


TABLE OF CONTENTS 
 
 
 
 

PART I AGENCY ORGANIZATION AND STRUCTURE 

Organization and Structure ................................................................................................... 2         
Organization Chart  ............................................................................................................... 3        

 
PART II 

 
PLAN ADMINISTRATION 

Statement of Policy  .............................................................................................................. 4       
Assignment of Responsibilities  ............................................................................................. 5         
Dissemination of Plan and Policy  ......................................................................................... 7         
Compliance with Sex Discrimination Guidelines  .................................................................. 8         
Compliance with Guidelines on Discrimination Because of 
Religion or National Origin  ................................................................................................... 9         
Policy on Complaints of Alleged Discrimination  ................................................................... 10      
Policy on Service Delivery  .................................................................................................... 10      
Policy on Contracts  .............................................................................................................. 10       
Policy Statement for Individuals with Disabilities and Veterans   .......................................... 11      
 

 
PART III 

 
PROGRAM STATISTICS AND EVALUATION (2006– 2007) 

 
Self Evaluation  ..................................................................................................................... 12       
EEO Civil Rights Complaints  ................................................................................................ 13      
Training Participation Summary  ........................................................................................... 14       
Disciplinary Actions  .............................................................................................................. 15       
Applicant Flow  Data .............................................................................................................. 16       
Application Data ..................................................................................................................... 17      
Applicant Refusal of Positions  .............................................................................................. 19      
Affirmative Action Statistical Summary................................................................................... 20       
Job Group Analysis Summary................................................................................................ 21       
Job Group Analysis ................................................................................................................ 22       
Under-representation and 2007-2008 Goals.......................................................................... 33     

 
 



PART IV IDENTIFICATION AND ANALYSIS OF PROBLEM AREAS 

Equal Opportunity Performance and Communications .......................................... 34 
Employment and Selection Process ....................................................................... 34      
Exit Interviews ......................................................................................................... 35      
Flex-Time  .............................................................................................................. 35      
Posting of Positions  ............................................................................................... 36      
Promotion and Transfer Practices  ......................................................................... 36      
Technical Compliance  ........................................................................................... 37      
Terminations  .......................................................................................................... 37      
Training Programs  ................................................................................................. 37      
Workforce Composition  ......................................................................................... 38 

 
 
PART V 

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

 
Practices and Procedures  ....................................................................................................      39 
Report on 2006-2007 Activities ..............................................................................................      39 
Report on 2007-2008 Plans ...................................................................................................      40 

 
PART VI 

 
APPENDIX 

A. Description of Job Categories    …………………………………………………………….       41 

B. Racial/Ethnic Identification    …………………………………………………………………      43   

C.  Laws Governing Equal Opportunity  .............................................................................      44 

D. Posting the Vacancy  ....................................................................................................      54 

E. Minority Referral Agency List  .......................................................................................      56 

F. Grievance Procedure  ...................................................................................................      59 

G. Retaliation/Coercion Statement  ...................................................................................      62 

H. Employee Self-Identification of Disability and Request for  
 Reasonable Accommodations ......................................................................................      63 

I. Exit Interview ................................................................................................................      64 

J. Equal Opportunity Advisory Committee ......................................................................      66 

K. List of Equal Opportunity/Affirmative Action Officers.....................................................      68 

L. List of State Enforcement Agencies ..............................................................................      69 



PART I 

AGENCY ORGANIZATION 

AND 

STRUCTURE 



 
 

AGENCY ORGANIZATION AND STRUCTURE 
       
 
 
 
Statutory Authority, Section 42-11-2 of the General Laws of Rhode Island, established the Department of 
Revenue in July 2006.  The Department of Revenue provides supportive services to all Rhode Island 
departments and agencies for effective coordination and direction of state programs within the framework 
of a changing the fiscal environment.  The Department also provides policy direction for executive 
leadership in a variety of financial matters and is responsible for the statewide implementation of policy 
decisions affecting the organization and delivery of state run and state supported services.    
 
The Director of Revenue heads the Department.  The organization is comprised of the following programs 
encompassing all our employees: Taxation (Executive Director/ Taxation, Processing, Compliance and 
Collections, Field Audit, Assessment and Review, Employer Tax), Registry of Motor Vehicles, and 
Municipal Finance.  
 
 



 
 
 
 
COMPLIANCE WITH SEX DISCRIMINATION GUIDELINES 

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

1. Candidates from both sexes will be recruited for all jobs. 
 
2. Advertisements will not express a preference for applicants of a particular sex 

when placed for recruitment of personnel. 
 

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

 
4. No distinction based on sex will be made in employment opportunities, wages, 

and hours of work, employee benefits, or any other condition of employment. 
 

