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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.
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DEPARTMENT OF REVENUE STATEMENT OF POLICY ON
EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION

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

The Department of Revenue supports affirmative action and equal opportunity. The Department
of Revenue pledges that it will post all vacancies, including transfers, and will recruit, hire, train, and
promote persons in all job classifications without regard to race, color, sex, religion, sexual orientation,
gender identity or expression, age, national origin, handicap/disability, or veteran status.

All employees and applicants have a right to equal opportunity in all terms, conditions, or
privileges of employment, including but not limited to: recruitment, certification, appointments, working
conditions, job assignments, promotions, benefits, compensation, training, transfers, layoffs, and recall
from layoffs, disciplinary actions, terminations, demotions, or requests for leave. The Department will not
discriminate on the basis of race, color, religion, age, sex, national origin, handicap/disabiiity, veteran
status, sexual orientation, or gender identity or expression. The Department is committed to employ
qualified members of both protected and non-protected groups.

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

Sexual harassment includes unwanted verbal or physical conduct of a sexual nature as well as
sexual advances or requests for sexual favors. Any form of harassment is unlawful, lowers the morale
and efficiency of the employees, and will absolutely not be tolerated.

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

The Americans with Disabilities Act/504 Coordinator for the Department is Deborah A. George.

The Department is committed to identifying and eliminating past and present effects of
discrimination in employment. In order to achieve this, we will identify those classes of individuals which
are under represented in our workforce, set goals and timetables for increasing our employment of those
under represented groups, and implement an Affirmative Action Plan of outreach, recruitment, training,
and other similarly designed programs.

Deborah A. George is responsible for ensuring that the program is coordinated within the
Department of Revenue.

As the Director of the Depaﬁment of Revenue, | assume the responsibility for ensuring that this
equal opportunity policy will be carried out within the Department.

St lfr—

Beverly &/ Najariay, Director
Department of enue




ASSIGNMENT OF RESPONSIBILITIES
1. DIRECTOR

The Director is responsible for ensuring that the Equal Opportunity Policy and Program is
implemented within the Department of Revenue.

2, ADMINISTRATORS, EXECUTIVE DIRECTORS, ASSOCIATE DIRECTORS, CHIEFS, and
SUPERVISORS

Human Resources Administrator is responsible for developing the goals for Affirmative
Action. All administrators, executive directors, and associate directors are responsible for
working with the Department’s Equal Opportunity Officer/Liaison in demonstrating
positive results in employment, appointment, and delivery of services to minorities,
females, and the handicapped/disabled.

The personal involvement of management is required for the success of the Equal
Opportunity Program through adherence to the following guidelines:

a. Managers must be familiar with the Affirmative Action Plan. Furthermore, they must
ensure that all employees are knowledgeable of current directives and the Equal
Opportunity Program, and must establish procedures for ensuring the maximum
implementation of these directives and program.

b. All administrators and interviewing officials of the respective Divisions must take
positive actions to ensure that qualified minority, female and handicapped/ disabled
persons are encouraged to apply for employment, promotions, and training (when
monies are available), and are afforded equal consideration along with other
employees.

c. Supervisory personnel are responsible for maintaining a work environment free of
harassment and hostility.

d. Managers must be creative, open-minded, and flexible in implementing the spirit and
intent of this Plan.

e. Supervisors are responsible for ensuring the attendance, at the earliest opportunity,
of all newly hired employees at the Orientation and Civil Rights and Sexual
Harassment Training Programs conducted by the State Equal Opportunity Office.
Both employee and the supervisor are notified by the General Government Service
Center of the scheduled meeting.

f.  The executive directors, associate directors and management staff need to actively
encourage employees to attend career enhancing training programs (when monies
are available), including programs offered by professional organizations and college
courses.



3. EQUAL OPPORTUNITY ADVISORY COMMITTEE (EOAC)

The Equal Opportunity Advisory Committee is comprised of Department employees who
meet monthly and act as an advisory body to the Director on all matters relating to equal
opportunity and affirmative action. The Department’s Equal Opportunity Advisory Committee
assists the Director, Executive Directors and the Associate Directors in developing and
monitoring a comprehensive equal opportunity and affirmative action program.

a. The Committee assists in the preparation and implementation of the Department’s
Affirmative Action Plan.

b. The Committee reviews the Department’s equal opportunity practices.
c. The Committee serves as an advisory body to the Director.

d. The Committee assists in the dissemination of information concerned with equal
opportunity and affirmative action to all employees of the Department.

Minutes of the meetings and notice of upcoming meetings are posted on the bulletin
boards of each floor’s break room in the Justice William Powers Building and Department
of Motor Vehicles. These minutes are also sent to our satellite offices for posting on their
bulletin boards.

