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Statem
ent A

cknow
ledging Indigenous Peoples and Lands 

 Education at Rhode Island C
ollege (RIC

) takes place on N
arragansett lands. The 

m
em

bers 
of 

the 
RIC

 
com

m
unity 

honor 
First 

N
ations 

and 
the 

m
any 

indigenous 
colleagues, students, and com

m
unity m

em
bers w

ho contribute to the State of Rhode 
Island and the U

nited States. RIC
 recognizes the genocide and forced rem

oval of 
Indigenous 

nations 
perpetrated 

by 
colonial 

settlers, 
and 

expresses 
gratitude 

and 
appreciation to those w

hose territory upon w
hich RIC

 exists. 
  

 
A

shley Ruderm
an-Looff, PhD

 
 

 
 

 
1 M

arch 2024 
 

D
irector of Institutional Equity  

 
 

t 
r 
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Contributors 

C
herèva M

cC
lellan, A

nna C
ano M

orales, Sara Phillips, G
reg Stew

art, and Pareth Theul 
contributed to the FY24 A

ffirm
ative A

ction Plan.  
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Forew
ord 

 Rhode Island C
ollege (RIC

) presents this report on the state of its A
ffirm

ative A
ction 

Program
. This com

pilation of data and narrative reflects the w
ork, skill, creativity, and 

collaboration of a cross-disciplinary team
 of professionals dedicated to the com

m
on goal 

of diversity, equity, and inclusion (D
EI). O

ur dynam
ic team

 of data analysts, institutional 
researchers, D

EI practitioners, hum
an resources specialists, and leaders inform

 the 
findings of this plan. The inform

ation that follow
s sum

m
arizes RIC

’s efforts in advancing 
and prom

oting equal em
ploym

ent opportunities.  
 In FY23, the C

ollege engaged in a num
ber of external review

s. The Records/Registrar 
office underw

ent external review
 conducted by the A

m
erican A

ssociation of C
ollegiate 

Registrars and A
dm

issions O
fficers in Fall 2022, w

hich resulted in a plan to transform
 the 

records office into a registrar’s office. In Spring 2023, the C
areer D

evelopm
ent C

enter 
also underw

ent external review
 conducted by the N

ational A
ssociation of C

olleges and 
Em

ployers, 
w

hich 
resulted 

in 
strategic 

recom
m

endations 
and 

a 
proposal 

for 
restructuring. Finally, the C

ollege’s D
isability Resources C

enter underw
ent an external 

review
 conducted by the A

ssociation of H
igher Education and D

isability. The findings of 
this review

, released in M
ay 2023, identified several areas of for im

provem
ent across the 

C
ollege. In addition, in FY24, H

um
an Resources underw

ent an external review
. A

t the 
tim

e of w
riting, the findings and recom

m
endations of this review

 have yet to be released, 
how

ever 
it 

is 
believed 

that 
structural 

changes 
to 

H
um

an 
Resources 

m
ay 

be 
im

plem
ented.   

  The C
ollege presents substantial im

provem
ents to Section E of this plan. For the first 

tim
e, Rhode Island C

ollege is able to com
pare FY24 against FY23 data. In addition, the 

C
ollege form

ed a W
orkforce Planning C

om
m

ittee in D
ecem

ber 2023, w
ith the intent of 

identifying the m
ost strategic and fiscally responsible hires. The com

m
ittee w

as instituted 
by then Interim

 President Jack W
arner to stabilize the C

ollege’s budget. Inform
ation from

 
this com

m
ittee has enhanced our ability to identify hiring goals across EEO

-4 categories 
and m

arginalized identities that reflect the positions the adm
inistration has identified as 

priority hires.  
 Im

portantly, several factures unique to higher education set the C
ollege’s plan apart 

from
 other state agencies. They include:  
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• 
D