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

 
6. Appropriate physical facilities will be provided for both sexes.  Lack of facilities 

will not be used to reject applicants of either sex. 
 

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

 
8. Where seniority lists or lines of progression are used they shall not be based on 

an employee’s sex. 
 

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

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

 
11. Women will have equal opportunity to participate in training programs sponsored 

by the department, and special efforts will be made to include women in any 
management training programs that are offered. 

 
12. The Department recognizes its obligation to provide a work atmosphere free of 

harassment and intimidation.  Any forms of sexual harassment, such as 
unwelcome sexual advances, requests for sexual favors, and/or other verbal or 
physical conduct of a sexual nature, will not be tolerated.  Violations of this policy 
will be handled appropriately as part of the department’s disciplinary procedures 
and its posted policy letter in support of the federal guidelines on sexual 
harassment. 

 
 
 

 
 



 
 
 

 
COMPLIANCE WITH GUIDELINES ON DISCRIMINATION BECAUSE OF  

RELIGION OR NATIONAL ORIGIN 
 

 The Department will fully comply with all laws and executive orders.  The Department will 
strive to fulfill requests for religious accommodation through voluntary substitutions, flexible work 
schedules, changes in job assignments, or transfers.  The Department offers employees four 
“personal days” of paid leave per year that may be used for accommodating religious holidays or 
obligations. 
 
 
The Department does not discriminate against any qualified person in any facet of hiring or 
employment because of their religion or national origin. 



 
POLICY ON COMPLAINTS OF ALLEGED DISCRIMINATION 

 
 The Department of Revenue fully endorses and cooperates with the State Equal Opportunity 
Office’s grievance procedure which provides for prompt and fair resolution of complaints alleging 
discrimination in any area of employment on the basis of race, color, sex, religion, age, national origin, 
sexual orientation, gender identity or expression or handicap/disability.  (A copy of the Grievance Procedure 
should be posted along with this statement.)  You may contact the State Equal Opportunity Office for further 
information at 222-3090, TDD 222-6144. 
 
 
 
  ______________________ 
  Beverly E. Najarian 
  Director 
 
 
 POLICY ON SERVICE DELIVERY 
 
 
 The Department is committed to providing fair, courteous, and equitable service to the public.  The 
Department will make every effort to provide interpretive services to the non-English speaking public.  As 
per Rhode Island General Law 28-5.1 of the State of Rhode Island, all Divisions of the Department of 
Revenue shall render services to all persons without discrimination based on race, color, religion, sex, age, 
national origin, sexual orientation, gender identity or expression, or handicap/disability.  Each Division is 
further responsible for making sure that discrimination does not exist in any programs and activities it 
assists.  This includes grants, contracts, and all areas where the State dollar is spent. 
 
 If any person feels that he/she has been discriminated against, he/she may contact the Office of 
Personnel Administration/State Equal Opportunity Office, One Capitol Hill, Providence, Rhode Island 02908-
5865.  The telephone number is 222-3090, TDD 222-6144. 
 
 
 
 
 ____________________ 
  Beverly E. Najarian 
  Director 
 
 
 
 POLICY ON CONTRACTS 
 
 
 In accordance with Rhode Island General Law 28-5.1, the Department of Revenue shall require that 
all contractors and suppliers of goods and services sign contracts containing an Equal Opportunity Clause.  
The clause shall state that the parties agree to adhere to the provisions of all applicable laws, rules and 
regulations, both State and Federal, including, but not limited to Rhode Island General Law 28-5.1, Title VI 
of the Civil Rights Act of 1964, Rehabilitation Act of 1973 and Executive Orders 11246 and 11375. Every 
effort will be made to solicit bids from Minority Business Enterprises and Women’s Business Enterprises.  
This policy is and will continue to be posted in conspicuous areas. 
 
 
 
 ____________________ 
  Beverly E. Najarian 
  Director 



 
POLICY STATEMENT FOR INDIVIDUALS WITH DISABILITIES AND VETERANS 

 
 The Department of Revenue is fully committed to meet the specialized affirmative action 
requirements to employ and advance individuals with disabilities and veterans in accordance with the 
Americans with Disabilities Act of 1990, RI General Law 28-5-1, Executive Order 92-2 and the Vietnam 
Era Veterans Readjustment Act of 1974. 
 
 It is the policy and practice of the Department of Revenue is to provide equal opportunity for 
every employee.  The Department encourages qualified individuals with disabilities, disabled veterans 
and Vietnam era veterans to participate fully in all employment practices.  This policy applies to all 
decisions about recruitment, hiring, compensation, benefits, transfers, promotions, layoffs and other 
conditions of employment. 
 
