamants will also B irdormdd of [P
right 1o fils & compiaint with Bhe Titke B Coordinator, campus police, of kcal low enforcement authonities, Howeer,
resgandless of whther & Complainan fles a oomplaint with locad low anforoement authonties, and Erespective of
any InvesBgabons of oiher achons iaken by iocal kow endorcemend, the Univarsity will combinge to have an oblgation
o undertake and duly complete its inbemal complaint and nvesigabon proceduna.

X Retaliation Prohibited

Retaliation agaimt sy Complsnan, Bespondent, of witness is peohibiled and shall be irealed ot @ separabs
wiclation of Me Pobcy Specifically, no officer, employes, of agent of the Universty shall retakate, stimadale.
threatan, coanca, o oiharstse disciminade against oy individund who files o complaing of palsopates i oy
inveshgation or procesding trought scconding 1o shis procediuns.

Thara shofl be no disciplnary achon, retakation, or reprisal for bringng o complaint m good foith. Indeduals shall
net, hoeaervar, hmlﬁh'nmkaidsamm mm of rednliabon

194



THE

UNIVERSITY

o f it i

X, Modification of Procadurs

This procedure constiutes the Unhwersty's general complaint process 1o be lollowed by he University to address
and resobar unlaful discnmination, hassssment, and retalation.  Tha Linbwersity shall hawva the right 1o rensonably
afar ondice deviobe from the proceduml quedelines contamed heen when it 5 wormnbed by eithar the
circumistoncas of o complaml of recparad by applicnbla state and fodernl lows and requin®ons. The Linenersity shaoll
ab=n harvw the mightt 1o suthonze ond appoint o designesi © serve intha copocity of the Office of Equal Opporursty
to exacite these pocedires

The portias musd b prostdod Bimaety written notice of ary such designation and any sulstantee deviaon from tha
procedural guidelines

i, Responss to a Complaint
A Initial consultation

Tha Office of Equal Opporursty shal mesl with the prospectse Complainant 8o dscuss tha
Complainant’s concems, and faviny Sh complan| procedurs, debamming thi appropnatie jurisdiction,
i axplam tho difforant mthads wvakable 10 mesohas th allsged comgiaing under these procedures
(S’ fowrnaal resscution and infonmal resohsson, whane applcabhy)

The purpces of this initiol Shep s o assisl prospecive Complanants in identifying the source of the
concerm and provide the Complaman] wath informeation concoming the Liniversity's resources, policies,
and procedires; so (hat tha prospecive Compésnant might best ossess tha most appropiate CoWse
ol B, green thedr CirfumEiances

B. Supportive Measures

1. Supporiiae mssunes anme avsisdl te Bath the Complsnant and Rispondent and sall b offersd
regandless o whether o bommeal compiaint s fed or not

2 Serecs ae ndividushned, i@, biloied 1o he unigue crcumstances of te Complsnan and
mewmhmwmmmmmﬂﬁm
and'or activities, moluding measures designed fo protect oll parbes’ salety of the educabon wor
avironment, of defer deonminabon of harassment The Urevorsity wil deferming the
mmm.mmﬂwmm#ﬂmm

+  Employment of Residence Moddicabions: A raporing party of responding party mey
Pt AN acadEmic of empleyment sccommodalion of @ change in relidence afler a
pispeail of chsciimination of harssment. An indnddual wha nequests assislancd in chinging
theisir esduicational of widking eraionmient aftid an incident of drecrimenalion o harasement
will recine apgropriole and reasonnbly available accommedabions

= Inberen Separation Whese the feporl ol harassmen] poses an ongong sk of hamm io ths
safety of well-besng of an individual of members of Tthe campus community, the University

Emposad, mmmmmmmummmmmm
respiution wilthin an expadsted Sme froma,
3 Supportiee messures will nod be punitive, discplnory, of unreasonably burdensome aganst any
party
4 The Universty will attemgpt o keep e SUpporing measwres confidential uniess doing 5o will mpor
the Uinmarsity’s ahility 1o provide: theam
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€. Procedural options

if it is cebermined thad the Office of Equal Opportunity shall relnen responsibelity for the complan, tha
Office of Equal Opportunity will asceran from the Complainant which of the resolulion ogibions
desrribed balowy — micamnanon of bl — ey prefer b ke

D. Confidentiality

When o procedural oplion s selecied, the Complainant will also be asked o decide on confidentiabty
The Lireversity will make all reasonails efiors io honod confokseniadny reguests, o ihs exbant pemuted
ey e Hoverver, i st b undersiood thal while S0ome Conoens of complamis can be reseived without
dischosing one's identty, often succesciul resolution cannot be schieved under such CFTUSiances
Furher, indnaduals who ane drectly socused of unkniul and Sscreminaiony behaior and whe, a5 a
resull, may b subjcl lo disciplnary action, are entifed 1o o copy of the fomal complent and o
snrumsary al the charges agoinst them 50 thal Shey may propore o proper delensa

Any maEmibir of the Board of Trustees, shudents o smployes of the Unrsarsity who participaless inoa
formnl or informal proceaeding wnder shis policy of othenwssa gans krowiedgo thereol shall treal oll
miltemation acguingd, whisrthr writhen of ofal, a5 confidential, howaret, tha porties B o procisdding meny
share such mformotion with their advesors, advocoies and foprosentatines

XN,  Grievance Process
& Informal Resclution Process
Al arry time afler the paities an provided wiithen nolice of the complaint and befors the complation of

ﬁqhm intcr 8 finesl resolution resohang the allegations raised in e complent by agresment of
st

Th spaseific manne of an inboimal resclulion process vall be dedenrminsd by fie parlies and L Directon
of fhe Oiffice of Equal Opportunity, in consulinbon togedhes

Step1:  Motifying the parties

Bedons commincng B mformal resclubion process, fhe Office of Equal Oppaitunity will tranamit &
wwrillen raolices o e pariies that

(8] Describies e paramealers and requrements of i informal resohilion procass;

() Idertiies e indradual responsie kol fachitating the mformal resohition (whe may be the
Dhrescor of B Cffics of Equal Oppertunity. anather University official, of @ suitabls Hed-pay),

(€} Explains the afeci participating in informal resclulion and'or resching a final resoluticen will Bave
on & party's abilily 1o resumed the insestigaton snd sdudcation of e alegatons al &S in
ihwe ecomgstaint_ ard

() Explains aemy olfief conSequence rsulling rom pamcpation @ the nformial rescliiion process,
i hching & dHesenapition of tecords Bt wil ba genetaled mantained, andior slated

Step 2. Agresment to the Informal process
() Afler receing the weitlin notice specified 5 Step 1 abowe, each paity must volurtlanly providis
wiilien agresmant o e OfMce of Equal Dpporunity belore e milomal resolulion may
CORTHTIENOE,

{B) ‘While the indormal resolilion process i perdmg, B ivestigaion process tisl woukl ofheress
Berur 15 slayed, and all related deadines are suspended A party may withcraw (it consent
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in paricipale n the micemal resolution process of any tme bafore a resohficn has been

{c] If the porties do nod resolve thiough the néormeal reschaion process, the Comploinant may
choosa b proceed with the fermel irvestigation and adjudcation process outined o thesa

Step & Resolution or Next Steps

{m} Through discission with tha Complamant and the Respondant separsbaly o iogather, fha
Diracior of the Cffice of Equal Opporfunity may be able to resclve the matter to the saésfaction
of pil pessons evolved. [ the paries reach a resolution through the mfcrmal resokibion pocess,
and the Dieclor of tha COffica of Equal Opportunity agrees that the resclution s not daarty
unfeasonabla, he Dwechon of e OMce of Equsl Opporunity will redoce the tarms of thea
agresd resolution o wiling and present the resolulion b he panies bor ther wiltlen signaturs
Once both parties san Me resoluon, he resolubon & nal The abegbions addressed by he
sagned solubon are consdered resolved They will ol be subject 1o further nvestigation,
adjuchcobion, remedinbon, o decipina by the University, except os provicded in tha resolution
isell, absanl a showing that o party induoad the solusion by frisud, misrepresentation, or othwr
misconduect of wese required B0 avod @ manidest mpusice o eithear party or the Linmarsity
Infiormad resckiion rapched, nocondng o Bhis sachon, is not subject io appoead

k) Absent esterscn by e Director of the Office of Equal Cpportunity, any infiormad resoltion
process mast be completod wathin tharty (2300 calendar doys. If an infiormal resoluion process
does nod resull inoa resolubon withm thirty (30) calendar days, and absenl an exiension,
abwyanca, of offier contrary fulngs By the Direcior of ihe Office of Equal Opporiuniy, ths
wilormral resclulion process will be deemed Eminaied, and the complaint will be resohed
pursiant 1o ihe ivvestigation procedures. The Dwscior of the Office of Equal Opporunity mey
odus oy bme penods of deadlines i the investigaion process that were suspanded due 1o

the informal resclution. & copy of the resolution should be kegt m a fia to be in the Office of
Ewiwuwmmrﬁdmmﬁuhﬁm

B. Formal Resalution Process

Ary pesonis ) whd babeves they hawa boen the wictim of dedfimnabion, harassment, retakation,
semunl homssment, or whio weinessas ks of discrimmnation, horassment, retakation, sexal
harassmant agains] othsars may file o formal comploend wath the Office of Equal Opportunity. Litilcing
ther indprmnl process 5 nol o prerequsite. A formol review consests of mestigating, facl-finding,
datermining whathar sufficent credible evidence axests 1o suppor the alagation]s), ond ssuEng
winimen fndings. The formal ireestigation and relabéd proceesdings, which ang descnbsd belon, <hall
provade & prompd, Tar, and smpantial imeesbgation and resolubon of the allegatcns.

Step 1: Complainant's Written Siatement

Uisually, o signed ncidenl comgdaint form comipining 8 weitten stalement of alegatons mismles the
formial process. To enable e Investigaor o most elfediively Fvestioals e complaind, the willen
statement of alegatons should contan o detaied descnplon of Sie conduct being complained about,
tvee Fmisls) of e alleged olfendena), the names) of the alegid Viehm{s), ®ie names of oy aleged
witnesses, and the name of the person filing the compdaint. The Offce of Equal Opporunity wil asd
amyons for whom comgilating the complamt form & difficull of mpractical. The person or persons filing
the complaant ond the alleged vacim of disciammabtion shall be refesred 1o hersinaftes &5 the
Complanant. Ancrymous comploings, and complants fied by mdnaduals who request conlicenizxbty
will ba myvestigated by the Liniversity io e axient possible pursuant o tha procedures set forth herein
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Step 2 Motifying the Respondent

Tha porson or porsans dentiied s tha alieged offendens) shall be refered o heronafier os the
Respondent. Once e complaind has been filed, the Office of Equal Dpporunity the
Faspomndant]s) wilh & wriitan ketier i mlomn of is exsience and prosics henen theem
the signed complaint.

Siep 3! Reapondent’s Writhen Response

The Riersponcants) will be provided an opporunity 1o fe a formal responss. The formal
mmmmmmmﬂwmmmnmmﬂmwmﬁ
from the dabe 1he Respondent(s) reconed the signed complant

It & Respondaent fats o tmely e o formal response and'on elect(s) not 10 paricipate in e kormal
resolion protass, the complaint will procesd and e inwveshgaiad wihoul the rmealvement ol e
Respondent

HMHMMMMMMBMMIWMW.M
MW@&MWdMWMMM Thededore, e
complaer mary b closaed of thie Dwecior of the OMce of Equal Opporfunity’s discretion, Howeyer, the
ﬂhﬁEﬂﬂmmmmﬁwhmﬂmhnmwhhmhnﬁwﬂh
it rasad By the Complanant regardiess of the Complamont's wishes

Stepd:  Investigation Process

Thr Direcior of ther Offion of Equal Oppauniy will appomt an imaestigaton nﬂwumﬂ.
cirjective and does nol pct as an scvecate for ather party. Thi irvestigator i suthanized 1o cortact all
mﬂmwmmrﬁmwhmmuﬂﬂﬂmﬂmhﬂrm
Linivirsity records. Tha imastigaton shall ako collect and aveluals ofher availabia documents and
ﬂmmmmmmmmT and emeashgaton (e, mmﬂ SO Mackn posts,
photographs], as appropnats. The imvestgator shall mantain & recond of Bhe investigabon, inchsding
oy inberaews., which shall be redained as. an offical Office of Equal Opportuniy record.

Tha pames ars not rectictad from dscussang the allegabons undar investigabion o gathenng and
prEsaning relevant avidence i the |

& party whose participation is mvied of expecied at an irveshgaie mlendew of mesting will be
prowided weitten nofice of the date, Sme, location, pamcipants, and purpose of all investigatve
mbanvierws, of ofher mestings, with suflicent Sme for the party to prepare 5o participate.

Step & Preliminary inwestigation Repart

&f the conduson of the vwestigation, the mvestgator will prepane 8 prelminary wirien repoi. The
prefmnary repor will contain a summary of the aleged conduct in violation of Polcy, summany of the
response ko the alegations, summary of the scope of the inveshgobon, summary of the relevant
exevlpatony and inculpatony evidencs, and & summany of matedial [Bes on which e paities sofes and
dsagnes

Tt respcat vl insciusdis copies of afl relevan] enoencs fataned and oontidensd duremg B iImasigation
Bath parties will ba provided a copy of the prebminary repon and have thiee (3) busingss days 1o
res s 10 @ in wriling

I e responses, mmmumm seek clanfyng mfcrmation, clandy

Irrvastigation
Rapor, the mvesigolons) detemmines thad no fursher inguiry is mequeed, the invesSgabon will be
desmed complate and Tinal 1T, in (he soba dacrebon of b irvesigaions), furiled mouiny S NECESSAny,
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u-.anmﬁgum[:pn rnlnwupunmnmmum mmwm quéstions of the parties and
before Gnalinng and the mveshgation Any addbonal rekevanl irdommation

mmmuwmummmmmmm
Step®  Final Investigative Repodt

A, Tinad irreestigative report <hall Be prepansd, which seis forih e nveshigaiors fndings and the basis
ol rationale for hisher conciusons). Linkess olhenatss indicated n the repor, the reporms date shall
b considered the dabs upon which he resulls of e avesigation beoome Bnol. In meking hisTer
firsdings, e irvesbgaior shall utiles the evidentsny standard of “preponderance of the evidence ” The
finel rveshgative repo will normally bo issued 1o the parties wishin ety (90) doys afier the comiplping
15 filad ¥When more: than ninety {56 days 5 needed {0 comgplate the mashgation, tha mvestgaloe shall
motify the porbies and proceed as expediiously as passila. In cases myolving emplrmes, o copy of
tha final investigalve report & provided to the Assstant Vice President for Human Resoarcas.