ifferences in the technology and hum
an resource infrastructures assum

ed by RI 
D

ED
I and em

ployed by the C
ollege point m

odifications to the w
ay RIC

 presents 
requested data. For exam

ple, standard A
A

P guidelines  
o 

Separate EEO
 job categories (e.g. “Technicians” and “Paraprofessionals”), 

w
hile RIC

 com
bines them

.   
o 

C
lassify certain EEO

 job categories (e.g., “librarians” as “Professionals”) 
differently than RIC

 (e.g., “librarians” as “faculty”).  
o 

C
om

bines persons w
ith m

arginalized racial identities under the category of 
“m

inorities,” w
hile the C

ollege disaggregates racial groups as often as 
possible. A

s such, required docum
ents asking for data on “m

inorities” has 
been edited to read “racial m

inorities” to clarify the m
eaning. The C

ollege 
recognizes the existence of m

ultiply m
arginalized m

inorities, w
ho m

ay be 
m

arginalized on account of their race, sex, ability, and/or veteran status. 
o 

Incorrectly 
uses 

the 
term

 
“gender” 

to 
refer 

to 
“sex.” 

The 
C

ollege 
recognizes that the language of “fem

ale” corresponds to biological sex, in 
contrast to gender, w

hich is an expansive category that captures the 
m

anifestation of one’s gender identity. B
ecause the C

ollege does not 
collect data on gender, but instead sex, required docum

ents asking for data 
on “gender” has been edited to “sex.”  

o 
Em

phasizes reporting on race, sex, disability, and veteran status. W
hile the 

C
ollege 

conform
s 

to 
the 

State’s 
categories 

of 
data 

requested, 
it 

sim
ultaneously acknow

ledges the m
arginalized experiences that fail to be 

captured 
in 

this 
plan, 

particularly 
am

ong 
the 

LG
B

TQ
IA

+
 

com
m

unity, 
religious 

m
inorities, 

and 
other 

protected 
and 

unprotected 
classes, 

including non-native English speakers. 
 RIC

 relies on voluntary self-identification to collect inform
ation about an em

ployee’s race, 
sex, disability, and veteran status. The voluntary and confidential nature of this disclosure 
m

eans that applicants and em
ployees: 

• 
Som

etim
es choose to w

ithhold or only partially disclose their identities, inherently 
rendering these datasets inconclusive   

• 
Self-identify w

ith the directive that their disclosures should not be m
ade public. 

This 
conflicts 

w
ith 

the 
production 

and 
publication 

of 
job 

group 
analyses 

disaggregated by job title; publication of em
ployees’ voluntary disclosures w

ould 
violate 

RIC
’s 

policy 
and 

practice 
of 

m
aintaining 

confidentiality. 
Potential 

ram
ifications could include legal repercussions, dam

aged em
ployee relations, and 

an underm
ining of the single m

ost effective data collection m
ethod available (in 

the form
 of possibly chilling future voluntary disclosures).   
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 Rhode Island C
ollege seeks to cultivate a w

orkforce that reflects the state’s diversity, but 
also thinks expansively about the m

any form
s of diverse lived experiences that m

ay or 
m

ay not be easily quantifiable or apparent. In recognition of our status as a H
ispanic 

Serving Institution, and a M
inority Serving Institution, the C

ollege rem
ains com

m
itted 

recruiting and retaining a w
orkforce that reflects the students that w

e serve. 
  

 
A

shley Ruderm
an-Looff, PhD

 
 

 
 

 
1 M

arch 2024 
 

D
irector of Institutional Equity  
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A
bout Rhode Island College 

 Established in 1854, Rhode Island C
ollege (RIC

) stands as the oldest public institution of 
higher education in the state and a bastion of opportunity for a diverse body of students, 
the m

ajority of w
hom

 originate from
 Providence C

ounty and the im
m

ediate surrounding 
Southern N

ew
 England area. M

any RIC
 students com

m
ute to cam

pus, but a proportion 
of students reside am

ong six residence halls each year.  
 The college recruits and attracts a diverse student body and w