 Accordingly, all employment decisions shall be consistent with the principles of equal employment 
opportunity. 
 
 The Department will communicate to all employees and applicants its obligation to take 
affirmative action to employ qualified individuals with disabilities, and qualified veterans, in such a way as 
to ensure understanding and acceptance. 
 
 The Department will contact recruiting sources such as Vocational Rehabilitation Services, the 
Department of Human Services and appropriate educational or training institutions to assist in recruiting 
qualified individuals with disabilities and covered veterans. 
 

  Deborah A. George of the Office of Personnel Administration is designated as the 504 Coordinator 
for the Department of Revenue.  This entails coordination of all divisions in the implementation of all Federal 
rules and regulations affecting the Department in terms of compliance with the mandates of Section 504 of 
Title V of the Rehabilitation Act of 1973. 
 
 
     
   ____________________ 
   Beverly E. Najarian 
   Director 



 
 
 
SELF EVALUATION  
     (7/1/06-6/30/07) 

 
 
 
 

 The Department of Revenue is composed of many divisions that deal individually with the hiring process.  
Unlike other departments, we still have a decentralized design with regard to hiring.     

 
 The Department’s Human Resources Administrator is the Program Coordinator and is responsible for 

assuring an aggressive Equal Opportunity/Affirmative Action effort.  The responsibility is carried out through 
policies, procedures, monitoring, and training designed to assure equal employment opportunity and 
affirmative action with respect to all phases of hiring and employment and assuring the protection of 
applicants and employees against unlawful discrimination on the basis of race, sex, sexual orientation, 
gender identity or expression, age, national origin, or religion. 
 

   For the analysis of hires, promotions, and terminations, please refer to the section “APPLICANT FLOW 
DATA.”  Please note: the promotions listed in those statistics only reflect promotions as a result of 
recruitment to vacancies not the reallocation process. *  Regarding our success on achieving our eleven 
goals for the year, we surpassed four of our goals and partially achieved two of our goals.  

 
 This could be as a result of either the recruitment to vacancies process or via the reallocation process.  

There are eight EEO job categories ranging from A-H.  The pay grades are not necessarily in any 
descending order according to the alphabetical EEO job categories.   

   
 As stated in the Personnel Supplement, “The Department of Revenue was established as a separate 

department within the executive branch of state government by 2006 General Assembly and came into 
existence on July 1, 2006.  The department is headed by the Director of Revenue, who is appointed by the 
Governor, with the advice and consent of the Senate.  The Department has six programmatic functions, 
including Central Management (Director of Revenue), Taxation, State Lottery, Registry of Motor Vehicles, 
Revenue Analysis and Property Valuation.” 

   
           * Therefore the statistics will reflect the transition for the Department of Administration and 

Department Revenue.     
 

  
 *A reallocation is a change to the position from one classification to another classification due to a change in 

duties and responsibilities. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 
 
 
 
 
 
 
 

EQUAL OPPORTUNITY PERFORMANCE AND COMMUNICATIONS 
 
        In order to be successful, the Affirmative Action Plan must be effectively communicated to all 
employees.  Management must have a real commitment to the Plan’s success and should be held 
periodically accountable to the plan’s goals.  It is only human nature to defer action if the costs or inaction 
are negligible; therefore, necessary action will be taken to ensure compliance. 
 
 
 The following are practical ways to improve communication: 
 

1) The Equal Opportunity Advisory committee should meet with 
  Executive Directors by early fall to introduce the new  
  Affirmative Action Plan and to discuss performance results. 
 

2) Produce reports for the Director on the status of various protected 
  classes within the Department when problems are first noticed. 
 

3) Conduct a periodic survey in a highly confidential manner to 
  measure employee attitudes. 
 

4) There continues to be a need for an executive summary to provide  
  a short, precise statement of the plan goals for the Director and the 
  Executive Directors to foster the increase accountability with plan 
  goals and the Department’s commitment to them.  This new “capsule” 
  version would contain both text and graphics for increased “readability”. 
 

5) With funding from the Director’s office, the Committee’s 
  Newsletter, R.I.S.E. for Equality, can be published. 
 
 6) Continued education for Equal Opportunity Advisory Committee members through both 
  Internal and outside sources, such as attending seminars and inviting guest speakers is 

important to the education on how to develop a successful and viable plan. 
   
 
B. EMPLOYMENT AND SELECTION PROCESS 

 
1. Applicants for all job categories should be representative of the RI workforce as   

  evidenced by the Labor Market Unit of the Department of Labor and Training.  
 
2. The Revenue’s Human Resources, Outreach, & Diversity Office has continued to refocus 

the efforts of the outreach and diversity office to ensure activities are directly related to the 
goals of enhancing diversity in the recruitment and hiring process. 