Step V; Appeals and Actions on Appeals

Either party {Complamant or Respondent) may appeal the imvestigator’s findings. Such appeals shall
ba filed wath the Linesersity's Presidont The oppeal may b= conducied by the Presikdent or the
President's designes. Porbies wishing to Se on eppand musi do so n ariting washin ten (10} days aftar
recesng the mvestigalon’'s finad kefter. The appeal process will nob ivohe e reinvestbgaton of the

miLsd Faise specilic ssles relaled 1o e invesbaalors indngs. Appeal decisions
(wiich shall nclude & statement of the rationale Tor the dedesion) shall be rendered withen Bhirty (20)
arys after the redquest bor appeal (S neceived unkéss exended for good couse as reasonably determined
by tha Appaals Officer. Copies of the oppeal decisaon shall be simaRaneoushy provded (o the parhes
ol the Office of Equal Opporturity. In coses invohing employvees, a copy of appeal decson s
provided o tha Asseton Vice President for Human Resasces

Step &; Disciplimary Acticn

When tha myveshgabve indings (iogether wiih the appoad decison in casas m which there s an appaal)
residt in o findng ol decrimmation, hornssment or retalation by an emplyea, the findings are
MMMWMWUMMmMMWMWﬂW
Rescurcas, shall render a wiithen dalerminaicn (wihich inchdes o statesmeant of tha rabonale for fhe
deslemmranation | regardng the appropnabe decipinary of comechive acton, il any, and provade a copy of
the wniten determenation (o the Respondent

Disciphnary action of ey of wion represeniad stalf will jollow ihe procedural requiements. of

erliactive bargaming agreements ond ary apphcable stalutory and judiceal mandates. The
Assistant Vics Presidant of Huaman Resources of Provost will be responsible 1or the imgplementation of
@il snch s ciplinanyeomrschive aclion measunes. A econd of thi outcome of each complamt will Fermain

o part of the permansnt file of the complsent maintaned by the Office of Equal Opportunity
Findings of decfimnabon, hargssment of retalabion by nonemployess will be relermed to the
approguiate authorty for sanchons.

Record Heaping

A conficdenitsal recond of aivy complaint, mionmal of Temal, includng any reselution of diecplnary aclions,
will be fikad in B Office of Equal Opportunity and retbined fof saven (T) years, peovidng there ane nol
TECURTng incidents, in wiich case tha reconds will be relaired Seven years from e st incden

prOCEdUES aie fequared if Suspension without pay of lemination & contemplaled tor & Respondent
aggtearment)

wiho &5 8 memiber of te Baculty collective bangarng unil (ses collective bargaining
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ARMIMIITRATICN STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

Divizion of Equity, Diversity and Indlusion
State Equal Opportunity Office

Ome Capitol Hill

Frovidence, K1 02905- 55

#0] - 222- 205

DISCRIMINATION COMPLAINT PROCEDURE

Hnﬂmgu:‘llu;ru mu:pl-l:':l:. ﬁnﬂ]yﬁlhﬁﬂ}mﬁﬁw. mﬂﬁ-ﬁnhdpwmﬁdmaj
urvolve many people. The purpose af thos procediare 15 10 make sure complaants (hamassmont,
discrimination, woskplace viclence, or retalistion] are ivvestipated in a timely mssner and any
approprale comective action 14 faken 10 ensure inagpropriabe ased'or begal actions and behavors

cense immediately.

The Drvision of Humean Resources Site Opemivoes | Business Pariner Team wvestigates HR-
relsted comsplamts acroes Executive Apencec. Thas includes complaints related to discnmination,
harsisment, wemml hamssnsent, workplace violanee and retaliation.

When the HR Site Operations / Business Partner Team meeaives a complamt, 1 wall prosnpily
arxd themoughly mrestegates the allegations. The HE 5its Operateons ¢ Busmess. Partoer Toan will alsa
msmiam regular contact with employess mvolved m the complant thronghout the proceas.

How o Beport a Compladnt

A person mury report & consplasnt ormlly or i aniing to the Division of Human Resources, Sate
Dperntvons | Business Parteer Team or combmse o report through any existing channels, mclading the
smployes's superviser of manager, Exesistive Darector of Hansin Researoss, Human Resourees Chusl
aof Staff, s the Office of Diversaty, Equity and Opportanity (DEDI). The reported complaint wall be
broaght to the Division of Hisman Fesoursss Site Operations [ Business Partner Team wisa wall
urvestigate all eormplants.

Emplevess can report a complaiat divectly to Human Besewrces in any of the fslloning waye:

Complete n Complnint Form « Fillsble pdf svailable at wowow.br . gov
Fhome 1-401-574-E3E1

Email: HRIavessigationsiathe.ngov

An mdrvichial iy also file o commplumt with the Rhode Isdand Commmssion for Human Rights
or the U%S. Equal Fmgployment Opportunity Conmmission. If & charge has been filed, either
simultaneousty or at a later date wath Bhode Island Commussion for Heman Rights or the U5, Equal
Enployment Opportumty Commusston, the Siate of Bhode Island may defer to aither commission for
investigntion and any resolution andor prowecution of any charge.
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Divishon of Equiry, Diversdty and Inhusion
State Equal Gpportumity Office

Ome Caphicd Hill
Providemoe, RI 02908-5890

40122230

&EEJHJNEIE!:'{{_ idaa ﬂ'.;ﬂ.‘

STATE OF REGDE ISLAND

DEPARTMENT OF ADMINISTRATION

DISCRIMINATION COMPLAINT INFORMATION FORM

1. Complalnani Informastion:
State vour name and addreis

Mame

Address

Ciny State Zip Code

Tebeplione Mumbeni) Email Address
Work:

Cell:

Hoine:

Emmail:

L Name of Depantment:

Y Name of Immediste Supervisor:

4, Nams and mile of individualiz) whe

allegredi discrimimated againyt 1on
Name Titke
MName Titke
Mame Tinke

7. Basls of alleged
Complaint:

_ Race

_ Calar
Sex

_ Age: (40 or above)

ratenal Cwgin

Disalalicy

Religion

Sexiza] Crenrateon

Gender Identity or

SAEME

_rL-JI.]H'.'I.'EIIl
(acstionys {ammest
record, crimnEnal
SOV OF
ather)

__ Betahiation

1

E

T

Explam Basis:
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& Date of alleged violation:

6, Place of alleged svlolation:

{ ]
Case Number FIEMO05-7 Rawised 7019

DISCRIMINATION COMPLAINT INFORMATION FORM
(i omtknwed)

9. Explain what happeasd snil how you believe von were discriminsied againa (arach sddinosal paget
ut mieded). Idicste who wat iEvolved Be vaie to inclade bew #lbel peiions webe e aled dilTeemils
from vem, Al attach apy nyiden materialiy) pertaining fo vear complainl

i Why de von believe these events ecearrd?

11. Hsve ves brought this eomplaisd ts snyone #lss™s Milentisn”

12, Please list below any percons (witnesses, fellow emplavess, snpervisars. or others)
that we may contact for additonal informarion o support or clavify yvoar complaint,

Complainant Signature Date Imterviewing CHTicer

FLEASE COXTACT DEDIState Equal Opportanity Office at (401} 222-1452 or R1
Belav: T11 for sssistames iF von ave & disability snd reguaive a reasonable
accomimedation e complere this foim,
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State of Rhode Island
Guidelines For Preventing Sexual Harassment

Harassiment on the basis of sex 15 a violation of RIGL 28-5.1 and Executive Order Mo 05-
0F, Unweleome sexual advances, requests for sesual Fvors and other verbal or phivsical conduet of a
sexual namre constituies sexual harassanent wlen (1) subimisseon 1o socl cosduct s nade
either explicitly or miplicetly a temm or condition of an individual s employment; (2} submission o or
rejection of swch conduct by a andividual 15 used as the bivsis for emplovmsent decisions affecing
such mdividual; or, (3) such conduet has the purpose or effect of nnreasonably
interfering with an isdividwal’s work perfonuance or creating an intimidating, hostile or offensive
working environneent.

In determining whether alleged conduct constitutes sexual harassment, the Division of Human
Resources will look a1 the record s a whole and at the totality of 1he circinstances, such as the nature
of e sexnal advances and an tlee legaliny of a particular action. A detennination of what constitutes
sexual harassment will be neade from the facts, on a case-by- case basis.

The appodning ambonty ix responsable for the acts of its agents and supervisory emplovess
with respect 10 sexial larasanent, regandless of whether or not the specific acts complained of were
mithorized or even forbidden by the appomting authonny and regardless of whether or not the
appointing authority knew or should have known of their ocourence. The Division of Human
Resources will examine the circumstances of the particular emplovment relationship and the job
functions performed by the mcdividual in determanng whetler or not 1he individual 15 serving m entler
A SUPLTVISOTY O AZECY CAPACiTy.

With respect 1o persons other than those mentioned in the previous paragraph, an appointing
muthonty s responsible for acts of sexual harassment e workplace where that appomting authonty
of iT% agents of sipervisory amplovees knew or should hiave Kirown of the condict, An appssinting
authority may rebut apparent lability for such acts by showing that it took immmediate and appropriate
Comective action.

Prevention is the best tool for the elimuation of sexunl harassment. An appoiiting authorey
slyould take all steps necessary to prevent sexunl harassment from occumng such as affinmatively
raisang the subject of sexwal larasswnt, expressing strong disapproval, developing appropeiate
sanctions, informing the emplovees of their night 1o raise ad how 1o raise the ssue of harassment and
developue metlods to sensitize all concemed.

I any State Emplovee believes that they have been sexually harassed, they may contact:

DIVISION OF HUMAN RESOURCES
(401} 574-8381
HEInvesigationss he vl gov

Revised (3023)
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Policy on Sexual Misconduct

Paliey Titls
Policy #

Policy Crwner
Contact Infarmation
Approved By

EMective Data
Mext Review Dats

Who Meeds to Know

About this Palicy

Policy on Sexual Misconduet

01,0013

Universsy of Rhode Island Board of Tnstees
Crpstons aboul this policy should be direcied to the Assstant Vico Pressdoent for

| Entarprrss Risk Managomaent (401 ) 874-5593

IUnfvarsaty of Rods |sland Board of Trustees

.ﬂﬂizllﬂl‘?

N Rartes han June 30, 20024

Al Tnculty, siall, students, and Atfikates of the Liniversity o5 wall 85 Lineessiy

wandors and coniractars with & presence on Linewersity Poperty

Complainant. An mdividual who is alleged fo be 1he subject of conduct that could
constitute Saaneal Misconduc

Respandent. An ndnadusl who has been reporfed o b= the perpetrator of conduct
fhal could constitute Seoual Msconduct

Sexual Misconduct. An umbrela berm Covering any unwelcoms behavior of
aflemplid bohavior of & Sensl nabuie thal & enacled on anolher person
weilhout Bhasd pedsrsan’s. consint

University Affiliate. Ary indradual who is not a faculty member, staff, or student

considered Liniversity Affilates, axcept for Shosa wish an cngoeng prasence
i the Uiniversity camgies a5 regular oparabions support sinf,
Univarsity Property. Proparty belonging to the Stale of Rhode isisnd and held in
mwumummﬂdeM pregerty eld by
any of 5 component UrES in B2 own nams; and propery
wwmmmmm oeeupiend by, of managed by the
Liniversity of any of is compaonsnt unils

umm;mw Ay actvily undenaken by Liniversity faculty, talf ce
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[ Z0USC § 1681 ol saq. (Tithe 1x of the Educabon Amendments of 1672 [Title X
and its implesnenting regulations at 34 C F R, Part 106
42 USC § 2000e & seq, (Tie VI of he Cral Rights Act of 1064 ["Titha W)

muscpmz{nmmcmummmnummm&rmw
Crime Stastics Act of 1990 [ihe “Clery Act) and its inplementing

Statutes, Regulations, requiatons al 34 CFR 668 46
and Palicies 34 USC §12201 &f seq. Women Reauthorization Act of 2013
Gewnbet o

Policy Rhode tskand General Law § 28-5.7 (Rhode tiand Fair Employment Practices Act)

Rihode ksland General Laws §5 11-37 (Saxual Assaul); 11-38 (Saking), 12-28
(Domestic Violenos Prevanson Act); 16-21-30 [Dating Vielence Policy)

University of Hhode lsland Siedent Handiook

| Universay Manual
;TummmlﬂmMﬂ-tmmmumi.ﬁd
Reason for 1ha Liniversity. This policy descnbes the prohibibed conduct, sels stondards by
PolicyPurpass which the Linnearsity will manage allsgations reganding Seaual Mesconduct, and
_mm-ﬂmh-mm
Formes Relsted 1918 | .0 Misconcuct Reporing Fom hitps:hwsb ur sdetrepary
Policy Statement
L GEMERAL

The Universaty of Rhode lstand 5 commitied i msntaming an ensanonment Tree from discimanation, Conssiant
with thal commitment, the University profubits &l forms of disciminaion in all Unversity progeams and Uiniversity-
Retaled Achivites The Liniversity has implsmented fis polcy specifically to address Sexunl Mconduct, which i
oné foem o ses-based decrmination. This policy o intended 1o (1) desonbe e types of conduct that will be
consiiesed o ba protebaad Seaoum Misconduct (2 set forth e reporing obigations pestaining o/ Seaunl Msconduct,
mq;pmmummm rasources avalnble o indnaduals who exponence, wilness, or disoover
aCls

hﬂlﬂlﬁﬁmﬂtﬂmﬂhlﬂmﬁﬂhnﬁmﬁ:ﬂmﬂﬁmﬂyﬁhmmuﬂﬂhﬁﬂm

The Assisiant Vice President for Enterprss Rick Management and Tide [X Coodmatorn, in close consullation wath
refevant compus siakeholders, (s responsiblie for developing, publishing, and revising from time o time the
Procedures nesded o mplement this pobicy in comphance with applcable low. Beporting, vestigabon, and
pesalilion proceduies are Sel fonh in the Procedures accompanyng ths policy

i ackdresaing alegatons of Sexal Meconduet, this Unsersity compes. with Tite 1 whach probebts dscrminaton
on e besis ol sex o education programs and ednwbes, Tils VIl which probsbas dscrmination, inchedng
':hsmnm WMMm.mmmm.mmwmmmmamw
(WA the Clary Act, and opplicable state lows, incliuding the Rhode island For Employment Prochices Act ond
hﬁrmdalshmdﬂ F'#Itsmqnlimﬂ
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This polcy apphies egardiess of the Comploinant’s of Respondent’s sex, gendar dantily of sapression, saxml
ofentabon, marital siaius, age, race, efnicity, national ongn, religion, diseblity stafus, veteran staies mmmigration
siabus, of GhFenship Siatus

Il DEFINITIONS AND SCOPE OF SEXUAL MISCORDUCT

Seoupl Mesconduct s oy unweicoma behowvor or aflempled behavior of o seapl nahes thal 15 enocied on another
[paand) wilhod thal person’s consenl. Seaunl Mreoonduect meed nol Be intenbonal. The mntent of e person wha =
alleged b0 have comimitiesd Such Defuvion may nol be releyvani 10 determaning whbiber a wolabon has oooumed. Tha
Universiy will evaluaie e tolaity of orcumsiances fom the pespecive of & reasonable person n tha
Complainant’s position

Sanual Misconduc can anse rom many dilferent iypes of unslcome verbal, nonverbal, physical, and onling
conduch rangig Inm Seaual gechees of basing io senial assaill, sexual volence, domestic and daing volencs,
stolking, snd other coarcye actraty. Exomples of such conduct ond behaviors that meny lead o e finding of Sexunl
Miscondud inchede, but are nod imited 1o, the follcwing:

v Visrbal Seoodl remarks, oomments, pokes and mnoendos, COMMUnICaing Lrmseloome Siones sl
SOPEOne’s Sl of Sexul e and proposiions of prassure foF Social of Saxial contact

*  Mon-verbal: Tha disploy of sexualy axplicl stwes, gestures, or suggestve pictures, inciuding secretly
wideo recording seaun ncis of ohjects.