orkforce reflective of the 
state’s racial, ethnic, socioeconom

ic, and cultural populations w
ith academ

ic offerings in 
five schools: the School of A

rts and Sciences, the Feinstein School of Education and 
H

um
an D

evelopm
ent, the School of B

usiness, the Zvart O
nanian School of N

ursing, and 
the School of Social W

ork. 
 The diversity of our students is one of our greatest strengths. B

ased on 2020 student 
population data, the U

.S. D
epartm

ent of Education designated the C
ollege as a H

ispanic 
Serving 

Institution 
(H

SI). 
H

SI 
status 

is 
defined 

by 
the 

H
igher 

Education 
A

ct 
and 

acknow
ledges Title V-eligible colleges and universities w

here 25 percent or m
ore of full-

tim
e undergraduate students identify as H

ispanic.  
 In M

arch 2021, the RIC
 H

SI W
ork G

roup w
as charged w

ith developing strategies that w
ill 

allow
 RIC

 to best prom
ote and leverage H

SI designation, explore w
hat it m

eans to be an 
H

SI, exam
ine and assess college practices and policies, and seek funding to support the 

college's H
SI initiatives. In 2023, at the recom

m
endation of the H

SI W
ork G

roup, RIC
 

partnered w
ith Excelencia in Education, the nation’s leading research and advocacy 

organization on H
SIs. W

ith the guidance of Excelencia, RIC
 com

pleted a self-assessm
ent 

report on data, practice, and leadership strategies connected to H
SI status. The self-

study is the first step in RIC
 attaining the Seal of Excelencia, w

hich recognizes colleges 
w

ith m
easured success in supporting Latino/a students. RIC

 w
ill continue to w

ork tow
ards 

this seal in subsequent years. 
 In collaboration w

ith the O
ffice of Postsecondary C

om
m

issioner and C
om

m
unity C

ollege 
of Rhode Island, RIC

 participated in the N
ational A

ssociation of System
 H

eads Equity 
A

ction Fram
ew

ork in Fall 2023. The fram
ew

ork assesses institutions and the system
s’ 

progress tow
ard equity in nine key practices. The goal is to create a racial equity plan on 

the system
 and institutional level. O

ne key practice area is faculty and staff hiring, 
retention, prom

otion, and rew
ards. The O

ffice of D
iversity, Equity, and Inclusion, H

um
an 
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Resources, and the Provost review
ed this fram

ew
ork to identify areas in w

hich the 
C

ollege succeeds in racial equity and w
here it m

ust im
prove. The data from

 this 
assessm

ent w
ill be used to form

ulate a forthcom
ing equity plan.  

 RIC
 recognizes how

 essential diversity and inclusion is in an educational environm
ent 

inform
ed by cultural inquiry and designed to stim

ulate critical and creative thinking. The 
entire 

RIC
 

com
m

unity 
benefits 

from
 

a 
com

m
unity 

of 
individuals 

w
ith 

diverse 
backgrounds, including but not lim

ited to people w
ith identities varying by race, 

ethnicity, religion, sexual orientation, gender, gender identity, disability, and veteran 
status.  
 R

ho
d

e Island
 C

o
lleg

e’s M
issio

n, V
isio

n, and
 C

o
re Values 

 The C
om

m
ittee on C

ollege M
ission &

 G
oals w

as charged upon the arrival of Interim
 

President Jack W
arner in the sum

m
er of 2022. This C

om
m

ittee officially began its w
ork 

in Septem
ber 2022. A

t the tim
e of w

riting, the C
ollege’s new

 strategic m
ission and vision 

is in draft form
, and is expected to be released in M

ay 2024.  
 M

issio
n 

 A
s a leading regional public college, Rhode Island C

ollege personalizes higher education 
of the finest quality for undergraduate and graduate students. W

e offer vibrant program
s 

in arts and sciences, business and professional disciplines w
ithin a supportive, respectful, 

and diverse com
m

unity. D
edicated faculty engage students in learning, research, and 

career attainm
ent, and our innovative curricula and co-curricula foster intellectual 

curiosity and prepare an educated citizenry for responsible leadership. 
 V

isio
n 

  Rhode 
Island 

C
ollege 

w
ill 

be 
recognized 

as 
an 

outstanding 
institution 

of 
higher 

education that is valued for high-im
pact program

s and educational practices that 
prepare Rhode Island's diverse population; for m

eaningful learning experiences that 
foster student retention and com

pletion and support  professional developm
ent; and for 

its partnerships that strengthen undergraduate, graduate and co-curricular program
s. 