     
3. The Equal Opportunity Advisory Committee will review quarterly the applicant flow of all job 

categories.  A report will be prepared for submission to the Director of Revenue for review. 
 

4. These reports shall be evaluated by the Equal Opportunity Advisory Committee to   
 determine new policies and directions for this aspect of the Plan. 



 
5. There is no formal, written hiring process within the Department of Revenue for interviewing 

officials to use as a standard and to be held accountable by.  The importance of all EEO 
cards to be completed and forwarded in a timely manner must be expressed to all 
interviewing officials as this information is required to complete the plan and to monitor it’s 
progress. 

 
6. All Department of Revenue interviewing officials who are involved in the evaluation and 

hiring of applicants must be carefully trained to assure the elimination of bias.  They must 
have read and have available the Affirmative Action Plan. 

 
7. All interviewing officials should be aware of departmental under-represented classes and 

hiring goals.  A starting point should be positions not requiring a list.  An opportunity for 
improving poor representation of women, minorities and disabled employees in upper level 
job categories exists and should be used. 

 
 
C. EXIT INTERVIEWS 
 

The exit interview process is an opportunity for employees to express his/her reasons for 
leaving state service or transferring to another department.  Furthermore, the exit interview form 
offers the terminating/transferring employees an opportunity to address any issue(s) that they feel 
should be reviewed. 

 
Upon notification of a termination, a representative of the General Government Service 

Center meets with the employee and provides a copy of the exit interview sign-off form along with 
a Confidential Exit Survey Inquiry form and a pre-addressed envelope to the State Equal 
Opportunity Office. 

 
The terminating/transferring employee is also informed of the option of having an exit 

interview conducted by the Department’s liaison from the State Equal Opportunity Office.  
However, in many instances, the exit interview form is forwarded to the terminating/transferring 
employee via first class mail. 

 
Our goal this year is to continue to emphasize the importance of completing the Exit 

Interview Form. 
 
 

D. FLEX TIME (ALTERNATIVE WORK WEEK) 
 

As of June 26, 2006, the Department of Revenue implemented an Alternative Work Week 
Plan – Flex Time program on a trial basis.  The plan was subject to review and approval by 
management and union officials representing employees in the department because of the 
proposed seniority provisions.  It was agreed that requests for flexible or alternative workweek 
hours would be based on state seniority but that state seniority rank of employees could be 
restricted within their work section. 

 
The current plan is predominately an “alternative work week plan.”  It concedes that 

because restrictions are imposed on various sections within the Department of Revenue, “…the 
same degree of personal choice may not be possible for all employees.”  As a result, there are 
“…variations in the degree of flexibility (from zero to the maximum) allowable from section to 
section.”   

 
 
Employees who are able to request flexible work hours must conform to the criteria in the 

plan for flex time hours. The current plan allows for the following: 
 



“As a rule, starting time will be no earlier than 7:00 A.M. and ending time will be 
no later than 6:00 P.M., nor to exceed nine (9) hours per day including lunch 
time.”  The “core hours” are defined as “…the period between 10:30 A.M. and 
2:30 P.M. This assumes that all employees’ work schedules will begin no later 
than these hours.  “Each employee must be on the job during 10:30 A.M. and 
2:30 P.M.” (Please note the plan is being reviewed for possible revisions.) 

 
 
 
 
E. POSTING OF POSITIONS 
 

The Department of Revenue (DOR) posts all position notices, both internal and those 
received from other agencies, on the bulletin boards located in the break rooms.  An “Applicant 
Room” is located to the left of the reception desk on the third floor in the Office of Personnel 
Revenue. 

 
There have been present concerns whether or not all postings from other agencies are 

reaching the Department of Revenue and vice versa.  This may be due to the decentralized 
procedure that is now in place statewide. 

 
The current standard of posting is seven (7) days within an additional three (3) day grace 

period for union positions, although some agencies voluntarily offer a longer application period.  
The shorter the time frame, the less number of applicants.  Therefore diversity cannot always be 
achieved.   

 
In order to enhance actual opportunity for employment in the Department of Revenue, 

state job postings are available to the general public via DLT website.  A copy of internal vacancy 
notices, as well as those received from other departments will continue to be posted on the 
Department of Revenue’s bulletin boards.  The notices with “No List” positions will also be sent to 
the organizations on the Minority Referral List.  A copy of all our vacancy postings are sent to the 
Department of Labor and Training’s website (WWW.DLT.STATE.RI.US).   

 
 
F. PROMOTION AND TRANSFER PRACTICES 
 

Female and minority employees are mainly underrepresented in the job categories of 
Officials/Managers/ Administrators, Professionals, Technicians, Protective Services, and Service 
Maintenance. The minimal turnover in upper management is one reason for their limited 
representation in these job categories.  