»  Physical Urnwanted touching, patiing, grabbang, of pinchng. schicing sexual assoult domesic
waolence, dating viokenoe, stalking. and rape

¢« Online’ Secound woysunsm, urwvanbad saxual sxposure, distnbubon of recoedngs without consant, or
cybersinfking vin amail, texi, social madia, or amy oiher cnineddigital platom or senace.
This policy ppplies. 1o all such conduct ocouming on Linersity Property, 8l or duning a Uneversity-Ralabed Actity,

o thel othenwise relobas to or could impact upon any asped of e Lineversity's educational programs. and activiles,
mciuding, but nod mited 1o, empioyment, admissions, pcademics, athietcs, ond shudent semices.

Semunl Mrsconduct ncludas, but is not miled to: (&) “Sexunl Heressmeant” as thok term is defined under Tiha X
{B) “Sanizal Horpssment® as that tarm is defined under Tithe W1, (C) “Sexual Explotasion®, (0 “Secunl Yiolance®,
(€} "Dabing Vickance®, (F] “Domastic Viclence”, and (G) “Stallang *

& SEXUAL HARASEMENT UNMDER TITLE IX
Seaunl Harassmaent under Tithe 04 reans condiact o the e of <6x, ocouiring within the Uinited Siaes, wihich
salisiies o of moee of T lollowing cabegonies

i) AR ergloyes of e Univesity condiioning the provesion of an ad, benedil, of service of the
Linkversty on an indeadual’s pamcipaton in umsweloome sexusl conduct,

(] Linwelcome conduct delemuned by a reasonable person o be S0 Severs, pervasive, and
obpeclividy olfeisive that i eflectively denks @ person equal Aeoess % M University's echutation
program oF Bcirety, or

(3 Sexunl assall” as defined in Se Charg A, of “daling vickence,” “domestic wolence,” or “sialking”
o definad m VANA

I erchier b e ihe requipements of Titk L, ihe Complainast must be participatng in of aliemping to panicpats
in an educolon program oF actyity of the Linrsarsity of the s o formal complant (e that e is defined inthe Tk
X mmplementing reguiations and as set forth n the Procedunes. accompanyng this polcy) is filed
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B. SEXUAL HARASSMEMT UNDER TITLE VH

Sexual harassment under Tithe Vil is gefined as unwelcome saxual pdvances, requests Toe sexeal (ewors, ond any
oltver verbal of phrysacal conduwet of & sexial nalure when:

(1) Submession 1o such conduct i mede aitvr exphcitly of imgkcitly 8 160 of conditon of an
@ Submession ioof rejechon of such cordsct by an indiadusl = used as the basis for employment

i3 Susch conduct (5 S0 Savie, persislent, of penvasie tal il has e purposs of alfect of unieascnatsly
inleffennd with an ndiadual s work perfomrmance of creating &n mbmsdaing, hostie, of ollensie
WOIRING Earonmen

In delermuning whedher 8 hosble emaonment exdsis, the University vall condader the iotality of

mchudng Facions such & the aciual impact Se conduct has had on the Complaman, ihe nalues and sesenty of e
condict at ssue the Weguency and duraton of the conduct, e relationahp between e pares (includig
pccoungng for whather one indrvcusl his power of authonty over tha other); the respeciive ages of the parties; the
conbext m which tha conduct ocoumed, and the number of persons alfecied A person’s adverss sulbiaciive: reachon
o conduct s not suffcient, i and of isell. 10 esinbish the exsience of a hostile environment.

C. BEXUAL EXPLOITATION

Seounl sxplofnbon s o type of Seaunl Msconduct thal means. purposedully tnking seaual advantage of anofher
person for the benalit of cnesel or a third paety when consent i not present. This inchedes, but is nol limitad 0, the
Tolloring achons (ncluding whan they ane dons vin elacirorss means, methods, of devicas)

*  SEUa] WSUNS of permiflng ohers 10 wilness of obaarve the sexual of milimsais activity of another
PErsOn wWilhout ol person's Corran;

* Indacont or lewd expose or nducing olbars o gxpose themsebes when corsent s nof present,
s Reconding amy person engaged in sexial of inimabe sciily in 4 prvae space withoul thal persen’s
N,

¢ [isiritnding personal sexunl informadon, mages, or recordings abeul another parson wathout that
parson s consant (appiies aven if the wisos wera originally obianed wish consant);

»  Reciung, harbonng, Fanspoeing, providing, of obitaining another persan for the purpese of sexusl

¢  Inducng mcopaciinfon in anathar person vath the miend o engage m sexual conduc, regardiass of
whather prohibited sexunl conduo scunlly ocours;

»  Prostilutng anothed person; of

+  Encrengly fransmitting o saxuslly ronsmiied disease (o onother person through saxual pctiity when
that person has not consented o engage i such seoual activity

0. SEXUAL VICLENCE

Seoual volence inclides sexuad ossaull, seaunl batiery, sewunl coarcion, and repe. Seasal wolence nchades
MHHMmeHuMMWMQWEMdmmm
of their iemposany of peamanent meanial or physical ncopacity, becouse thy are belew the mnamum oge of consent
0 the applicable junsdiction, of becouse of their incapactation due 1o e use of drgs andior aleobol. A Single
nsiance of sexsal violenoe may be sufboenily severs to demy of bmil & person's abilty 1o particgats in of benelt
Trosim e Liniversaty's programs of activites, and, thenalons, consiiiute Sexual Mecondud

Werbal misconduct of any msconduct nol inobang unwanted sexual touchng does ol conshiule sexsal wolence
under this policy, but mey corelitute arather Tom of Seoisl Mistonduct
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Seownd vickence inciudes
= Samsnl assault sexusly perairabng, afempling o secually pensirate, of having sessal corect with
anotheer indrvedieal By banca of thneal of Tonce, silboul corsant, of whede e indhecual is incagaiyied.

+«  Sgaunl ballery non-consarsunl ouchenyg (clothad or unciothed) of the intimals body parts of another
PErSon in @ seunl mann

»  Fape penelration, no matier how shght, of |e vagina of anus with arry body part o objact, of oral
peneraion by & S6x ofgan, Withoul Corsant

«  intenbonad contad of o Seaunl natuee with tha body parts of anothar, cousng anothar 10 iouch one's
avtimate pars, or disiobing o axposung of anothar wathoul consent.

E. DOMESTIC VIOLEMCE

Domasic wolancs inchades scts ol violencs commilted by (1) & curment of formar spouss of mtimale patner of o
mwut{-:;mm-mmcmwﬂmmﬂnm () & porson who is residng with
of hars fisidied wath the Comglainant a5 o spouse of mlimale porined @ thie pnod hios (3) years, (ivh @ person
sarnilarky sduntod 8o & Spowse of the Complenant under Rhode Bland knw, (v) any other pesson against an adult of
wiousth wie (s protected from thal person's acts under Fhode kkand law.

F. DATING VIOLENCE

Diarting vickenon masars violencn comimetied by o person {1 who 5 of has Been in a social relationship of a romanic
of it nasthurd wath the Comglainant, and (i) whena th coestencs of such anelabicnship Shall be detgrmined basod
o 8 codysideration of the Tollwing factors

s Lergth of the relationship,
s Tha type of fe nelationship, and
« The frequency of infarachon batwesen the persons mvolved in fherelationship.

MMWW.MEMMM.MMWWMMW.HMMW.
s@inl, verbal, o cmaohional abuss i oonirol ther dating pariner.

3. STALKING

Stalong meaans engaging n 8 course of condud directed al & specific person thal would couse a reascnable person
1o 1) Tesar for their safety or the salety of athars; of (i) suffer substanbad emabonal disiress.

Fior the purporses. of this dediniion, “course of conduct” means o oF mene ects, nciding, bt not imited o, acls in
wihich the stalker directly, indrectly, or through theed parties, by any scton method, devica, oF maars (incheding
sacinl media) foliows, morstors, oirserves, surveils, Shrealens, of Ccommunicates 0 of aboul & person o inberferes.
with & person's proparty,

“Reasenoble person” mapns a reasonable persen under similar cicumsionces and with simdar identities o the
L

“Subestontsal emotional disiress” means significand mantal suflering or anguish that moy, but does nol necessanly,
requre medical oF other professonad reatment of coursaing

Stallang inchidas cybersialiong, which is o form of stalking occueming in electromnc media sich as the infermet, sooml

mistwaiis, bhos, oall phones, Exls, of emsls hal ane used 1o pursoe, haress, OF [0 Msks urmssloome conbacl with
ardifed person in an undokeibed Tashion

Examples of staling mchuida: urrssdooma ond repealed visual or physicol proximity 1o @ parson, repeated ol of
wrillen ihiesals; wwelcomediunsobicted willen commufcabions, mokdng lelers, cands, Eds, emals, nstant
MG SnEs, OF MESSAes 0N Locinl medsa of message bulletn boands,
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H. COMNSENT
Consent & & muiual, volurlary, and rlomed sgresment 1o parficipate n specific sexual acls with anolhes person
that is ot achesved thecugh manipulabion, fonce, or coarcion of any kind nd that reguees having cognatee obeliby
to mgres o particpate. Consend requires on owhaord demarstration, theough mutunly undersinndable words,

conduct, o achion, indcating that an mdwidual has Tresly chosen 1o engage in the specfic sexual acts. A verbal
"o cowesiinies ook of corsent, even if it Sounds insincens of ndecisive

Inpaimment of Acapaciiation due to alcohol andion dug wse, permanenlTemporary psychologcal of physical
deatiity, and being below the oge of consem {age sixtean [16] in Rhode Islond] ore Taciors Sod detroct from o
maka corsent mpossibio.

Silenoe of an abrsence of resistance doas nof mply consent, ond consent 0 engoge in sexual actaty wilh ona
parson doas not mply consend o angoge N sexual actvity with another. Even n the conbex] of an ongoing

, consan] migst be soughl and freedy given for aach spacific seounl acl. Consent mioy be wihdrosn o

oy e Whan consent 15 withdramwn, saxual acthaty must mmedintaty siop.

-

“Force” i th use of thdeal of physical solence of inlrmidabon W avercome an ndnadual's ireedom of
will t choose whether of not 10 pamcpate in sexusl acinity. Thens S no requinement thal & party ressis
the sl edvonce of request, but resistanoe shall be viewed 05 o clear demonsirobon of non-consant.

“Coparcion” is the use of pressuma o compal angther mdiadual 1o meliale or coninue sexual activity
agmnal an indeadual’s will Coercion Can mckide o wede rangs of behensors, inchidng nlimidation,
miarspulaticn, tieats, and blackmail A person's words of conduct ang sullicsant 1 CONSSIUTE CoBCon
il thiry wrongfdlly ampair anotier mdiadual’s freedom of will and absity to choose whether of pot o
engage i sexual acimaby

“Incepacitabon” means the person is mcapable of gnang consent. A parson 5 mcopacinted § they are
in a phiysical of mental stabs sl makes thesn unabls 1o make a knowang and voluniany chice o engages
in the Specilic sexual 8cts. A persom My become incapaciaied due o marry Bciors, incuding the wes
of aleohiol and'ar drugs, of wissd 1he pefson & atheap of UNCONSCIOUS, of dus o wilelechual of ol
disabiity, When delerminng ncapaciiabon, e inquiry is whethes a sobar, reasonable person should
hawwsr ke thaat Bhe person wars incapacinded ond oould nol pronede consant. Ona's oan infoxication
15 nol on exouss b foehare o recognize ancther person's moopocinion.

Seoound contnct whike under the induence of plcohol or other dnegs peses a sk o oll paries. Alcohol
ond dnigs mpar o persen's decision-making capacity, mwarenass of the consequances, and ability to
make nicemad jdgments. | is especinily imporiant, thesedore, That anyone engaging in sexusl activity
b= e off the othar parson's. leeel of miomcotion. I here s amy doubt as o the leved or extant of the
DEher PErSOn's ETioaiCalion of Impainment, the prodent course of SCBON S W g0 Of CRase Arry Sexisal
conilact of achuity

Mo singia factor is determinative of mcapecitabion. Comenons signs ol Semecns 15 ncapaciated may
inchede shered speach, oondusion, boodshol ayes, the cmel of seohol on Brealh, uhsiesdinecs when
wlking, vomiing, urusual behivior, el
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n, TITLE IX STATEMENT AND COORDINATORS

1 i th podicy of the Liniversity 1o comply with Tithe 1X of the Educaton Amendments of 1072 and it implamantg
reguinbons, winch prohibit disciminaion bosed on sax i tha Linversity's educational programs and activitias,
inchading employmen and admissions

Thar Tithe I Coordinator and Deputy Tithe X Coordinators ara responsibla for the oversighl and imglementation of
this policy, The contact iméormation for the Tile X Coordnaton s

Addrass: Foom 114 Corlots Administrabion Budding, 75 Lower College Road, Kingsion, RI (2881
Phaone Mumbes: 401-0874-5553

Email: hxcifetol uri ey

I REFORTING ALLEGATIONS OF SEXUAL MISCONDUCT
All reports of Saxusl Misoonduct must be submimid 1o ona of the Molioeing ndnadusts

L Ihﬁmﬂi%ﬁaﬂdﬂnh’mmm whi is tha Liniversity's Tila B Coordinador.
The Tele 1% Coordinaioe is the Ureversity officol chorged with coordinoling complionce with Tigie 1X and s

ImpaTBng regulabions.
« A designated Deputy Tihe [X Coordinator

= An Official wath Authonty, who 5 0 Uneversity officer who has authonty o mstilsie comective measires,
spaciicaly the Precadent, the Provost, Vice Presidants, Deans, and the Asssiant Vice President of Humaon
Ragolncs Adminesiraton
Specific miprmation regardng meporting procedunes can be found in the Procedunes accompanyndg this polcy

Tha Uneversity encourngas mdnaduals o reporl Seagal Misconduct mmmedialely. However, the Linfearsaty replizes
thal indrnaduas who hawe been subjectad 0 sooual misconduc may desing o maninin confidensinlity. A person
wha wiches o lalk confidentially aboul their siuabion may conbac the confidenbal rescurces. dentilied in the
Procedutes, acoompanying this policy Addionaly, ndvaduats who hiove been subgacied o sexual offenses. may
s sesk help from of_compus ofgarizations that have tamed professionols able to provde assistance O
CEMpS Pesouices ane alsd dentilied in the Proceduees accompanying this policy. However, (hese ofganizetions
mre nof assncinbed wilth the Univarsity and thersdore: dsclosuna wall nol ingger & Unreersity invashgation ndo the
inciiant

Linkess desagnated os o confidantal resowrce, tha Lineversity encourngas all members of the Liniversity commity
to report ary and ol inslences of possibie Seaupl Misconduct, aven if they ame unsure whather the conduct mses o
the level of o wodabion of this policy

B 5 a winlahon of this policy o relalinke agans] any membar of tha Linbmrsity comemmunity who reporis of assists in
miskireg & repord of Seounl Misconduct of who parbopitas in the invessignion of & repord in any way. Parsons who
babewe thay hove expenenced refaliohon m wolnhon of this policy should make a report in the monnesr sef forth
bt i Mhis Secinon:

W. APPLICABLE PROCEDURES UNDER THIS POLICY

The Liniversity will mmvashigale ol reports of Sowunl Mesconducl. Upon receipt of o repon of Seausl Misconduct, the
Trther 1 Coordmator will review the alagations and delorming the applcable procedures. which will depansd 1pon:

(1) the status of the Complamant, [2) the siatus of the Respondent, {3} the locabon of the alleged conduct, and (4)
the nafuna of the alegtions.