The college w
ill be know

n for the expertise and leadership of its faculty, students and 
alum

ni; for its adaptability to the changing social and econom
ic environm

ent; and for its 
collective im

pact on Rhode Island's econom
y and culture. 
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Core Values 
 E

xcellence and
 Inno

vatio
n 

RIC
 w

ill continue to foster a high-quality educational environm
ent w

ith rigorous academ
ic 

program
s, talented faculty, and a strong support system

 for academ
ic success. This is 

com
pleted by our proven talent, foresight and reputation for responding to em

erging 
issues.  
 A

ccess and
 O

p
p

o
rtunity 

Education experience to prepare students from
 all w

alks of life. W
e are com

m
itted to 

providing the supports necessary to assure that students have the know
ledge and skills 

to succeed in, and contribute to, our global society.  
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O
rganizational Charts  

 The follow
ing charts reflect the C

ollege’s organizational structure as of M
arch 1, 2024. 
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Statem
ent of Policy on Equal O

pportunity, A
ffirm

ative A
ction, and Sexual 

H
arassm

ent 
  It is the policy of Rhode Island C

ollege to prom
ote fair and equitable treatm

ent of all 
em

ployees and applicants, and to fully com
ply w

ith federal and state legislation and 
executive orders. The C

ollege strives to ensure that all em
ployees adhere to the 

follow
ing directives. 

 Rhode Island C
ollege supports affirm

ative action and equal opportunity. Rhode Island 
C

ollege pledges that it w
ill post all vacancies, including transfers, recruitm

ents, hires, 
trainings, and prom

otions in all job classifications w
ithout regard to race, color, sex, 

religion, sexual orientation, gender identity or expression, age, national origin, disability, 
or veteran status. 
 A

ll em
ployees and applicants have a right to equal opportunity in all term

s, conditions 
and 

privileges 
of 

em
ploym

ent, 
including 

but 
not 

lim
ited 

to: 
recruitm

ent, 
hiring, 

certification, appointm
ents, w

orking conditions, w
ork assignm

ents, prom
otions, benefits, 

com
pensation, 

training, 
transfers, 

layoffs, 
recall 

from
 

layoffs, 
disciplinary 

actions, 
term

inations, dem
otions and requests for leave.  A

ll em
ploym

ent decisions w
ill prom

ote 
the 

principles 
of 

affirm
ative 

action 
and 

equal 
opportunity. 

The 
C

ollege 
w

ill 
not 

discrim
inate against such requests on the basis of race, color, religion, age, sex, national 

origin, disability, veteran status, sexual orientation, gender identity or gender expression. 
The college is com

m
itted to em

ploying qualified m
em

bers of both protected and non-
protected groups.  
 A

ll em
ployees have a right to a w

orkplace free from
 harassm

ent by supervisors or co-
w

orkers based on race, color, sex, sexual orientation, gender identity or expression, 
religion, national origin, age, disability, or any other protected status. H

arassm
ent is 

defined as verbal or physical conduct, interfering w
ith an individual’s w

ork perform
ance, 

or creating an intim
idating, hostile, or offensive w

orking environm
ent.  

 Sexual harassm
ent includes unw

anted verbal or physical conduct of a sexual nature as 
w

ell as sexual advances or requests for sexual favors. A
ny form

 of harassm
ent is unlaw

ful, 
low

ers the m
orale and efficiency of em

ployees, and w
ill not be tolerated.  

 Em
ployees and applicants have a right to reasonable accom

m
odations based on 

disability. The A
m

ericans w
ith D

isabilities A
ct C

oordinator for the Rhode Island C
ollege 

is M
aggie Sullivan, the D

irector of H
um

an Resources, w
ho can be contacted by em

ail at 
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m
sullivan@

ric.edu, or by phone at (401) 456-8216. Erin B
row

n, D
irector of the D

isability 
Services C

enter, w
ho is a certified A

D
A

 C
oordinator served as the C

ollege’s 504 
C

oordinator. She be contacted by em
ail at ebrow

n1@
ric.edu, or by phone at 401-456-

2776. G
oing forw

ard, 504 C
oordination w

ill be form
ally com

bined w
ith the D

irector of 
D

isability Services. The revisions to the job descriptions w
ill be finalized soon and then 

w
ill be posted to be filled. 