DEPARTMENT OF REVENUE EQUAL OPPORTUNITY ADVISORY COMMITTEE MEMBERS:

1. Central Business Office, Becky Keeling, White Female, Human Resources Technician
2. Central Services, Christine Johnson, Black Female, Sr. Resource Specialist
3. Information Processing, Robert Flynn, White Male, Principal Programmer Analyst (OIP)
4. Information Processing, Janice Varone, White Female, Programmer/ Analyst Il (COBOL/CICS)
5. State Employees Workers’ Compensation, Hurtis Mitchner, Black Male,
Manager, Workers’ Compensation Program Administration
6. Statewide Planning, Kim Gelfuso, White Female, Information Services Technician Il, Honorary
7. Statewide Planning, Kevin Nelson, White Male, Principal Planner, Honorary



Human Resources Administrator
Deborah A. George is the Human Resources Administrator for the Department. She is

responsible for ensuring implementation of the policies described in the plan. In addition, Ms.
George is responsible for compiling the EEO Statistical reports involving the Department.

AMERICANS WITH DISABILITIES ACT/504 COORDINATOR
Deborah A. George of the Human Resources Division 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.

DISSEMINATION OF PLAN AND POLICY

The Affirmative Action Plan and Equal Opportunity policies will be disseminated as
follows:

a. The Director shall issue a memorandum to all executive directors, associate directors and
chiefs stating the importance of their support in this endeavor.

b. All new employees will be notified of the Equal Opportunity policies at the time of hire.

C. The Equal Opportunity Advisory Committee will assist in the communication of this
program and help in the dissemination of information.

d. Equal Opportunity posters and information will be posted on bulletin boards and in
various offices, including the Office of Personnel Administration.

e. A copy of the plan will be distributed to all supervisors and to any employee (for review)
upon request.



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.

2.

10.

11.

12.

Candidates from both sexes will be recruited for all jobs.

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

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

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

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

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

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).

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

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

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.

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.

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.

Bt Lf,
)

Beverly EZKajaria;
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 lIsland, 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 doliar 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 02208-
5865. The telephone number is 222-3090, TDD 222-6144.

2 .
Bure b s
Beverly Eﬂajaria(r;//
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.

S /Q@_ﬁ

‘Beverly E. Néjarian{ /
Director -
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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, Rl 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.

Boridytp bfe

Beverly & Najarifﬂ

Director
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PART III
PROGRAM STATISTICS
AND

EVALUATION
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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.



AGENCY: Revenue DATE: 7/1/06/6/30/07
EQUAL EMPLOYMENT OPPORTUNITY/CIVIL RIGHTS
COMPLAINT PROFILE
COMPLAINT STATUS
Type .
Date (Internal or Basis Pendin Under Resolved
Filed (Race, Sex, etc.) 9 Investigation

External)

COMPLAINT-shell




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

The purpose of this Form is to record information concerning reasons why employees are
terminating/transferring from State Service.

The Form asks specific questions concerning:

Employment

Career Opportunities

Fair Treatment

Future Employment with State Government
If you feel you were discriminated against

moowp»

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.

The Equal Opportunity Officer should be notified at least five- (5) working days before the
employee terminates or transfers.

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:

TERMS OF MEMBERSHIP
ELECTIONS OF OFFICERS
HOW MANY MEMBERS
ALTERNATES
SUB-COMMITTEES
MEETINGS

MINUTES

eMmMooOw>

3. FUNCTIONS (ROLE):

ADVISE — NOT PERFORM

DEVELOP SHORT-TERM OBJECTIVES

IDENTIFY AREAS OF POSSIBLE DISCRIMINATION

ASSIST THE DESIGNEE OF THE AGENCY HEAD WITH PREPARING THE
AFFIRMATIVE ACTION PLAN

MONITOR THE PROGRESS OF THE ACTION GOALS AND PROGRAMS, IF
NECESSARY, MAKE RECOMMENDATIONS TO IMPROVE.

F. REVIEW MONTHLY PROGRESS REPORTS

G. ISSUE A PROGRESS REPORT TO AGENCY HEAD QUARTERLY.

oow>

m

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.



10.

EQUAL OPPORTUNITY COORDINATOR:

EX-OFFICIO
ADVISOR

EQUAL OPPORTUNITY OFFICER/LIAISON:

EX-OFFICIO
ADVISOR

AGENCY HEAD:

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

EMPLOYEES SHOULD BE INFORMED OF AGENCY POLICY:

NEWSLETTER

PAY ENVELOPES

EMPLOYEE HANDBOOKS

COPIES OF THE AFFIRMATIVE ACTION PLAN POLICY STATEMENT OF KEY
PROGRAM ELEMENTS.

PN~

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, 3 Floor
Providence, RI 02908-5865

Phone 222-3090 Tdd 222-6144
FAX 222-6391

A. Vincent Igliozzi, Administrator
State Equal Opportunity Programs

Geraldine ladevaia, 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)