«  Formal eomplamnts of Sexual Harassment St meal the apphoabla defimitions under Tithe DX, a3 361 lorh
i thees Procedures sccomgaming thes. policy, will Tollow 1he process prescribed by the Tile 0 tegulations
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puldshad on May 18, 2000 by the US Depanmant of Educalion and sei forth in the Procedures Bl
accompany this policy, s amendad from bme o ime

+  Reports of Sexusl Misconduct nod under the jurisdiction of Tille 1% that mvolve shadents will ba
mmmmmmmmmamwm
nclu'sivdeniconduct conduct-systems and in the Student Hondbook. Reports of Seaxunl
WWHWWWanwHMaummm Edqual
Oppoartunity, ard Tithe 0.

«  Feports of Seaunl Msconduc mmeolving Affilstes, contreciors, vendors, guests, or visiors wil follow
e process sol forth in the Procedures accompanying thes policy

If & report of Sexusd Mesconducl & found 0 b substantioled, the Universty will @aie ppproprinie comaciie,
disciplinary, and remadinl action o Sop the mappropaate conduc], address its offects, ond prevent its recurmence

In Coertnn instancos, tha Uiniversatly s rogquinsd bo mpon the outcomes of msesbgabions mgarding seocusl missoonduct
under this policy, particulorly mstances whane an employee 5 placed on admnisitative loove or has modifed
ampyTnEnt, 1o stabe of lederal agencies that an pronicing suppon 1o the Uneeersity, mcluding reseanch grants and
olbrr Sponsored maarnds

Wi, ROLES AND RESPONSIBILITIES OF UNIVERSITY COMMUNITY MEMBERS
A Title X Coordinator

It = thed riesponsibality ol B Tie IX Coordnabof to (1) recesss complanis of Sl Meconduc] under thes policy,
inthar denecthy of indrcily, (2) nifer complaints thal fall wathin th jurisdiction of Titke D¢ b the Title 1 prociss and
el complaints that do nol fall under Tithe 1X (0 e approprabe process, |3} owrses S apphcalble processes of
rirponding 10 Sexual Mesconduct complisnts, (4) owersed th: Uinivirsity's Seaunl Meconducl prisvention education
o braining programs; (5] identify and sddress any patbems of systemic protdems thal anise during the review of
Seonund Misconduct complaints; (6] assis! members of e Uiniversity community m undarstanding that Seocusl
Miscondud! is prohibited by thes pobicy; (F) answer questions about this policy, (8] ensure thal employess and
shsdents ane awars of the procedures. for reporting and addressang complants of Secual Misconduect; (9) monitor
full comphance with Se requirements and bmelines specified n the Procedunes adopied under this policy, (10)
eorduct periodis camgues climate sunays, and {11) compile an annsal tepor on incdents of Sexual Moonduct

Tihe Tithe KX Coordmaton my consull with offwr Unevesrsity allicials and kgal coursesl i necessany when carfying
O s under this: policy
B Deputy Title IX Coardinators

it is the responsibikty of the Depaty Titke 1X Codrdinators o0 {1) assst membars of the Uiniversity commanity in
undersionding thal Seounl Meconduct is probebsiad by This. pobcy, () onseer questions. aboul thes policy: (3} ensure
thal emgloyess and siudents ane owore of the procedures for feporting and sddressing comglamis of Seual
M=condudt, (4] implamenl of designals applopiale persons o implement the Procedures sdoplid undar ths
policy; and [5) provide regular updates and informaton o the Tk (X Coordinaton

It i furthwr the responsibility of e Deputy Titke D¢ Coordnater for Education, Prevention, & Outtanch o eoordinats
disseminabon of information and educabon and Faining programs

The Despusty Tithe L% Coardinators may consull with other Univissily oflicials and legal counsel a5 necissary wihien
CAMTyINg oul their duties. under this poicy,
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[+ Administrators, Deans, and Other Managers
It s e responsibiity of admirstraiors, deans, and oiher managers (e those el bormally supervise olber
amHcyess] 1o
» il Eployees UIer Bl dinechon of SUpenvision of i poley,
= Wyork with the Tide [X Coordnabor and Deputy Ttk L Coonrdinsions o smpdemsant education and iraining
progrms for employess. and studanis. and
»  Imgilemant anvy comective acticns that ane imposed as a result of findings of 8 vickation of ths palicy
. All Employess
I is i responsbilty of all employess o review this policy and comiply with it
E Students

Il is the: responshiity of ol studants (o review this policy and comply with £

WL AMNESTY

The: health and saliety of every shudent &l the Urnesrsity i of mimost mponance. Tha Uniersiy recogrizes hat
students wiho hawve been drinking ardos using drugs (whelier such use & volunlary of imveluniary} at the tme hat
an incident of violencs ocours, chuding, bul nol kmiled 1o, domesic veokencs, dabrg vioknos, stalking, of sexual
assul, moy ba hestant o repo such incidents dus to fear of polential consequences for their own conduct. Thea
Univarsity stiongly encournges shudents 0 repor] incdents of violence to mstiution officals. The mporting party, a
brystonder acting m good fash, or a reporting indidunl acting in good fasth who disdioses any incident of viclanca
o the Lirweenrsity or I enforcement will not be sutgect 0 the Uiniversity's shedent conduct code for volasions of
alooisod andiod diug use polcks. OCUming 62 of near th bme of e comimission of te ncident of vislencs:

Wi, ACADEMIC FREEDOM

Withila the Uneversity i committed o the panciples of free nqury and free expression, conduct conshitubng Senanl
Masconduc is neither kagally proteched axpresson nor tha proper exarcise of acoademic freedem

X REVIEW

This polcy i manisned by ihe Universiy's Tite X Coordinaior. The Tie X Coordinator will teview fhis polcy
requimiy, with the asseianca of the Deputy Tl (X Coordnabors and legal counsed . The raview wall copiure evohng
legal requirements, evaluate the supports and resources avoilable (o the parties, and assess the effectivenass of
ther Procedures acoomparyng thes policy. The resiew waill moorporle on aggregale v of reports, resolubions, and

X DESTRIBUTION

This pobcy will ko deseminaied widely to the Uinversty community through email commurecition, tha Urwmrsny’s
:ﬂhmi , ICiusion N onentation progrems or emplcyess and new students, and thiough ofhes eppropiate channals
COTITAINICOSON

Maolhang m this policy or associnbed matenpls shoukd be interpreted 5o o5 (o limit the Univarsty's: nght o resobe,
nyvesigate, andor lake discpinary ecion ogansl any improper conduct of 8 sexupl notue evan though such
conduct s not of the Type, Severtly, of pervasheness thal corsitutes Sexual Miscorduct as defined i the pobicy
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PROCEDURES for Policy on Sexual Misconduct

Effective Date: September 14, 2082
I Folicy # 01.001.3

I, Introduction

The Lineeessity’s Seocual Meoonduct Pobcy prohibits. Sesual Meoosnduct Seonaal Miscondct 5 any fomm of sexuesiy
harend Bahanaor by students, faculty, sialf. adminstralors, affibsies, wsilors. guests ond agents, reprosanbaivgs
and employecs of contracions of vendoes, which hos the offect of demang Somaeona participation in o e benafils
of @iy Linhvrsity program of nctivity,

Thase procedures, as amended from fima ko bme, hing boen established 1o enswe comphance wilh the abowe
policy with respect b Soounl Hormssmant prohibibed by Titk 1 of the Education Amendmients of 1972 and to Saxual
Miscondud alleged to have been perpetrated by parties other tham siudents, laculty of stall. Other procedunes. wil
apply to other foms of Sewual Misconduec nof covenad by Titke U such as Sasxied Harassmeant as definad by Titke
Wl and Seoual Misconduct oovered by the Shudent Hamdbook

Cecsbions: regarding hese procedures should be deecied 10 e Tile 15 Coordinator,

. Reporting Sexual Misconduct

Any person may rigger the Liniversity's response abligations by reporting sexsal mescondudt o the Trle X
Coortinator, 50 a Deputy Tite UX Coordnabor, or Officed with Authoriby

Thix Tethe | X Coordinator it Assisiant Vice President for Erderpeise Risk Managermen] Kara Larsen

Carioi Administrabon Busding, Foom 114
T5 Lower Collegs Road

R 881
# -BT4-55050

Mdlbﬁl
The fellowing are Deputy Tithe [X Coodinators

¢  [grop Powing Smasey, Director Offios of Equad Opportunity, 301 Carloth
Aciministragon Buikling, 75 Lower Colage Road
A08-AT4-4020

dorca _padinogiiun ady
¢ esh Labele, Deputy Tithe 1 Cocednator for Education, Cutranch & Tranmng
Toodell 126G, 3 Keaney Food
A01-BT4-5222
klabwslesiun edu
= Kacey Light, Chiel NCAA Complance Dfficer
MCAA Comphonoe OMce, 3 Keaney Rosd, Suite One
A0 -HT4-5457
khehtiimin adu
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e T

Offfece of the Prowosd, Green Hall
A01-874- 2497

mibcdahum sy

Kathleen Sharnon, Assistant o e VPR ion Siroleqic Infsaimes
Diretsion of Resesch and Econcmic Development

d01-874-2408

Kshannon 11§ edu

Crarsgdli Dennes, Enlesim Daan Coflege of Educaton and Prolessaonal
Studies, Providence Camgus

401-277-540G
i

canelle dennsgiun. edu

Diwaid Smith, Associale Denn Academic Alnirs, Graduale School of
Croaanography, Normaganses! Bay Camgnes
401-8T7481T2

s edu

The folkowang are Officeats with Authonty,

LI I D I I B I I R

Frasident — 401-874 .40

Proscet and Vice Progident for Acodemic Affoirs-. 401-874-4410

WVice Presadont of Admirssiraiion & Financs . 401-874-2431

Wice Presadent for Reseanch & Economc Development — 4018744576
Wicr Prosadint lor Student Affars - 401-874.2437

FAssisin Vice President, Human Resource Admimisiaation - £00-874-52T0
Dean, Admissins — 4018747100

D, Groduaste School ol Oesanography - 200-874-6222

Darirn, Liniversity Libroraes - 01 -874-4600

Daan, Groduate School — 4018740450

Doz, Cotlbergptr of Busineiess . 401-874-4348

Dann, College of Emifonment & Lile Soences - 401-874- 2057

Daan, Colloge of Phamacy — 4018745003

Durir, Coolbiiptr of Hibalth Sciences - 401 -574-5530

Daan, Linversiy College for Academic Success — 4018745505
Daan, Colloge of Ars & Soences. — 401-874.4104

Daan, College of Education and Prodessional Sludes - 401-874-5580
D, Ciollagps of Mursing — 401-874.5334

Daan, College of Engineerning — 401 -874-2 1865

The person whio reports. does ot nead o be the Complainant (7o the person alleged 10 be the woim], & repoet
wmw-mm-mmm&:um may have oocurmed and requires o responsse
by Lireseasity

The Compkanant retains control cver whether, and whin, thisy wanl thi Unnersity 10 respond 1o the Secus
Miscorkiuet caperenced by the Complanant

The following ore confidental resorces avadabia to o Complamarn:

Wiokence Prevenion and Advocacy Serdces (VPAS] 401-874-013
The offices ane localed n the Poltar Bulding

Crunseling Center $00-874. 2208
The oifices are located in Roosavedt Hak, Room 217
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"+ Health Servaces 401-874-2246
Tha Health Servicas clmic is locobed in the Potier Banlding

#  Poychological Corsylinbon Centes 40 -874-4281
Tha Center &5 located m the Chales Buiklng

am of & Frobamity Cacle

Vichms of secunl offonses may atso file o creminal complaint with low enforcement

Wichms of sexal offenses may atso seck hedp from of -campus tigorszations thad have mined professonals able
to proside assistancs fo vicims of Seunl Violence. Thase crganiznSons are not pssocialed with tha Uinversity
and therefore disclosure will nol Mgeer & University investigabion info the incident. Vichms. may comtact the

s  Uriversity of Rhods lsland Pobes Depanment: 401.874-2121 [Emergency),
401.BT4.4910 (Mon Emengency)
The Pobce Depariment & located st &5 Briar Lane

+  Local Law Erdorcedmsent 9491

Folirwr) OIGOF2ANONS 10f HEsstane

o Dy Crsa: 1-800-056-4 100 {24/7 suppor)

= Simte Viclim of Cimes. Helpling: 1-B00-454-8100

= Women's Resowrce Cented of South County” 401-T82-3000

*  South Coundy Hospital ER: 401-TE2-8010

= Wormnen & Infanis Hospiad 4010-274-1100

= Rhods [2land Coalton Agars] Domesic YViskemos: $00-467-0040

Response to a Report of Sexual Misconduct

& Upon recernng o report of Saxual Miscondud, the Title (X Coordnptor or & designated Deputy Tiks
[¥ Coondinaiod will conduct @ prefimanary assessment b delermine

» Wi the oomdcl, B reporied, talls or could Fall wilksn (R scope of the Policy; and

" ?ﬁ?hM.mMMmmﬂmmﬁﬂmHmm

As part of tha praliminany assessment, She Titka X Coondinator or designated Deputy may toke

mmmgmhummdum“ﬂmﬁmmd thr Compdasnond, if such idenbity is not opporent from
report

i ther Titke 13X Coordinator o designaled Deputy deleemmnes that e conduct reponed cold nol (ol
within the scope of the Pobcy, end'or could nol constiute Sexunl Hassment undes Titke (X, evan if
imvestigated, the Title X Coordinator or designaded Deputy will close the matier and may notify tha
reporting party  doeng 50 is conesstant with [ha Famity Educational Righes and Privocy &t TFERPAT),

The Ureversity will investigate repons of Seousl Misconduct against students thal do not meet ha
defrson of Sexasal Harassmeand under Title X m occoedance with procedures described m tha Shadent

Handbook

Hepons of Seousl Mesoonducl mvolang emplvess hal do ol meed the defirbon of Sexal
Hararssmesnt under Titha 12X wall be invesigated n acoordance wilh procedures estabished by the Human

Reesguree Adminisirotion ond the Office of Equal Cpporuny
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It the Title 1% Coordinaton or

detanmenas thal the onduct reporied could Tal wilhen

idersannaied Depaty

the scope of the Policy, the Tile X Coordnafor o designated Deputy will processd 1o condact The
Complpinant o dscuss supporiies measures, a5 508 forth m Pord 8 of this Secton.  The Titie X
Coordnnlor or desgnated Deputy will consider the Complainant's weshas regardng  supportiee
mwasunes nd will inform the Complamant of the ovilpbadity of supportive measures with or without the
filrwy of & formal complaing. The Title 1 Coordmator o desgnated Deputy will dso axplan the procass
of fikrg & Tormal complaint and prosvice opbions Tor Bing complaints with e local and Siate police and
proside information about resources tal are availabla on campaus and in The comrinty

B. Supportive meassnes

Supportive meisunes & ovailable o both the Complunant ond Respondant and wall be offered
regardiess. of whethsar & fonmal Ccomgiaint &= fhed.