 Rhode Island C
ollege is com

m
itted to identifying and elim

inating past and present 
effects of discrim

ination in em
ploym

ent. To achieve this, w
e identify those classes of 

individuals w
hich are underrepresented in our w

orkforce, set goals and tim
etables for 

increasing our em
ploym

ent of those underrepresented groups, and im
plem

ent an 
A

ffirm
ative A

ction Plan. Rhode Island C
ollege’s Statem

ent of N
ondiscrim

ination and 
A

ffirm
ative A

ction can be accessed here. 
 The D

irector of the O
ffice of Institutional Equity is responsible for ensuring that the 

program
 is coordinated w

ithin Rhode Island C
ollege. 

 A
s A

ffirm
ative A

ction O
fficer, I assum

e the responsibility for ensuring that these policies 
be carried out w

ithin the C
ollege. 

  

 
A

shley Ruderm
an-Looff, PhD

 
 

 
 

 
1 M

arch 2024 
 

D
irector of Institutional Equity  

 
 

t 
r 
+ 

mailto:msullivan@ric.edu
mailto:ebrown1@ric.edu
https://www.ric.edu/department-directory/office-institutional-equity/affirmative-action/statement-nondiscrimination-and-affirmative-action
https://www.ric.edu/department-directory/office-institutional-equity/affirmative-action/statement-nondiscrimination-and-affirmative-action
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D
ialogue on D

iversity and Inclusion Com
m

ittee 
 The D

ialogue on D
iversity and Inclusion C

om
m

ittee (D
D

I) functioned as the C
ollege’s 

Equal O
pportunity A

dvisory C
om

m
ittee from

 June 2022 – June 2023. 
 PU

R
PO

SE
 

 
The m

ission of the D
ialogue on D

iversity and Inclusion C
om

m
ittee is 

to support Rhode Island C
ollege’s strategic initiatives on inclusive 

excellence by acting as a resource to the adm
inistration, by advising 

and identifying actionable outcom
es for strengthening diversity, 

inclusion and equity.  
 The purpose of the D

ialogue on D
iversity and Inclusion C

om
m

ittee 
is to provide leadership, coordination, and recom

m
endations for 

appropriate actions in furtherance of its com
m

itm
ent in this area.  

 A
s an institution of higher education, the C

ollege is com
m

itted to 
prom

oting an understanding of and appreciation for the increasingly 
diverse backgrounds and beliefs of those w

ho com
prise the C

ollege 
com

m
unity, as w

ell as the larger com
m

unity of w
hich Rhode Island 

C
ollege is a part.  

 
D

U
TIE

S 
This com

m
ittee w

ill enhance Rhode Island C
ollege’s com

m
itm

ent to 
best practice and excellence in diversity, equity, and inclusion by: 

• 
A

cting in an advisory capacity to the President  
• 

D
eveloping objectives aligning w

ith the C
ollege’s A

ffirm
ative 

A
ction Plan 

• 
Identifying areas of possible investm

ent 
• 

Recom
m

ending best practices to O
IE leadership as needed 

• 
Supporting 

and 
facilitating 

learning 
and 

training 
opportunities  

• 
Producing an annual report  
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M
E

M
B

E
R

SH
IP 

 
Em

ployees are invited to serve at the pleasure of the President. 
M

em
bership shall com

prise a diverse group of em
ployees and 

students from
 various job levels and divisions across the C

ollege. 
A

ppointed m
em

bers w
ill hold their positions for tw

o (2) years. A
ll 

m
em

bers 
m

ay 
continue 

their 
appointm

ent 
until 

replacem
ent 

m
em

bers are appointed. 
 D

r. Jiyun W
u and Ronya Traynham

 co-chaired D
D

I. D
uties include 

presiding over m
eetings, preparing agendas, and subm

itting an 
annual 

report 
to 

the 
V

ice 
President 

of 
External 

Relations 
and 

D
iversity, Equity, and Inclusion, and the President.  