 
In contrast, the Revenue Support job categories are dominated by women who fill 90.0% 

of these positions.  
 
Additionally, some case of upward mobility for female and minority employees are 

inadvertently limited due to the restrictions imposed by collective bargaining agreements.  For 
those areas not covered by collective bargaining agreements, an overt effort shall be made to 
offset under-representation in the pertinent areas. 

 
For affirmative action to take place, managers must actively encourage their employees 

and demonstrate that advancement is possible for all. 
 
 
 
 
 
 



 
 
 
 
 
 
 
G. TECHNICAL COMPLIANCE 
 

A member of the EOAC will periodically inspect the bulletin boards for any missing policy 
statements.  The EOAC member will notify the Department’s General Government Service 
Center who is responsible for the Bulletin Boards. 

 
 
H. TERMINATIONS 
 

No problems were identified in this area for the past year.  Terminations will be evaluated 
by the EOAC for continued compliance with all laws and policies.  

 
I. TRAINING PROGRAMS 
 
 

 All new hires to the Department must attend The Civil Rights and Sexual Harassment 
Orientation which is presented by the State Equal Opportunity Office.  Notice is sent to the employee 
and the division when the classes are to be held.  Supervisors are responsible for ensuring employee 
attendance. 

 
Upward mobility is a systematic management effort that focuses on developing career 

opportunities for lower level employees who are in positions which do not allow them to realize their 
full work potential.  One aspect of upward mobility is providing training that will enable employees to 
acquire the needed skills and knowledge for advancement. Management should encourage 
employees wishing to improve their education and long term careers. Whenever possible, units 
should pay for job related training courses.  These principles are recorded in Rhode Island’s general 
statutes as well as brochures published by the State and are available to the general public.  

 
RI General Law 36-4-44, regarding Training Programs, states that “The Personnel 

Administrator shall cooperate with appointing authorities and other supervising officials in the conduct 
of employee training programs to the end that the quality of service rendered by persons in the 
classified service may be continually improved.”  It is the hope of the Office of Personnel or Division 
of Human Resources that all departments and agencies of state government will encourage to their 
utmost the training of personnel within their jurisdictions either by the development of approved 
training courses and programs within their agencies or if such is not feasible that they will encourage 
their employees to enroll in approved job related courses at institutions of higher learning.” 

 
The Office of Training and Development no longer offers some generic courses.  The budget has 
been eliminated; fewer courses are offered and can only be advertised by website.  Departments 
requesting courses for their own staff can still be assisted.    
 
Information on In-Service Training can be obtained from the Coordinator of Employee Training at the 
Office of Human Resources or see www.olis.state.ri.us/otd.htm. 
 

 
 
 
 
 
 



 
 
 
 
 
 
  
 
 
J.   WORKFORCE COMPOSITION 

 
 Taken together, minorities and females remain under-represented in all job categories.  For 
both minorities and females, the strongest needs persist in categories of Officials/Managers, 
Professionals, Technicians, Protective Services and Service Maintenance.  In addition, there is a 
significant under-representation of females in the Protective Services category.  Given these 
deficiencies, the argument to enforce the “6 + 6” law is tenable.  This law (36-4-26.1) allows the 
Departments to use a supplemental certification in the civil service – Expanded certification for equal 
opportunity and affirmative action 

 
 Either one or a combination of the following: fiscal and budgetary constraints, collective 
bargaining agreements, and restrictive civil service exams – continues to limit changes to the 
components of the Department’s workforce.  When possible, the Director, Executive Directors, and 
Associate Directors who are responsible for hiring should exert every effort at achieving our hiring 
goals for minorities and females.  

 



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

 
 
Practices and Procedures: 
 

1. Outreach Recruitment: 
 
 The Department will communicate to all employees and applicants its obligation to take 

affirmative action to employ qualified individuals with disabilities and qualified veterans, in such 
a way as to ensure understanding and acceptance. The Department will send vacancy notices 
to recruiting sources such as Department of Human Services (Vocational Rehab and Veteran’s 
Home), Department of Labor & Training and appropriate educational or training institutions to 
assist in recruiting. 

 
2. Physical and Mental Qualifications: 

 
 Physical and mental job qualifications will be reviewed to assure that they do not screen out 

qualified individuals with disabilities. 
 

3. Work Environment: 
 
  As per the Department’s guidelines for Unbiased Work Environment, the Department strives to 

maintain a working environment free of discriminatory insults, intimidation and other forms of 
harassment. 

 
4. Reasonable Accommodation: 

 
 The Department makes reasonable accommodations to the employee or applicant  with a 

disability to ensure equal access to employment.  The accommodations include, but are not 
limited to, modifying the job site, job restructuring, acquisition or modifications of special 
equipment. 