Sarveces am mdneduakeed, e | o 1o e uigue crcumsianoes of the party and o mossunes
chirsigried bo rosiong o proserad ok 10 Bhe Lintersity's educalion program of activity, inchding
mensires designed 1o pralec] e safely of all parbes of the educalion erveonment, of dedor
Sanousal Mescondud

Th Uineversity wall delammin the raasonabloness, neceialy, and scope ol any Suppoitng
msasres, which miay inchade

Mo Cortisct Order: A Reporting Party or Reiponding Party may request, or the Uinhoorsy
fruy Impase, communicabion snd contsc] restrctions (o prevent furthior polentsaly hammiul
nteemction. These commumcations and contact rescions generaly preckida in-parson,
Ietephone, aherironic, or thind party ComMUNcaions.

Acecemic, Emplayment or Resadonce Moddications A Repoiting Party of Respondeg
Prarty mudy risquesst an academic of emplaymsnt sccommadation of o change in residenco
after & repart of Sexsl Misconduct An indeidunl who requests assestance m changing
i scndemad of fving Sftuaton afier an incikdent ol Sexusl Miscorduct will redens
appropriabe and reasonobéy availabls accommodaions. These maymcude

= Change of residences hall room

o Chngd in work sssigrment of schisdule,

= Provading an esoon 1o facikale sale movemant bebwesan classas and acirabes,

o Academic acoommodatons, indading a change n class schedule, {pking on
inComgiate, roppa & oMurse withoul penalty, prosveding an acedemic huor,
axtending deadines for assgnments, reschedulng cxems ond assgrments,
providing afiemative Course compéston options, of alowing a veluniany eave of
absence; or

o Provading medicnl services availobée theough the Liniversity chnic

Ermilicnal Suppor Coundsng and emobonal suppor is syadable o any shden thiough
i Cioumseling Cented free of change Tha Uiniversty will also assistin providing @ releral
10 &l COMPUS BRENCies

intarmm Separation: Whare the report of Saxual Miscondud poses an ongoing sk of kam
o the safety of well-besng of an mdnadusl or memibers. of the campus. commurety, 1ha
Linhvirsay my place an mdividual of ooganizaton o lerim SUSpension of imposs ke
T an edmployee . Pending nesolution of the complaint, he mndividisal of ofganizaion may
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bear dersad socess o campus When mileim suspension of leave & imposad, the Uiniversiy
will maka repsonable effcrts o compilate the imvestigabon ond resoluton within: an
expadted Bme fromae.
3 Supportive measunes will nod be punitive, disoplinary, or unveasonably burdsnsome aginst any
Pty

4. Hihe Respondenl s @ shadent, the University may memovs the Respondent from on sducgon
EOgram of actnaty on an emergency bass, wath or without a pending grievance process, bl the
Respondent will be given notice and an opporiunity 0 chaflenge tha removnl

5 The Linivirsity will attemet io keep B supportive Measures confoential uniess deng oo will impag
s Uriversity's ability 1o provide them

Filing a Complaint

A formad comiplomt mary ba filed with the Title X Coordnator i person, by mad, or by electrons masl smg
e Toilioranire] corflact informmation:

Address Hoom 114 Carofli Admiresiraton Buikding

Fhone Mumbar 401-874-5503
Emadl tmoifetnd ur edy

O ol al
hittpes et unl ettt report
The Tithe X Coordinaios may, in her discretion, e o lormal comglaint on the Complainant's bahall

Il @ Compininant proceads. with filing a formal complant, the Tithe |X Coordinator or designated Deputy will
determing whather, &l the ime he complaint i Ted, e Complanant was panicpabing in of atlemping o
peticipate i e University's education program of activity, whethes the alleged conduct oceismed i th
Uinited Siases; and whather e alisged oomduct mesis the defirmton of Sexual Harassment undes Take BC T
these criterin e mat, tha Tide (X grievance process will be starfed

Edducabaon program of actvily mckidks all the operatons. of the Universdy, nchading Beations, eaents, of
croumstances ovar which the Uiniversity exercises substoniial conirod ower both the Respondant and the
contaxi m whach the allegaed sexual harassmant ooours, and mcludas any bulding owned or controlied by
o siudant orgamzation thot s officinlly recognized by he Univarsiby.

I she aborve critiana ane nol mal, the Titke B Coordnalor or dessgnated Dapaty will refer the pllegation io the:
oppropniaba oitermabive process. For complarts myvoling shadents, the Title B Coordinator wall refer the
nltegation o the Office of Studant Affars. For complants invohing employess, the Titke X Coordinalor will
reder the alisgation to the Ofice of Equal Opporunity

Lipon receipt of a complamt, wnthen notice wall be provided o the parties. The notice wall ncluds the foliosing
T A

« spacific detmls about the plleged incident of Sexunsl Horossment, inchudng the idonfities of
paaties avoived, conduct alieged 1o corsSiube sexunl harmssment, date and location

= 1N 0 prepane & recponce o e alegation

» e respondent 5 presumed nob nesponsible and Ml a delermminatson of reaponsidity i
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V.

imeascie Al T CONCRLISCHY o T QTEvaIce [Rocess
hm“mﬂnmmuﬂmﬂh:%ﬂmmwhmm
et el TiEes, ITREry iPTSEect A Fes e Baidance
he pertes are ot proibied Trom dscussing he alegations of gathening evidence and ey
wwill heenvey &N esqueal opporunty & presand relavant evidente dhal ey gather

= e paries will be prosided sdvance wimen nobos when imiled of expeched o pamicipals m
ain Elenies, mesting, of haafing

+ e fromaes bor different steps of the gnevonce process.

= he proviskon i the code of concduct tht peohibils misking Kiowarsgly fake staterrents ol
encewingly submitting faksa informaton during the grgsance process
restaliabnon peohibied
opton for mfcemal resolition process

The Tisa X Coordinalos may demiss @ complaint i

= ihe Comglainant nobfies the Titke DX Coordnaborn n wibing hat thea Complainant wisheas 1o
withadrmw i,
thes Regespanadent i no longer ennolied of employed by the Liniersity, of
specific circursiances prevent the Uinieersity from gaihenng evidence sufficient io reach a
detanmination of e Complsn

The Tila (X Coordinaios mus! demess the omgEaint f

¢ The conduct pieged m the complaint would not consitute Sexund Harassmend undes Tila L€,
aven il prorved; or

s The condoc alleged in the comgtami falls oulside e soope of ihe Polcy (18, because e
alaged conducl did mol Gotur i Be University's educabon pograms of actiebses andiof the
aBeged conduct oocumed outsals he geographic boundanes. of the Linibed Staies)

The Linivarssty moy consolidale Formal Complenis as o alegoions of Sexual Hrsssmenl under Tiike 1%
against mora than one Respondent, or by mara than ona Complanant agoimnst one of mona Respondents,
of by one party against the ofher party, wheee the sllegabons of Sexissl Harassment ansa oul of e same
Tacts OF CIfCLITSEANCES.

Oy the Title [X Coofdinalor & authonzed 1o inftiate the grevance process agaimat the wishes ol a
Complainant by signing a forrmal comglaint

Grievance Process

A Investigation

1 The Uiniversity will imestigate the aBegations. made in the complant using an objective outside
ivvestigator The investigator wil gather evidence relevant to he absged misconduct inchidng
inculpabory ard exculpalony evidanoa

£ The krden of gathermg evidence saufficiend b reach a detsaminaton in tha adiudicabion les with
e Linioersity and reol with ife peries

3 The parbes have equal opporiunily bo Teve olers presen] Ouring amy investigaive mlendew of
mesting, inchading the opportunity o be accompanisd by the advisor of thedr choloe, who may ba,
but 5 not requined B0 b, an pfiornay; The University will nod Bmil the chosce or presence of an
midvisor for either the comploinant or respondand in any meeing of misraes, however, the

221



THE

UNIVERSITY
OF RHODE ISLAND

— e e e ey " YU T g Y T T T

tha proceadng, il such restnichons will apply equally o bath partes.

Thes Uineversity comnol pccess, consader, dsclosa, oF othanwisa Usa o porty's records thot ang made
of maninined by o physician, psychiotnst, psychologist, or ofher recognized professonal or

pamaprofessonal acting n the polessional’s or pamprofessonals capacty, of asssting n that
capacily, and which ame made and mamiainad N connection with dhe prosison of Treastment o the
ity unibeess (e Univedsity obtasrs hat party's voluntany, weitlen consenl o 60 so

The pewties re not resincied from discussing the sllegobons under investigabon or gathenng and
presanting relevent evidence b the Investgalos

A paity whose paricipabion (s imited of expecied &1 an Fvesboalive inbsraes of meeting will be
prosaded written notice of the dale. tima, Iocation, particpants, and purpose of all nvesSigoime
niemvigws, of other meedngs, with sufficent Gme for the porty to prepore o parlicipate

Bath parties will hive an equal opporiunily o inspect and Reves afy sadencs obilansd as pan of
The investgation ihal i dirscily related io e allegations rasad ina fomal cormplaint, inciuding the
widence upon which the Linvarsty doas nod infand 0 rely i reaching a debermination reganding
responsibilty and nculpatory of excuipoiory enadence whether obtomed from a party or othar
sourca, 50 ol each porly con maaningiully respond o the evdence pios ko conchusion of the
nvashgntion.

Prood 8o cornpletion of the imeshgatne teport, the Unsversity will send i each party, and the pary's
ncvisor, if any, of least 10 doys poor to any heanng, the evdenca for mspachon and restiew inon
slectronic format or o hord copy. The parties ond thesr pdvisors ane permisted bo renveaw the evidenca
solaly for the purposes of this gnevence process and may nol pholograph or disseminobe tha
aviiance o the pablic

The parties will have 10 doys o subemil o wilten response, which e Imestigalos wil corssder pror
0 completon of the vwesligatie repon.

1 Aftar the pand for the partiaes o provida any vaitten response as specified abovwe hos axpired,

1hea inweestagnbor wall complete @ wiitan ashgation repor thal Eirty summarizes. the vanous
Sleps laken during the insvecligabon, summalzes e relyvani evidence collecied, Isis maleral
Tcts on which the porties agees, and kb matenal facts on which the pasbes. do not sgree Whan
The inwesigation repor is complete, the investgator will ransmit a cogry o the Titke 1X
Coordrator. The Tithe [X Coordinator wil also frarsmit the svestigation repon 1o esch paty and
thawr advisor, m eithar electonic or hord copy fomme The porties and ther advisors ame prosded
1hea rm:ﬂ't:rﬂn purposes of this complant resehsion process. and may nod disseminass the
napord b pubic

Hearing

1.