 July 1, 2022 – June 30, 2023 M
em

b
ership

 
redacted 

A
ssociate Professor, D

ance 
redacted 

Professor, Social W
ork 

Erin B
row

n 
D

irector, D
isability Services C

enter 
A

nna C
ano M

orales 
Interim

 VP of External Relations and D
EI 

Veronica D
enison 

D
igital A

rchivist and Special C
ollections Librarian / 

A
ssistant Professor 

Joise G
arzon 

A
ssistant Professor, Social W

ork 
N

andita G
urjar 

A
ssistant Professor, Elem

entary Education 
Precious K

afo 
Project D

irector SSS, PEP program
 

Julia K
am

enetsky 
Psychologist 

M
aria Law

rence 
Professor, Elem

entary Education 
Jam

es J. M
endonca 

C
hief of Police 

D
em

etria M
oran 

D
irector, C

areer D
evelopm

ent C
enter 

Soum
yadeep M

ukherjee 
A

ssistant Professor, H
ealth &

 Physical Education 
Pam

ela Rabuogi 
G

raduate Student / A
lum

 
V

ictoria Restler 
A

ssociate Professor, Educational Studies 
C

hristie Rishw
orth 

Fam
ily N

urse Practitioner, C
enter for H

ealth &
 W

ellness 
Ronya Traynham

 
Transfer A

dvisor, Student Support Services 
Jiyun W

u 
A

ssociate Professor, M
anagem

ent and M
arketing 

 M
eeting

 D
ates 

Septem
ber 9, 2022  

D
ecem

ber 9, 2022 
 

M
arch 17, 2023 

O
ctober 14, 2022 

 
January 6, 2023 

 
A

pril 7, 2023 
N

ovem
ber 4, 2022 

 
February 10, 2023 

 
June 7, 2023 
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M
eeting

 M
inutes 

In lieu of m
eeting m

inutes, please see the A
nnual Report. 

 A
nnual R

ep
o

rt 

 

Dialogue on Diversity and Inclusion 
Annual Report June 2022 – June 2023 

 
Dear President W

arner,  

    Since our incep?on in 1995, DDI has provided opportuni?es for Rhode Island College through 
program

m
ing and support of ini?a?ves to m

o?vate and support individuals from
 diverse 

iden??es and underserved popula?ons. The follow
ing report accounts for the Dialogue on 

Diversity and Inclusion's (DDI) ac?vi?es during the 2022-2023 academ
ic year, opera?onal 

updates from
 the com

m
iNee itself, key issues shaping our 2022-2023 agenda, and 

recom
m

enda?ons for the future of DDI.   

The full com
m

iNee m
et nine ?m

es (9/9/22, 10/14/22, 11/4/22, 12/9/22, 1/6/23, 2/10/23, 
3/17/23, 4/7/23, 6/7/23) and operated very effec?vely despite m

ee?ng in a hybrid m
odel due 

to Covid-19 and schedule challenges. The DDI Execu?ve Board m
et separately at least once a 

m
onth throughout the academ

ic year and the sum
m

er of 2022 to plan the transi?on of the 
incom

ing execu?ve board.  

 The DDI com
m

iNee has gone through a few
 changes this year. Both Chris Lee and LaTanya 

M
onteiro le[ the college, w

hich created tw
o vacancies on the DDI e-board. The posi?ons that 

w
ere vacant are the Stand in U

nity Center Director and the Treasurer. Precious Kafo, a form
er 

m
em

ber of DDI, filled LaTanya's posi?on as treasure. Jiyun W
u w

ho w
as the factulty co-chairs of 

DDI, m
ade the decision to step dow

n as co-chair, leaving Ronya Traynham
 as the chair of DDI. 