 
 
Report on 2006-2007 activities: 
 
  During this term, we continue to implement the 1991 plan developed by the RI 

Coordinating Committee on the Americans with Disabilities Act (ADA) and as updated by the 
1995 Compliance Plan-Status Report from the Governor’s Commission on the Handicapped.  The 
original plan established the original agency-level structure to achieve compliance and included 
evaluation of services, policies and practices.  The status report made revisions to the original 
plan and proposed the creation of a vacancy notice web-site.  The web-site is www.dlt.state.ri.us. 

  
 

 The Department, working with Ms. Deborah A. George (ADA Coordinator for the 
Department of Revenue) continues to make changes.  During this year, several specific ADA 
claims were addressed and the Department continues to review and remove any barriers 
consistent with the ADA requirements and the needs of both co-workers and the public. 

 
 
 
 
 
 



 
 
Report on 2007-2008 plans: 
 
 
 

The Department plans to continue its work to identify and remove barriers that would 
effect individuals with disabilities.   

 
  The Department will continue to implement the changes in the guidelines for job 

specifications that have been reviewed and revised as needed. 
 
  The Department continues to address questions of the definition of “veteran.”  It must be 

stated again to management that the data gathered concerning veterans and individuals with 
disabilities should be handled with specific concerns for the issues of self-identification and legal 
confidentiality.   

 



PRIVATE EMPLOYMENT, 
STATE AND LOCAL GOVERNMENTS 

EDUCATIONAL INSTITUTIONS 
 

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN: 
 
Title VII of the Civil Rights Act of 1964, as amended, prohibits discrimination in hiring, promotion, 
discharge, pay, fringe benefits, and other aspects of employment, on the basis of race, color, religion, sex 
or national origin. 
 
The law covers applicants to and employees of most private employers, state and local governments and 
public or private educational institutions.  Employment agencies, labor unions, and apprenticeship 
programs are also covered. 
 
AGE: 
 
The Age Discrimination in Employment Act of 1967, as amended, prohibits age discrimination and 
protects applicants and employees 40 years of age or older from discrimination on account of age in 
hiring, promotion, discharge, compensation, terms, conditions, or privileges of employment.  The law 
covers applicants to and employees of most private employers, state and local governments, educational 
institutions, employment agencies and labor organizations.   
 
SEX (WAGES): 
 
In addition to sex discrimination prohibited by Title VII of the Civil Rights Act (see above), the Equal Pay 
Act of 1963, as amended, prohibits sex discrimination in payment of wages to women and men 
performing substantially equal work in the same establishment.  The law covers applicants to and 
employees of most private employers, state and local governments and educational institutions.  Labor 
organizations cannot cause employers to violate the law.  Many employers not covered by Title VII, 
because of size, are covered by the Equal Pay Act.   
 
DISABILITY: 
 
The Americans with Disabilities Act of 1990, as amended, prohibits discrimination on the basis of 
disability, and protects qualified applicants and employees with disabilities from discrimination in hiring, 
promotion, discharge, pay, job training, fringe benefits, and other aspects of employment.  The law also 
requires that covered entities provide qualified applicants employees with disabilities with reasonable 
accommodations that do not impose undue hardship.  The law covers applicants to and employees of 
most private employers, state and local governments, educational institutions, employment agencies and 
labor organizations. 



EMPLOYERS HOLDING FEDERAL 
CONTRACTS OR SUBCONTRACTS 

 
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN: 
 
Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color, religion, sex, 
or national origin, and requires affirmative action to ensure equality of opportunity in all aspects of 
employment. 
 
INDIVIDUALS WITH HANDICAPS: 
 
Section 503 of the Rehabilitation Act of 1973, as amended, prohibits job discrimination because of 
handicap and requires affirmative action to employ and advance in employment qualified individuals with 
handicaps who, with reasonable accommodation, can perform the essential functions of a job. 
 
VIETNAM ERA AND SPECIAL DISABLED VETERANS: 
 
38 U.S.C. 4212 of the Vietnam Era Veterans Readjustment Assistance Act of 1974 prohibits job 
discrimination and requires affirmative action to employ and advance in employment qualified Vietnam 
era veterans and qualified social disabled veterans.   
 
Applicants to and employees of companies with Federal government contract or subcontract are 
protected under the authorities above.  Any person who believes a contractor has violated its 
nondiscrimination or affirmative action obligations under Executive Order 11246, as amended, Section 
503 of the Rehabilitation Act or 38 U.S.C. 4212 of the Vietnam Era Veterans Readjustment Assistance 
Act should contact immediately.   
 