Haaring Offices

ARar feceipt of i Fvesigation repor, the Titke 0( Coordnator will promply appont 4 hearing
officer who will verses (he heafing process, The haaring offsoer many be mieemal of exlimal io he

Universsty depanding on the croumstances. The heanng olficer will preside over the saarmng,
detenming te reevancy of questions or evidence and ruks on obpclions

The Tithe 1X Coordnabor will call for & heaning panel 1o hear the evdence and render a detemminalion
of responsibibty for this alegatons al e condusasn of the heaging process
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The Tila X Coordinator will ses thal the heanng oflicer ts provided a copy of |e mvestigation
repon and a cofry of all eience transmitied to e paries by the imvestgatol

2 Motice of Hearng and Opportunity to Respond 1o the Investigation Report

Afser the haonng officer 5 appomied by the Title IX Coordnator, the heonng officer will promptly
trarvsmit writhen notica $o the parties nobifying the partos of the heamng ofScers appointmant, setling
o desadling for the parkses o subm oy wiitien nesponse 1o tha investigaion report, setiing a dale
for the: pra-heaning confesence. satting o date and tme for the haanng, ond provading a copry of tha
Uiniversiy's Haanng Procedures

Haither the pre-hearing confarence, noe the haarng ilsedl, may be halkd amy earker han fen {10)
coleridor doys from the dade of rmnsmitinl of the wattan nobce of heanng

A party's writtan responsa o the ivverstigation report must includas:

L]

To the exienl the porty disogress with the invesstigniion report, oy orgumsnt oF
commentsry regording such disogreament,

Ay afgumment that evidence shoukl be categonically excluded Trom comnsadaration al e
hearing based on privilege, felevancy, the prohibibon on the use of Sexsal hetory, of fof
vy olher reason,

A list of any witnesses that the party conlends should be requested 1o nfend e haonng
pursiEnt 50 an attendance notice issued by e heanng offces;

A It of any wilnesse tha the party inbends o bring o the hsanng without an atendances
nobice msued by e hearnng officer,

Ay obyechon that tha party has jo fhe Universty's Heomng Procedures,

Any requerst thal the parfies be separated physically dusing the pre-hearing conlerence
andior hearning,

Any olher acoomimodations thal the panty Seeks with respect 1o The pre-neanng Conference
and'or hannng,

The maime and contact information of the advisar who will accompary the party &t the pre-
heasing conference and haamng;

I thes peaarty oS ool s B achvrsaor witd will Accompaimy the pamy &l e Reating, 8 request
mhat 1 Liniversily provide an advisoer for purposes. of concucting cross-aXaminabion

A anty's wiitten Fesporse b the investigation repee may also ndude

Aagumen regarding whether ey of the allsgaions i e complant afe Supporsd by &
préponderance of the evidence; and

Aygument reganding whether sy of iha allegaions in the complain] consthie Saxl
Harassment undar Tita X

3. Pre-Hearing Conference

Prior 1o the haaring, the heamng officer will conduct o pre-haanng confenanca with the portes

a

iher mdvisors. Dufing ihe pre-hearing conference, the heanng officer will decuss the haaring
procedures with the pames; discuss e wilhecses The parses have requested be sened with
notices of attendance andio wilesses the porties. plan 10 BNG to the heaing wihoul a notics of
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iibandancs; and resdhe any ofher maliers thel tha heanng ollicer delemminas, n T Barng
offaces’s descreton, shoukd be resolvesd balone the Mearng

Hotices of Allendance

Afer e pre-hearning conference, the hiaring officer wal transmit nolices of atlendance 1o any
Linrversity employes admanestrador, fnculty, or siof) or student whose aftendance s

mmmmuum The notice will pdvise the subject of the specified dale

and timea of 1ha heanng and pdvisa the subject bo contnct the haaring officer mmedsately f there
5 0 mpheriad and unavosdnbie confict

Thae recipient of an atendonce nobos should notify any manager, foculty member, coach, or
athar superdasor, os necessary, f alendance at tha heanng will conflict wilh job dulies classes,
of pthar chligabons. Adl such managers, inculty membars, coaches, mnd other Supenises me
mhmmm:ﬁmm,wmmmm,mm
e subpect Moy aflend Me heanng as specifisd in e mboe

The Unrearsity will not issue 0 nobce of aflendance io amy wainess who & nol an amiployes of
o shudent. il 5 tha resporsstelity of tha parlies b0 procure the atendance of anvy such witnass

. Conduct of proceading

The heanng wil be conducted five, with SImullaneous and contemporaneous paricipation by
the parties and ther advisors. Genarally, h Bearing will Be conducted wilh e hesiing o,
persormel logether in the same physical Iocetion Howewer, upon reguest of eithes pamy, the
parties will be separsted mn different rocms waih technology enabing the parties o partcipale
samultaneously snd contemporanecushy by widao and pudin

In thes taaning officer's decraton, the hearng may be conducted virtually, by use of vden and

The hesanng will be audd retonded. The auded recording will be made available o he pames

for rspechon and eview on redsonable nolica, inciuding fof use n preparng any subsequent
appaE

VWil thes Hesanng Procedunes ard rulings from the heanng oificer will goven the pariculars of
The heaning, each haanng will inchide, &l & minsmunm:

& Opportunity for anch party 1o address the heonng officer direclly and o respond 1o
muashons pased by the heanng officar,

= Dpportunity for sach party's acvisoer o ooss-examnag dinectly, omily, and m resl Bme,
relevant quastions, and Tollow up questions, of e olhed party and any Wilnesses,
inchading questions thal suppot or challengs credibsily;

= Dpporunity for sach party to mise conbemgarnecas olyechons o bestmonial or non-
tesstimonial evidanca ond o hevve such objections. ruled on by the haming officer and o
rexson bor the nuling provided,

s Opportunity for each paity 1o submit evadencs that te party did nol present duing S
inveshgabed cue o mislahs, inadvertence, surpise, of excusable neglect, and

= Opportusity for esch parky 1o make o bnal cicsing argumsant.
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Excapt a5 otherase permitted by the heanng officer, the hoaring will be closed fo all persons
excapt the partes, ther achisors, e investigator, the heanng officer, the hearing ponel, the
Title 1% Coordnator, and olhar necessany Linbwmrsity personnel as determined by tha Tigha X
Cocedmnator, Witnesses will be sequesiared from ona another ot Tha: hanng untl such Bme as
their leshimonmy s comglels.

Cuning the heamng, the partes and thar advesors will haee pcoeess B the imeestigaton refpo
and snvidence Bhad was transmitted o hem balorm the conclusion of the mmashigation

While a party has the night to attend and particpate in the hearing wih an adwsor, a party

i, nﬂmtmmurha m th descrofion of Sw heanng offices

Suityact b0 the MeEnEniEm FecuEremsants spaciied i thes secion, e neaning oo will Rave sos
discraton (o dedenmane the monnes and paricilars of oy given heamng, inchading with mespect
io tha length of the haarmg. Shie crdaer of the heanng, mnd questtons of admissbeity, Thea hosanng

cificer wall mdependantly and conbamgornecusly Soeon questions for rikroncn in oddion o
rsodang any conlomparnnaous objecions rised by (he partses and will explan the mtionol foe
arry evideniany niings

The hesing is not a formal judicial proceoding and sinct ks of evidence do not apply The
hearing afficer will v discrition to madify the Hising Proceduris, whin good causs axsts
@0 S0, and providesd tha M|mmﬂlﬂimmm

The hoaring ponal may consider the lestimony of any party of witness whalhor ghen during
thws rrwersitigaation o damireg B hisanrsg, o the paries joatly slipakate that the tstimony mey b
considifed of in The cote whiie neither porly nequesied allendance of e withess al T
Faaring.

In appiying this soction the hearmig pancd wil not diaw o0 rfierenco about e delermmation
Pispasrchreg responsibality based solely on 8 party of o wilness's absance from B e hoating
arwbion felusal 16 submit 1o questionmg by B panies sdisors

Thaa hasariirsg) el will il rcpuing, ke, Pishy upon, o clhinweisn use queslions of mndence Thal
conslituts, of seek dedosure of, informabion protecied wnded a lgally recognized pirilege,
wnkiss the person hokdng such pivileos has voluntanily watved D peivisge in wiilyg of
affirnatristy disciases, i mformaton (o Suppon an alsgation of deferss

Winimen dederminatnon

Afar the heanng s complets, e hoaring paned will objectvely avnluate ol relevant ewdence
codlacted dunneg fhe investigation, inchading both inculpstory and excuipalory evidencs, ingether
waith |estimony and non-lesimony evdence received ot tha heanng, and ensure that any
creditality determinations made sre nol Dased on A person’s siales & a Complanant,
Respoiident, of wilfiess. The hbanng panel will take caie fo exclisde fom considenson any
emdence hal was niled nadmicubls & the pre-heanng conference, during the heanng of
s it conshbiies impeimissible sesusl hislory infarfmation The haanmng panel will resole
dispaitied 1Bcs Sing a preponderance of the evidence (e, “mone ety than not”) standard
and rench B dalermination regarding whather tha facts thal are supporied by a preponderance
of the ewvidence constiie one or more violations of the Policy as olleged in the Formal

225



THE

UNIVERSITY
OF RHODE ISLAND

& detenmination and consulting with the sppropriste Linkversity officials ond Titke

After renching
13 Coordinator, the haanng pansd will prepare a waittan decision that will include:

-

identification of the allegations potentially constibuting Secund Harassmend under Titke
1€ mandia in the comgiloint,

A descrigtion of e procedural sleps taken by the University upon receipt of the Toermal
commplennt, thiough Esuance of the written ecisaon, mchuding nobfcabon bo the pames,
nfarviees with the partes and wilnesses, site wists, methods used 1o gathar non-
teestimoninl evidence, ond the dote, location, and people who were present ol of
presantad tashmony o the heanng

Findings of fact, mads under & preponderance of Te endence standard, thal suppson
I chelesrrination,

A sttoment of, and robionole for, each alegation thal constihies o sepamte polential
incident of Sexunl Hamssment under Titk X, inchading & determination regarding
responsibdity for each separnta pobentinl incidant,

The discpbng recommended bo the appropriats University offical depending on
withethest B Respondent i o shident, emphoyes, of third party,

Wihesher the Complamant wil recanse any onQomg SUEppcr maasunas oF othar remecdss
s detamined by the Title 1X Coordnatorn; ond

A descriphon of the appaal process

The writien dalermination will be fransmifled 1o the parses. Trorsmittal of the witten
detenmination o tha parbes conciudes the haarng process, subgact i ey nght of appoal

. informal resclution

Al arry tume aRer the parhes are peovided wiflen notice of e formal compland, and belone the
MﬁmwmmmwmmMTmmmmm

approval, o engage n medatbion, faciiated resoluton, or ofher fomm of dspute resolution the goal
of which i o enter into a final resclution esciving the allegations raised in the compiamt by
agreeement of the parfas.

The spescific maneer of any nlormal resohton process will be detenminesd by e porties and e
Tithe 1% Cordinador, in consulingon togathar. Prior to commencng the miormal resolution process
agread upon, the Tile X Coordmator vall rensm a wilien nobice o the portias that

-

Ll

Descnibas Me parameters and requinements of the nfomal resolulion process,

Icentifies the indivdusl responsible for faciléating the informal resolution (whao may be the
Tithe 1 Coordinater, anoiher Unversy official, of & suiabls thind-party);

Explans the effect of parcipating in mformad resolubon andior reaching a fnol resohibon
will hove on o party's mwmmm ond adjudication of tha pllegabons
ok 5508 in the comploind; and

Explairs any olhed conssquence resuling [rom panicipation n ihe infomal fesolutaon
process, includng a descrglion of records that vall be generated, maniaired, andio
Shadresd

After recerang the writien notice spacified in this pasragraph, each party must soluntanly provida
wittlen corsent 1o the Tise I Coofdnalr, belore Ths mformal resolulion may Commencs
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Vil

Wil

Duwring ihe pendency of the informal resolibon process, the mesbgation and adudicabon
processes that would cfhensise ooour ane stayved and all retated deadines are suspended. A party
ey withdri their corsant o participats in informal resolution & arry time belofe & resolubon has
ey ircalired

I the partes. 40 nod reach a recolulon through the mformal resohison process e Comptamani
may choosa jo proceed with the fonmal irvestigation and adudicabon process sutlined in these
EHOCBdUnas.

1 the porties mach o resolution thiough the micemoal reselution process, and th Title B Coordinaion
agrees tha the resoluton is ol clearly urreasonabss, the Title 1X Coondinator wall reduce the tamms
ol thes B et resolLionN b WITING Bid FYesant M rescibon bo the partks fof this withen signatune
Once both partses and the Tite 1X Coxdnator sign the resclution, the resclution is final, and the
alegatons pddressed by the resolution are conssdensd resolved and will not ba subect 1o further
rvastigetion, adpedcation, remadinbon, or dscplins by the Ureeersaty, exonpd oS othanisae prosided
in e fesolulon dsolf, sbsenl o showing Bl a parly induced the mesolulion by frasd,

misiepresanintion, of ofher misconduct of where requined o ovoid @ manilest njusbcs b ether
nﬂ':rl:r'l:ll'-Lllw'.iy Informal resclution reachaed pursuant 1o this seclion s nof Sulbect o
appeal i either party leaves. the Uiniversity and i no lnger pursuing of aiemping io pursue
Ureversify educabon program of acinity, the infomal resclution agreemen vl sxgpina.

Absent exdension by the Tisle Bf Coordimnator, ary informal nissolution process must ba complalod
vatthan Bavenbyore (21) calendar days. I an sformal resolution process oes. nol result n a resolution
within Baventy-one (1) calendar days, and absent an exensaon, abeyance, of other contrary ning
by the Tile IX Coordnator, the infrmal resolubon process will be desmed termminated, and tha
Formil Compdaint will be resolved purswuan to he mveshgaton and adudcabon procediees The
Tithe X Coordnator may sdust any time panods of depdines in the investigason andior
axcljuchcation prociss thl were Suspendod due 1o th informal rescilion

Remedies

Thea Liniversity will providie parsons whio have expenenced Senunl Harassment under Titke 1% ongoing
remedies a5 reasonably neoassany i resiore of presane access to the Uinfversity's education programs
of actvilies

Remeades may mchude the same sences offeted as supporte measures durng the pandency of the
grievence process, however, thesy nesd nod be non-dsciplinany of non-punitive and nesd not. avoid
hm-.rqunmum

Sanctions

Admiresiraiors, Eacully mambers, siafl, sludents, oonbrscions, guests, and ofher members of the
Liniversity vl e Bound responsibbe fof commitng Seousl Havassmenl under Tilla X ana
sugwact 1o the full rangs of disopine noluding, but ot imitad 10, verbal reprimand; wnien reprimand;
mandatory raining, copchmng, of counseling, mandaiony montonng, perbal or fll probation; parbal or
full suspension, penmanent seporobon from the instiution (e, ermination o demissall; physicol
reairiction romn Linheersdy properly, cancedation of contracts; and ary combinobion of the Same
Discapinry sanclions ol sludent velalions of e Polcy ane enprsed in accordancs with the Student
Hamdbook. Disciplinary sanchions for employes violalions of the Policy are mpoed in aocondanmts wilh
appheabia Huiman Resoisess pobcies and oollectnmg baigaining agreemenls.
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IX.

Appeal

Either pany may appes the delerminaton of an adudicabon, of a demissal ol a complaint, on one of
more of he kliowng grounds:

+ A proceduml mmegulnnty ofected the ouicome,

«  There s new avdence thad was nol reasonabéy availobla ol the time the delermnason o
dismisaal wirs made, thal could have affectsd the oubeoms;

»  The Tile (X Coordnalod, inveshgabor, of heanng officer had o confkct of inbefest of bias fof of

mm:mm or against the indnadual Complainan! or
Resgondianl, thal affected ths Guboomsa

Fo oller grounds for appeal ofe permited

A party migsd file an appeal within sevan () busingss doys of the data they recena notce of dsmissal
or written dalermnabon. The appeal must be submated m wrling 1o the Unversty Appanl Boawd The
appeal must spacilically idently the determanation and/or dsmissal appeated from, amculate which one
of mode ol [he hies grounds lor appeal are being assened, explain in detail why he appealing party
Deshervas e appeal shoulkd be granied, and aniculabe whal specic reled ihe appealing pary seks

Proenpdly Upon recept of an appesl e University Appesl Board will conduct an initial evaluabon 1o
coetfim {hal the apped is timely fled and Sal i invokes. o least one of te permitted grounds Sor appeal
If e cappeisl oTacied chatemmares, Hhat 1T appeal o5 ol bevedly, of that it Tas b rvoke & geemitied oround for
appeal, e appeal olfices will demiss the appeal and Brovids willen Obce of the Same to e paries

If the Uriversity Appeal Board confiems that the appeal i tmely and invokes ot keast one
ground bof appedl_ P appeal offices will provede weitten notice 10 the offwer pary That an appeal has been
mmmmmpmynuyMammmmmmuMmmm
days The Universdy Appesl Board shall also promptly obitain from the Titke [X Coordinator any records
froen e iviesligaton and adudcalion Recessany 10 resolwe the grounds. rasesd in e appaal

Lipon receipl of any opposion, of afler the Ume penod for subwmicseon of an opposdton has passed
withomt o being fed, the University Appeal Board will promplly decide the appeal and lrarsmit a
werimens decicion 1o the ot that explains B outeom of e appeal and the rabonak:

The determination of a Formal Complaint, induding ary discplne, becomes linal whan the bme for
appaal his passed with no party Ming an appeal of, i any appeal i Tied, at e poml wisn he appesl
edficer s resolved all appeats, esther by dismissal o by Wansmittal of 8 writlen decision.