Lehidy L Frias joined the E-board June 7
th at the end of the year retreat and w

ill con?nue in the 
role as the Stand in U

nity Director. 

 O
ur goal for DDI is to develop m

ul?ple sustainable resources to help deliver suitable and 
im

pacbul program
m

ing that w
ill change m

indsets, ac
tudes, and behaviors and prom

ote a m
ore 

inclusive cam
pus com

m
unity.  

CO
VID-19 Im

pact on DDI Events &
 Ac?vi?es during 2022-2023:  

The CO
VID-19 pandem

ic significantly im
pacted the DDI's com

m
iNee ac?vi?es, including som

e 
events and sub-com

m
iNee ini?a?ves. During the last m

ee?ng, the com
m

iNee focused on 
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reevalua?ng DDI as a w
hole and concentra?ng on w

hat our focus should be. DDI also extended 
invita?ons to the provost at that ?m

e, Helen Tate, the Interim
 Vice President for Student 

Success, Cindy Kozil, Director of Hum
an Resources, and M

aggie Sullivan. Lastly, DDI w
elcom

ed 
new

 hires to the college as w
ell.  

 A sum
m

ary of the subcom
m

i1
ee's current w

ork: the new
 e-board has decided to reconfigure 

the sub-com
m

iNees into tw
o com

m
iNees w

hich either focus on Students or Faculty and Staff. 
Due to par?cipa?on issues, w

e w
ere unable to follow

 through w
ith the com

m
iNees. 

2022-2023 Events and Program
s Included:   

1. 
DDI Ini?a?ve Survey and Co-Sponsorships: During W

inter break, DDI Execu?ve Board 
sent the com

m
iNee a survey to gather inform

a?on on how
 w

e w
ill proceed in the spring. 

Since CO
VID, the com

m
iNee m

ee?ngs have been a m
ix of virtual and in-person 

m
ee?ngs; the survey asked if com

m
iNee m

em
bers w

ould be interested in carrying 
m

ee?ngs for the sem
ester in person or if they should rem

ain hybrid. M
ost m

em
bers said 

they could m
eet virtually, so w

e m
ay need to con?nue m

ee?ngs virtually m
oving 

forw
ard. 

2. 
The survey also asked m

em
bers how

 m
uch they w

ould like DDI to allocate to Co-
Sponsorships, and m

ost responses varied betw
een $5,000 - $6,000. W

e have received 
four co-sponsor proposals. W

e w
ill be aw

arding tw
o program

s out of the four. O
ne of the 

program
s has no rela?on to the w

ork of DDI and the other program
 needs to provide 

m
ore inform

a?on for the com
m

iNee to aw
ard. W

ith $500 being the m
axim

um
 that DDI 

can allocate to co-sponsorships, w
e w

ill need to send out the survey again to generate 
m

ore applica?ons.  
3. 

The survey also asked m
em

bers w
hat ini?a?ves DDI can help w

ith regarding the 
upcom

ing Heritage M
onths (Black History, W

om
en's History, and Pride M

onth). M
ost 

responses indicated a need to further discuss the role of DDI in suppor?ng these 
ac?vi?es. The com

m
iNee w

ants to organize an event during Black History that w
ould 

essen?ally be an "African Am
erican Read-In." W

e w
ould invite students from

 
urban/inner city schools for this experience for a tw

o-day event. O
n the first day, w

e 
invited fam

ous African Am
erican poets, authors, or groups as guest speakers. O

n the 
second day, faculty volunteered for the read-in. The ac?vi?es included a jum

p rope 
sta?on, braiding sta?on, cultural portraits, poetry slam

, and read-aloud of biographies of 
fam

ous African Am
erican scien?sts, inventors, presidents, etc., follow

ed by a relevant 
ac?vity. This event w

ill be discussed further during our m
ee?ng, w

ith the poten?al in 
February 2024.  