The Office of Federal Contract Compliance Programs (OFCCP) Employment Standards 
Administration, U.S. Department of Labor, 200 Constitution Avenue, N.W., Washington, D.C. 
20210, (202) 523-9368, or an OFCCP regional or district office, listed in most directories under 
U.S. Government, Department of Labor. 

 
 

PROGRAMS OR ACTIVITIES RECEIVING 
FEDERAL FINANCIAL ASSISTANCE 

 
RACE, COLOR, NATIONAL ORIGIN, SEX: 
 
In addition to the protection of Title VII of the Civil Rights Act of 1964, Title VI of the Civil Rights Act 
prohibits discrimination on the basis of race, color, or national origin in programs or activities receiving 
Federal financial assistance.  Employment discrimination is covered by Title VI if the primary objective of 
the financial assistance is provision of employment, or where employment discrimination causes or may 
cause discrimination in providing services under such programs.  Title IX of the Education Amendments 
of 1972 prohibits employment discrimination on the basis of sex in educational programs or activities that 
receive Federal assistance.   
 
If you believe you have been discriminated against in a program of any institution that receives Federal 
assistance, you should contact immediately the Federal agency providing such assistance. 
 
INDIVIDUALS WITH HANDICAPS: 
 
Section 504 of the Rehabilitation Act of 1973, as amended, prohibits employment discrimination on the 
basis of handicap in any program or activity that receives Federal financial assistance.  Discrimination is 
prohibited in all aspects of employment against individuals with disabilities who, with reasonable 
accommodation, can perform the essential functions of a job. 
 
 



 
STATE EXECUTIVE ORDERS 

 
EXECUTIVE ORDER #95-11 
  

Establishes the Sexual Harassment Policy for units in State Government. 
 
 
EXECUTIVE ORDER #92-2 
 
 Compliance with Americans with Disabilities Act. 
 
 
EXECUTIVE ORDER #92-4 
 
 Re-establishes the Minority Business Enterprise Program. 
 
 
EXECUTIVE ORDER #93-1 
 
 Equal Opportunity and Affirmative Action Policy for units in State Government. 
 
 
EXECUTIVE ORDER #85-16 
 

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

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



 
 
 

RETALIATION OR COERCION 
 
An employee or agent of State Government who shall discriminate against an individual through the use 

of retaliation, coercion, intimidation, threats or other such action because such individual has filed a 

complaint, testified or participated in any way in any investigation proceeding or hearing regarding 

discrimination in employment or public service or because such individual has opposed any act made 

unlawful under the Americans with Disabilities Act (ADA) or Rhode Island Fair Employment Practices Act 

or any rules and regulations issued pursuant to either, shall be subject to disciplinary action.  Said action 

may include suspension from employment or dismissal where the discrimination is found to be willful or 

repeated.   



CONFIDENTIAL EXIT-INTERVIEW FORM 

 
1. The purpose of this Form is to record information concerning reasons why employees are 

terminating/transferring from State Service. 
 
 
2. The Form asks specific questions concerning: 
 

A. Employment 
B. Career Opportunities 
C. Fair Treatment 
D. Future Employment with State Government 
E. If you feel you were discriminated against 

 
 
3. The Form is completed by the employee who is leaving the department (resignation, transferring 

to another department, retirement, etc.)  The person is interviewed by the Equal Opportunity 
Officer. 

 
 
4. The Equal Opportunity Officer should be notified at least five- (5) working days before the 

employee terminates or transfers. 
 
 
5. The Form is voluntary and confidential. 



EQUAL OPPORTUNITY ADVISORY COMMITTEE 
 

 
MISSON: 
 

TO PROVIDE TWO-WAY COMMUNICATION AND SUGGESTIONS ON VARIOUS ASPECTS 
OF THE EQUAL OPPORTUNITY PROGRAM TO THE AGENCY HEAD AND EQUAL 
OPPORTUNITY COORDINATOR IN AN AGENCY IN STATE GOVERNMENT. 
 
1. ESTABLISHING THE COMMITTEE: 
 

A. ALL EMPLOYEES SHOULD BE INFORMED OF OPPORTUNITIES TO SERVE ON 
THE COMMITTEE. 

 
B. AGENCY HEAD APPOINTS THE COMMITTEE FROM A LIST OF VOLUNTEERS. 

 
C. VOLUNTEERS 

 
 1.  EACH DIVISION OF AGENCY 

2.  VARIOUS JOB LEVELS 
 3.  MINORITIES, WOMEN, AND PERSON  WITH DISABILITIES 

 
2. STRUCTURE: 

 
A. TERMS OF MEMBERSHIP 
B. ELECTIONS OF OFFICERS 
C. HOW MANY MEMBERS 
D. ALTERNATES 
E. SUB-COMMITTEES 
F. MEETINGS 
G. MINUTES 