Mo further reviery besyond the oppeal is pemitied
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x. Recordkeeping

Tha Unrearsy will retnin thosa records specifiod in 34 CF R & 106 45(010) for o panod of saven
yaars after which pomt m tima they moy be destroyed, or conbrmm o be retamed, in the Univesiby’s
sl descfation. The redoids spedified i 34 C F B § 106 4505 107 will B mdes arveailabis fof inspachon,
and'or publeshed, 10 e eolenl equred by 34 CF R § 106 450N 10} and conssien with any ol
applicabls federsl or stabe law, incuding FERPA

Xl. Exceptions

s
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STATE OF RHODE ISLAND
3 DEPARTMENT OF ADMINISTRATION

CIPARTELRT O
ADMINIETRATION

Division of Equity, Diversity and Inclusion
State Equal Opporianity Oflce

Ome Capleo] Hill

Frovidemce, R (2908-550

12223090

GUIDELINES FOR ENSURING UNBIASED WORK ENVIRONMENTS

Rhode Island General Low 28-5.1, Execotive Order Mo, 05-01 of the State of Rhode 1sland
and Title WII of the 1964 Civil Rights Act, mandates employvers to maintain a working enviremsent
free of discriminatory msuls, mnmdaton and other fonmns of hamssment. Both an employee’s
psvelological and economis well being are protected, While an employer cannet be held accountalyle
for the prejudices of its workers clientele, it must take reasonable meassires to control or eliminate the
overt expression of these prejudices in the workplace, Prompt action by an emplover to prevent or
correct discrnimunatory harassment can go a loug way in lessening emplover liabality.

Perhinps the most common tvpe of harmassment 10 which workers are subjected 15 verbal abuse.
Facial and ethoiee epithets, shirs or pokes directed at or made i 1he presence of munonty groap
ernplovees, are nol 1o be toderated, An example of unlawlul roce and sex bias m the work environiment
is the use of the diminmive tenn “bovs”™ when referming to minenty male employees and “gigls"” when
referring 1o female employees,

Another common rype of verbal abuse is either spreading mumors or joking abour an
emplovee’s assumned sexunl preference or onemtation. One's persoual preference does not detemune
low one perfonms at lis or ber jobs and therefore. tlis tvpe of bins does wot belong i the workplace.

An emplover is wnder a two-pronged duty 1o maintain a working amnosphere free of national
origin bias, First, the emplover iself nust refrain from nidicule or harassment oo the basis of sational
ongin. Second, an emplover should not tolerate such belavior by 11s emplovees. Eihmie shurs or jokes
based on national ongin are unlawful,

An emplover is also under obligation to maintan a work environment free of religious bias.
Penmitting a supervisor to espouse his or her beliefs to employees while st work may amount to
religious discrimination

Any unwelcome sexual advances, requests for sexnal favors and otleer verbal and physical
conduct of a sexnal namire is unlawfl sexual harassment when tle response or reaction 1o the
advances of requests is perminied 1o affiect the emplovment decisions, It is also illegal for an emplover
b permit any conduct diat is sexually offensive, mtimidating, hostile or interferes with an mdividual s
work performance. Sexual advances by co-workers who have no control over a person’s employisent
mny be umbawful 1€ 11 bas swch an mtomdating effect that job stats 15 affected.

(2023)
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REASONABLE ACCOMMODATION REQUEST FORM
{Please forward inttially to the ADA Coordinator of your Agency)

Mame: Day Phoae # (VOICE)

"~ Grvint fant Havar, Firat Maras, K
Currend Title in State Govermmens (I appilcablap;

Clazsfication Tide

(Chfered)s
[ am 2n applicantiemployce for the pasition named above and may require a “reasonable
pecommodation® to perform the essential function(s) of the Job. Thereby request that the ADA
Coordlnater andiar atker Individaals identifled in the Reasonable Accommadation Palicy of the
State of Rhiode liland centact me regarding this uuad fior reassnable accommaodations nnd

auihorize them to verify this request.

1 anderstand that 1 have a right to l.;lpuﬂ the dechiion of the

m{‘.'mrdhnh: noted below, Upon appeal, s job analysis, by the OfMce of Rehabilitative
Services or Iis designated vendor, will e campleted and a veenmmendation made within &0

ealendar days of the receipt of auch request.

PLEASE DESCRIRE BELOW THE ACCOMMODATION YOU MAY NEED:

I AUTHORIAE TO RELEASE HEDDCAL BEICUWENMTATION TO VERIFY
{Mhaadely Prafenibernts Huree] MY NEED FORL A REASONARLE ACCOMMODATION
TR T MY DESARILITY,
Heabil Professhomal®s Mames Phone
Adldress;
AppilcntFanployoe Sigmature Dain
Ie(r MOT WHITE BELOW THIS LINE
1. Agency ADA Ceord/Appt Auth Response: _ Appeoved  _ Ned Needed — Tendal
- cma 1
Acferied Nurma (Frisd) Awtartivd Rignsbars Dars
2. (ko of RehablBlative Servieed Respanse: __ Appraved Kol Mesded _ Denfed
Akl d Name Frialy Aalbanined Sguainee iz
3. ADA Equipment Commibice Hesponse: ____ Appiravid Met Needed I
Auilarizsd Nems [Prisf) Airharted Sgeaars Dz
i 1T Wi foers® Campessation Dsakiliy:
Werlrers' Compensation Respanie Approved Mol Neadid e
Aminprid Wbna [Pty ~ Aniiacived Sigratere Duir

PFLEASE COMPLETE REVERSE SIDE ONCE ACOOMMODATION HAS HEEN ATFROVED
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Deseription of Approved Reasonable Accommodation

AFFROVED BY:
Appointing Authopity

Mame (Please [rind) Agency (Flease Priwt)

Sigmature Misde

ACCEPTED B¥:
EmployeciApplicant

Slgnatute Tiaie

Unnban OfTicial Slgnatare/Thie (If sccesary) [T

Fairward a copy of the spproved Eesmnabde seosmmodstion Form (oo
Etakd AMA Creardinator
Esvernary Cammbaelon on (ke Handicapped
555 Walley Streei, Hidg. 51
Pravideses, BRI S290E-55888

EACH SICMATORY MUST RECEIVE A SIGNED ORIGINAL
Apgemey ADA Conrdimator shall refals the signed ariginal in o eondldéential fils

234



State of Rhode Island Department of Administration
Employee Self-ldentification of Disability and Request for Reasonable
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Emplovee Self-Identification of Disability Form and Request

for Reasonable Accommodation

JOB TITLE DATE

Please Check [5) the casegory that best deseribes your disabality. (Uipon request, venficaton of dsabling
comkchbion ol be oblamed from your pliysaciam

Dusablsng comditions e, bt are gol hmsted te:
AIDE
Alcobalrm

Blindness of Visual Iispasrment
Capcer

Cercheal Paley
Deafesess or Heaseng bnpasment
Dhabeapes

Drug Addiction
Epslepsy
Heart Thisase
[] Mental Retardatson
Memis] or Emotonal [heess
Biuluple Seleross
Ohribsopesche
Percephml Dusaluhiees such as. Diysdemna, Mennmal Bran

Yes, | request a Reasomable Accommodation Needs Ascevment Beview
Mo Reasomable Accommodaton s peeded o ths e

Addutiomal Comnients

Sugnature Dhate:

RIEED 53004

REVISED 7022002
RI ZEOD (491F Z32-3030
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STATE OF RHODE ISLAND

CLFANTIELRT OF

ADMINISTRATION DEPARTMENT OF ADMINISTRATION

Diivishon of Equity, DMversity and Incluslon
State Equal Opportunity Cifice

Omne Capitel Hill

Providence, R1 0295-5590

401-222.3090

epo.complimceimdon. i gov

EXIT INTERVIEW SIGN-OFF FORM

Rhode Island Department of:

The Division of Equiry, Diversary anud Inclusion i collaboration with the Division of Human
Resorces has established this exit interview process in order 1o assess the overall employee
experience while working for the state, to assure that temminating employveess are nol leaving
because of discriminatory circumstances, and o identify oppormunities 1o IMprove reteniion
and engageinent.

I herely acknowladge that [ understand the above and cernify that [ have recemved e
Confidental Exir Survey froan the Division of Huanan Besources and that the completad
Confidential Exit Survey must be forwarded to the Srtate Equal Oppormnity Office, T also
understand that a copy of this completed sign-off form (ot the Confidential Exat Survey) will
be placed i mv persommel file,

SIGNATURE OF EMPLOYEE ' ' DATE EMPLOYEE SIGNED

0

DATE EXIT INTERVIEW WAS SIGNATURE OF HUMAN RESOURCES
GIVEN TO EMPLOYEE REPRESENTATIVE

INSTRUCTIONS:
The Humman Resources Representative must distnbute & copy of the Confidential Exat
Survey along with any necessary documents to the temmumatng emplovee. The Human
Resources Representative must place a copy of the Exit Interview Sign-Off Form i
the employee s personmne] file. (goo complammeeit doa . goy) imnediately upon
conmpletion.
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ooy STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

Division of Equity, Diversity and Inclusion
State Equal Opportunity Office

Omne Capiiol Bl

Providence, BRI 023085890

401-221-3090

- r vanl; r ¥
eco.comphanceirdoa.n. go

CONFIDENTIAL EXIT SURVEY

The Division of Equuy, Diversiny and
Inclusion in collaboration with the Division of
Himan Besonrces has established tlas exie
mterview process in order to assess the

overall employee expenence while working
for the state. to assure that ternunating
emplovees are not leaving becanse of
discriminatory circumstances, and to idennfy
opportunities to improve retention and
engagement

MNAME JOB TITLE

(Please Check All That Apply - For
Equal Oppormunity Purposes Only)

Race Etlune Categones

White American [ndian or Alaska
MNative Huspame
Black Nptrve Hawanan or
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CONFIDENTIAL EXIT SURVEY INQUIRY

(continued)

1. What is your main reason for leaving?

2. What did you like best about your job?

3. What did you dislike about your job?

4. Did you find your employment worthwhile in
terms of personal growth and achisvement?

Yes Mo

Please axplain:

240



CONFIDENTIAL EXIT SURVEY INQUIRY

{comtimmed)

10, Wiould you seek employTTant Wi THE SToTE OF RIOeE |

Islard at & hoture date?
Yes Mo

Please sxplain;

Subivisshin Instroetions

Flease e-mall this form to soo.complianosi@doeri.gow
with subjesct lines Exdt Interdew For (YOUR AGERCY

BALACE This br & ssafldeadiad s susll sed sii

CONFIDENTIAL
EXIT SURVEY
INQUIRY

{contimued)
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BEOO-0378
RHODE ISLAND DEPARTMENT OF ADMINISTRATION (Rrezed Srahrmiier 2

QFFICE OF DEVERSITY, BQUITY AMD OPPORTUNITY/STATE EQUAL OPPORTUMITY OFFICE
AFFIRMATIVE ACTION FILE

DL COMPLETED BY APPLHCANT (R EMPLOYIE CHLY
Applicant o I
Employes

adress | | | | | | | |
Tip Code

Tiumier St City Se

HOTE: When wleting el chsic cavegily. v mind selern gnly one ol the hoses mmbered 1 theough 7. Femals ks L

1 = Black or African Amenican (Mot Hapanicor Latingg 0 !-I-Fq:ll'l-:l-rl..lhm: N - e rican indian of Al ks Katies |Not Hiupanic or Liting)

o= i [Nct Hispanicor etng) || 5 = wiwte piot Mepascariatingl [ [ 6 - Masve Hawaitan o 0sher Pacific mlander {kot Mipenic or Lating)

7 = Two-or Mo Races [Nof Hispani or Litisa] || mabted [ Weterns L Daabled vetern [ e 0 & over [
FOR PERSONMNEL USE ONLY
Depanmment Diviian,
Appropnaticn Aoocnt Mo, Fay Grace Pogibon No,
Foombent”  [Use this selechion for carent employees who are regueshing a change 1o Twir demographic desgnabion)
Promenen Transter Fired_ Lint Moblif_____ OSpeyd_____ hct OMered Febuuad .
Rt oa far s
inturagwnr/HR Stad . B

BACIALETHMIC CATEGORIES

1 = Blsck or Afrcws Americas [Nl Hspaslc or Lasisa) - & poren haviong ongren moasy of the blsck ricod grouge of Afnes

1 - Wispank sr Latina - A person of Masies. Puero Fisan. Cebes, Canl o Soeth Amenen. of st Spanih aulens of omgin. egandbes of
f

% - Amevican [ndixs or Abndcs Native (Nt Hispank ar Latioo) - & peren bocmg ongos oy of dhe engirald peeples of Mords A wcw anl
orchy Amencs (mcinding Cormal Azercal, snd who suansams ol alBlasss o commnry stschmmi

4 = Apkap (Nsb Hwpesdr or Latine) - A person having oo in any of S ongisal eoples. of the Far Bae. Sanfaasa Asdan. or the Indan
shomeringml s lnding fow evamphe, Cembaodaa, Clena, bedis, Japan, Koengs, Malayus, Palscos, e Phalippices lland. Thailsond,
Wipman

5 = VWhits {Nod Hhpanic or Latlne) — A peron havng ongas m ey of e ongieal peopdes of Exrope, Morih Afnca, or il Middle Eas

& - Marive Hawallss wr Ciber Panific Isander {Nod Hixpanic er Lstisa) - A peras bavimg ongios mosmy of te oojgins] peoples of v
i, Samoa, or ocher Pacific Flands

T = Twa ar Sare Race {Ned Hhpands or Latioe] = A porin whe proandy akodifies wilh oo or sdee of the sbove mdc calépanc

All personi swith @ pliaical o ssental impainnest fhaed valuisotally boids e oo sioee sajor Jfe scshitics. Majer e sctiiiies mehede, bt are
r mmited In, carmnyg for oocedf, pnﬁu'm'uu.-u]l:r.b.unnl_.hn.m; sxting, slecpmg, walking, viasdbng. lifting, berching, spealing,
baeaikang. | g resding. na. L scahing aml workisg. A supor B acsity she iscludies e operation of 2 majos
qu}TmﬂmnnTﬂ;MmlmdMﬂmmdhmﬁhlm el cell grenli digevtive, Bewel, Dbiddar, pearslogieal, bimn.
rewpeRery. eaiulitorny, codocnine. and repredudve Tmcsm. A hudony of ik dealeding, oo e bebed oo G pait of ofers Sl § perion Je
winth & drualwhy, wihether i o w0 o ol dho i cocoginbed @y 8 driababry By the regulation
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The Diversity Officers Committee is led by Community, Equity, and Diversity, and composed
of Sean Rogers, Vice President of Community, Equity, and Diversity; Aura Fajardo
Grandidge, Assistant Dean, College of the Environment and Life Sciences; Kamilah A’'Vant,
Assistant Dean of JEDI Initiatives; Dorca P. Smalley, Director, Office of Equal Opportunity;
Jeff C. Johnson, Associate Director, Athletics; Jie Shen, Associate Professor, Biomedical and
Pharmaceutical Science; Michelle Fontes, Interim Assistant Vice President, Community,
Equity, and Diversity; Princess Metuge, Assistant Dean of JEDI Initiatives; Brittny R. Brown,
Assistant Professor Clinical, Pharmacy Practice; Colleen Mouw, Associate Dean of Diversity,
Graduate School; Ashton Bradford, Associate Dean of JEDI Initiatives; Charles A. Watson,
Assistant Dean, Diversity and Inclusion, College of Engineering; and Alejando Hazera,
Professor, Business Instructor, College of Business. Meetings took place on November 19,
2022, February 16, 2023, and March 21, 2023.