 
3. FUNCTIONS (ROLE): 

 
A. ADVISE – NOT PERFORM 
B. DEVELOP SHORT-TERM OBJECTIVES 
C. IDENTIFY AREAS OF POSSIBLE DISCRIMINATION  
D. ASSIST THE DESIGNEE OF THE AGENCY HEAD WITH PREPARING THE 

AFFIRMATIVE ACTION PLAN 
E. MONITOR THE PROGRESS OF THE ACTION GOALS AND PROGRAMS, IF 

NECESSARY, MAKE RECOMMENDATIONS TO IMPROVE. 
F. REVIEW MONTHLY PROGRESS REPORTS 
G. ISSUE A PROGRESS REPORT TO AGENCY HEAD QUARTERLY. 

 
4. CHAIRPERSON (DUTIES): 
 

A. PREPARE AGENDA FOR MEETING 
B. PRESIDE OVER COMMITTEE MEETINGS 
C. SUBMIT ANY COMMITTEE RECOMMENDATIONS TO THE AGENCY HEAD 

 
5. SECRETARY (DUTIES) 

 
A. PRESIDE OVER MEETING IN ABSENCE OF CHAIRPERSON 
B. RECORD MINUTES OF THE MEETING  
C. PREPARE MINUTES FOR DISTRIBUTION. 
 
 



 
 

6. EQUAL OPPORTUNITY COORDINATOR: 
 
EX-OFFICIO 
ADVISOR 

 
7. EQUAL OPPORTUNITY OFFICER/LIAISON: 
 

EX-OFFICIO 
ADVISOR 

 
8. AGENCY HEAD: 
 

SHOULD MAKE A COMMITMENT THAT ALL RECOMMENDATIONS WILL BE 
REVIEWED AND ACKNOWLEDGED 

 
9. EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY: 

 
1. NEWSLETTER 
2. PAY ENVELOPES 
3. EMPLOYEE HANDBOOKS 
4. COPIES OF THE AFFIRMATIVE ACTION PLAN POLICY STATEMENT OF KEY 

PROGRAM ELEMENTS. 
 
 

10. THE STATE EQUAL OPPORTUNITY OFFICE MAY ISSUE SUCH GUIDELINES, 
DIRECTIVES, OR INSTRUCTIONS AS NECESSARY TO CARRY OUT RI GENERAL 
LAW 28-5.1. 



 
EQUAL OPPORTUNITY/AFFIRMATIVE ACTION OFFICERS 
 
 

RI DEPARTMENT OF REVENUE 
Division of Human Resources 
State Equal Opportunity Office 
One Capitol Hill, 3rd Floor 
Providence, RI 02908-5865 
Phone 222-3090 Tdd 222-6144 
FAX  222-6391 
 
 
A. Vincent Igliozzi, Administrator 
State Equal Opportunity Programs  
   
Geraldine Iadevaia, Principal Equal Opportunity Officer 
 
Dolores Farrow, Senior Equal Opportunity Officer 
 

  
COMMUNITY COLLEGE OF RHODE ISLAND 
Providence Campus, John White, Jr. 
One Hilton Street 
Providence, RI 02905 
Phone 455-6011 Tdd 825-2238 
 
 
RHODE ISLAND COLLEGE 
Patricia Giammarco 
600 Mt. Pleasant Avenue 
Providence, RI 02908 
Phone 456-8212 Tdd 456-8061 
FAX 456-8379 
 
  
UNIVERSITY OF RHODE ISLAND 
Robert E. Gillis, Director 
Affirmative Action Equal Opportunity & Diversity 
Carlotti Administration Building 
Kingston, RI 02881 
Phone 792-2442 Tdd 792-2285 

   
   
 
 
 
 



 
 

ENFORCEMENT AGENICES 
 

 
 
 

Department of Revenue 
Office of Personnel Administration 
State Equal Opportunity Office 
One Capitol Hill 
Providence, RI  02908-5865 
TEL # (401) 222-3090 
TDD # (401) 222-6144 
FAX # (401) 222-6391 

 
 

RI Commission for Human Rights 
180 Westminster St. Ste. 3 
Providence, RI  02903-1918 
TEL # (401) 222-2661/ Voice 
TDD # (401) 222-2664 
FAX # (401) 222-2616 

 
 

U.S. Equal Employment Opportunity Commission 
1801 L Street NW 
Washington, D.C.  20507 
TEL # (202) 663-4900/ Voice 
TDD # (800) 800-3302 
TDD # (202) 663-4494 (for all Area Codes) 

 
 

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

 
 

 