November 19, 2022: Diversity Officer Meeting Notes

The Office of Equal Opportunity (OEO) conducted a presentation introducing the function of
the new division and areas of focus. The function of OEO is to:

e Lead and direct the University’s civil rights compliance programs, with an emphasis
on Title VI, Title VII, Title 1X, ADA/Section 504, equal opportunity, and affirmative
action;

e Investigate, and adjudicate discrimination and harassment complaints;
e Provide employee training and counseling on civil rights topics;
e Conduct compliance reviews;

e Serve as liaison between state and federal civil rights enforcement agencies and the
University; and

e |dentify areas of underutilization in the workforce and work with the leadership to
develop strategies to increase representation in the workforce.

Since its establishment in 2022, OEO has been working to introduce a Language Access
Program in compliance with Title VI of the Civil Rights Act of 1964, defining affirmative action
compliance, conducting a civil rights compliance review, and identifying gaps to create an
action plan. After fully staffing the division, OEO plans to work with the Human Resources
Administration to introduce an employee orientation, and search committee training.

Dorca P. Smalley, the presenter and Director of the Office of Equal Opportunity, discussed
bias, pre-discriminatory behaviors, and incivility in the workplace, which are behaviors that do
not rise to the legal standard required to be considered discrimination, harassment, or hostile
environment due to protected status, but can influence the workplace culture. The presented
introduced protected groups and the U.S. Equal Employment Opportunity Commission’s role
in addressing discrimination under Title VII of the Civil Rights Act of 1964.
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Michelle Fontes, Interim Vice President of Community, Equity, and Diversity discussed: 1)
the role of Diversity Officers across campus; 2) explored what a campus-wide announcement
about the function of diversity officers would look like; 3) anti-racism training; 4)
communication structure and setting up a Microsoft Teams group; and 5) considerations for
introducing mandatory training.

February 16, 2023: Diversity Officer Meeting Notes

Charles A. Watson, the Assistant Dean of Diversity and Inclusion in the College of
Engineering brought attention to the first African American graduate in the College of
Engineering and the University of Rhode Island; Harvey R. Turner became the first American
who graduated in 1914, completing his Civil Engineering degree. In his honor, the University
of Rhode Island established the Turner Award, given annually to recognize significant student
contributions to the Black community on campus. The conversation evolved into what we are
doing as an institution to celebrate those who were the first.

Sean E. Rogers, Ph. D., Vice President of Community, Equity and Diversity, shared an update
regarding the University’s institutional survey report, which was administered under his
predecessor. The survey gathered general information but fails to address why people feel
the way they do. The measures of job satisfaction do not offer sufficient information that would
allow the University to use the data in a manner that leads to results. There was discussion
regarding gathering separate data from students versus university employees and through
exit interviews. Dr. Rogers also raised the concept of “stay interviews” where managers check
in periodically with direct reports and foster an environment to get them to stay. Lastly, Dr.
Rogers brought attention to some of the issues diversity officers across the country are facing
as legislators introduce legislation that directly affects the role of Diversity Officers.

Michelle Fontes, Interim Vice President of Community, Equity, and Diversity introduced
upcoming changes to the Bias Resource Team (BRT), its function, mission, and process.
Princess Metuge shared she is working on a code of conduct for the Graduate School of
Oceanography that would support the BRT process.
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March 21, 2023: Diversity Officer Meeting Notes

Guest Speakers Kim Stack, Ph. D., Director, Center for Career and Experiential Education
CCEE (Co-Chair of Student Success Team); Aura Fajardo Grandidge, M.S., Interim Assistant
Dean of Diversity & Student Success Initiatives (HHMI Leadership & SST member); Lori
Ciccomascolo, Ed.D., School of Education Associate Vice President, Student Affairs and
Student Success (SST sub-team co-chair); and Jennifer Burgess, M.S., M.Ed. Director,
Academic Enhancement Center (HHMI Leadership and SST sub-team co-chair) conducted
a presentation titled The Gardner Institute, the Student Success Team, and HHMI Grant to
discuss how the existing initiatives align and how Diversity Officers across campus can help.

The presenters discussed their participation in the HHMI Inclusive Excellence (3) initiative,
which challenges U.S. Colleges and universities to substantially and sustainably build their
capacity for student belonging and engage in learning and collaboration with other institutions,
and identify and disrupt institutional barriers to student success and belonging. The
presenters encouraged the Diversity Officers to engage by offering input that will help develop
a glossary of JEDI definitions and to offer feedback in an effort to help the presenters establish
buy-in and alignment. There are 15 institutions working together under this initiative.

Sean E. Rogers, Ph. D., Vice President of Community, Equity and Diversity, discussed his
transition scheduled to take place in June of 2023, as the Dean of the College of Business,
and launching the search to fill the Vice President of Community, Equity and Diversity role,
as well as his future involvement with the Diversity Officers while serving as Dean.
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STATE OF RHODE ISLAND
DEPARTMENT OF ADMINISTRATION

CEREE S
ADMIMISTRATION

Divislon of Equity, Diversity and Ineluslon
State Equal Opportunity Offkce

Chne Capitol FTN

Providence, BRI 0X%0E. 5850

401-222-3PH)

“W.IEI‘[EHEE\'

MISSON:
To provide two-way commmmeation and sugeestions on virows aspects of the equal opportuary
program fo the directar 1 a department or agency i stale government

L. ESTABLISHING THE COMMITTEE:

A, All emplovess should be informed of opportunities to serve on the commines,

B. Agency head appomts the commttes from a list of volunteers

. Volunteers should iclude staff from-

. Each division of agency

Vanous job levels
Dhverse group ﬂf-emplrr}'m, b2, Iminorities, womern, persons with disabalines,
and veterans

T

[ %]

STRUCTURE:

Tenns of membership
Elections of officers
How miany members
Alternates
Sub-conumnittess
Meetings

Mlgmares

ammQoawe

A FINCTIONS (ROLE):
A, Advize - not perform
B. Develop shon-tenm abjectives
C. ldennfy areas of possible discrimination
D, Assst the designee of the agency head wath prepanmg the affinmative action plan
E Mooy the progress of the action goals amd programs, if necessary, imake
recomunendations o mnprove
Review monthly progress reports
Issue a progress repoat to agency head quarterly

g m

4, CHAIRPERSON (DUTIES):
A, Prepare agendn for meeting
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B, Preside over conmuites meelings
. Subnut any committee recommendations to the agency head

=B SECRETARY (DUTIES)
A, Preside over meeting in absence of charperson
B. Record munutes of the meeting
C.  Prepare minutes for distribution.

6. AGENCY HEAD:

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

7. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:
Newsletter

Pay envelopes

Emploves himdbooks

Copies of the affimatyve action plan policy statement of Kev program elements

T R

5. The state equal opportumity otfice may 15sue such pwidelines, directives, or mstruchions as
necessary to carry out Rhode Island General Laws § 28.5.1

For additional guidance and’or technical assistance, contact:

Bearee Henglatsamy. Programumng Services Officer
State Equal Opportunity Office

Division of Equity, Diversity and Inclusion
Department of Administration

Oie Capatol Hall

Providence, R 02908

TEL # (401) 222-3090

Rhode Island Belay: 711

Email: bearce henglatsamyirdoa ri.gov
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List of Enforcement Agencies
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Office of Equal Opportunity

Carlotti Administration Building, Room 201
75 Lower College Road

Kingston, Rhode Island 02881

Phone: (401) 874-4929

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

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

Office of the Americans with Disabilities Act
Civil Rights Division

P.O. Box 66118

Washington, D.C. 20035-6118

TEL # (202) 514-0301/ Voice

TDD # (202) 514-0381

# (202) 514-6193 (Electronic Bulletin Board)

Office of Civil Rights, Region |

US Department of Education

5 Post Office Square, 8th Floor

Boston, MA 02109-3921

Tel.: (617) 289-0111

Fax: (617) 289-0150
http://www?2.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

Division of Equity, Diversity, and Inclusion
State Equal Opportunity Office

One Capitol Hill

Providence, RI 02908

TEL # (401) 222-3090

FAX # (401) 222-2490
Eoo.compliance@doa.ri.gov
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Description of Job Categories
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DESCRIPTION OF JOB CATEGORIES

OFFICIALS AND ADAINISTRATORS:
Ceeugations =@ which emplovess sér broad polizics, sxercise ovenll respomatalany fior
execution of theve policies or direct individual departments or social phases of the ngency’s
operations of provide specialized consalarion on a regional, distrer or aven basis, Includes:
Diepartment heads. Buresu Chiefs, Diviston Chiefs, Derectors, Deputy Directors, Controlbers.
Wardsns, Supstuntendents, Shanffis, Police and Fiae Chisfs aml Inspectors. Examinsss (Baak,
Hearing, Motor Vehicle, Warebouse), Inspectors {Construction. Buildmg. Safety, Fenteand.
Housing. Fire, AB.C. Bogrd, License. Dairy, Livestock, Transpomation). Asssssons, Tay
Apprassers and Investigators, Coroners, Famm Managers and knndred workers.

PROFESSIONALS:
Ogeupations which reguas specialized amd theorstical kiowbedge whish is wsually acqoired
through college tramng or through work experience and other trasming which provides
commparabls knowledpe Inghedes: Personne] and Labos Belatons workers. Sosal Workers,
Diociors. Prychologris. Registered Nurses, Econonmsts, Deetecians, Lavoyers, Systems
Analysrs, Accormints, Engineers, Emplovmsnt and Vocsonal Behabilitation Counsglors,
Teachers ar Instructors., Palice & Fire Capiams and Lientenants. Libranians, Managenent
Analyses. Adrplans Pilots amd Navigators, Surveyors & Mapping Scicntists and kindred
workers.

TECHNICTANS:
Oggupations whach require a combination of basic scientific or nechnseal knowbedge aid
marmual skill whoch can be obtxined through specialized postesecondary school education ar
thiroeph equivalent an-tle-job wamang. Inshedss: Compuier Programmers. Drafiers. Survey
and Mapping Technicin. Licemed Practical Murses, Photograpbers, Badio Opemitors.
Technical Nsivaters, Highway Technicians, Technscians (Medical, Dewial, Electronas,
Phyuical Sciences), Police and Fure Sergeants. Inspectors (Production or Processing
Inspectors, Testers amd Weighers) and kindred workers

PROTECTIVE SERVICE WORKERS:
Ogupations m which workers are sntmsted with Pullic Satfery, Sequnty and Protection Bom
destrisctive forces. Inchudes: Pabice Patrol Officers, Fire Fighters, Guards, Deputy Shenifs,
Bailaffs. Comectional officers. Detectives, Marshals, Harbor Patral Offscers. Cranse and Fish
Wardens, Park Rangers {except Mamtenance ) and kasdred workers.

PARAPROFESSIONALS:
Oggupanions m whish workers perform soms of the dungs of a prefessional or techaician i a
supportive role. which niually require less formal raiming and 'or expervence that 1+ nonmally
regquired for professional of techimenl stams, Suseh posinons ey fall withia an ideatifisd
pattern of seaff development and promeotion under a "MNew Carcenn”™ concept,  Inclhades:
Research Assistants, Medacal Aads, Child Support Workers, Policy Amwalaary, Welfase Service
Ands, Becreation Assistants, Homemakers Aides. Home Health Aides. Library Assstant and
Clerks, Ambulagee Drivers and Anendaats amd kindred workers
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ADMINISTREATIVE SUPPORT:
Oecapatiois i which workens are respoqsible for itemal and exremal cominauniestion,
recording and retreval of data and'or mfermation and other paperovedk requieed in an offics.
Inchides: Bockkeepers. Mewengers, Clerk Typasts, Stenogmphers, Coart Transmibers.
Heaning Feponiers, Stanistical Clerks, Dispaschers, License Dustribwogs, Paveoll Clerks, Orffice
Maclane and Computer Operators. Telepheme Operntors. Legal Asiptants. Sales Workers,
Cashiers, Toll Collectors asd kindred workers.

SKILLED CHAFT WORKERS:
Crecapations us which workers performs pobs which require special mapual skall aed & therough
amd comprehensive knowledge of the processes involved in the wark whach 13 acquared
ihrongh on-the-job training and expenence or through apprenticeshap or other formaal trening
progranis. Inclades: Mechanss and Bepairars, Electricsans, Heavy Equapasent Ohparabors
Stasionary Engineers, Skalled Machiming Ocoupations, Carpenters, Conspositars ansd
Typeseners. Power Plant Operitors, Wader and sewnge Treatment Plant Operators ad kmdred
warkers.

SERVICEAMAINTENANCE:
Cheapations i which werkers perform duties whach result i of ¢ontmbore to the conufore,
comventence, hygiene of safety of the geneml public or which contnibuie to the upkesp and
care of prowp may operae mackinery. lnclodes: Chautfeurs, Lasndry snd Dy Cleaning
Operatrves, Track Dwivers. Bus Dvers, Garnge Laborer. Custodial Emgployees. Gardeners
and Grounndskespers, Befass Collestoes and Constrocrion Laborers. Park Rangsr
Mamtenance, Farmy Waorkers (except Managers ), Craft Apprentices Tramees Helpers and
kindred workers.
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