4. 
All com

m
iNee m

em
bers supported DDI, poten?ally invi?ng student leaders and advisors 

to aNend the Black Students Lead Conference. This conference w
ill be taking place April 

14th-16th in Atlanta, GA. The Black Students Lead Leadership Conference is the largest 
na?onal gathering of Black Student Leaders and cam

pus-based advisors to address the 
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m
ost cri?cal topics of diversity and social jus?ce challenging our Black student 

com
m

unity w
ithin colleges and universi?es. Anyone w

ho par?cipates w
ill lead a 

W
ednesday program

 on their takeaw
ay. hN

ps://blackstudentslead.org/. The com
m

iNee 
sent 14 students and Precious Kafo and Ronya Traynham

 as chaperones for the students. 
A[er the conference students sent in vlogs to express w

hat they had learned from
 the 

conference and how
 they w

ould bring their experience to the Rhode Island College 
com

m
unity.  

5. 
The DDI accepted applica?ons for on-cam

pus and com
m

unity co-sponsorship funding 
for approxim

ately $1,100 for the FY 2022-2023. There w
ere six applica?ons for the co-

sponsorship program
. Each applica?on proposal is evaluated on criteria such as 

connec?on and relevance to the them
e, proposal subm

ission before the deadline, and 
clear iden?fica?on of the target audience. O

ut of the six applica?ons, three w
ere 

approved for funding. The rem
aining three w

ere inform
ed that their program

 or event 
did not m

eet the standards for DDI co-sponsorship. The total am
ount that DDI allocated 

to co-sponsorships w
as $1,100. Funded program

s for 2022-2023 include: 

2023 RIEEA Annual Sum
m

it 
• 

DDI funded $500 for this event. 
• 

N
um

ber of par?cipants or people affected by the program
/event - 133 par?cipants 

• 
Dem

ographics on the aNendees (i.e., students, faculty, other groups) - RIC staff - 2; RIC 
faculty - 3; RIC students - 6; other aNendees included U

RI students, faculty, and staff as 
w

ell as staff and volunteers at com
m

unity-based organiza?ons, classroom
 teachers. 

• 
Iden?fy w

hat resulted from
 your funded ac?vity and how

 it contributed to the diversity, 
equity, and inclusion and/or current them

e(s) - The them
e of the Sum

m
it w

as 
Indigenous storytelling. W

e listened to a keynote presenta?on by a N
arraganseN

 elder 
and enjoyed a perform

ance by an aw
ard-w

inning N
arraganseN

 storyteller and 
par?cipated in an Indigenous circle dance and discussions about how

 to incorporate 
storytelling into our environm

ental educa?on prac?ces. 

Com
m

unity Engagem
ent W

orkshop 
O

ur guest speaker Councilperson Aniece Germ
ain from

 Cranston and co-founder of Hope and 
Change for Hai? w

ill be delivering a presenta?on about com
m

unity engagem
ent to the students 

in Rhode Island College’s School of Social W
ork – Hum

an Behavior, Diversity, and O
ppression on 

the follow
ing dates. DDI funded $200 for the event. 

M
ental Health W

orkshop 
O

n Friday, February 3, 2023, Hope and Change for Hai? offered a M
ental Health w

orkshop 
?tled: Dism

antling S?gm
a in M

ental Health: Building Aw
areness and Know

ledge. Considering 
the im

pact of Covid-19 on individuals, fam
ilies, and com

m
uni?es, it is im

portant to priori?ze 
m

ental health care. U
nfortunately, s?gm

a has served as a barrier to m
ental health treatm

ent, 
especially in Black, Indigenous, Asian, La?n X, and other com

m
uni?es. Associate Professor of 

Social W
ork, Asw

ood Bousseau, served as the facilitator for the event.  

https://blackstudentslead.org/
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 W
e subm

iNed an applica?on for Co-sponsorship, as DDI has supported past Hope and Change for 
Hai? events including Interna?onal W

om
en’s Day celebra?on. Despite the frigid tem

perature on 
2/3/23 there w

ere approxim
ately 40 people in aNendance including RIC faculty, RIC alum

ni, and 
current RIC students. Also, in aNendance w

ere com
m

unity stakeholders, and licensed social 
w

orkers, licensed m
ental health clinicians, and com

m
unity leaders. This event w

as a success, and 
w

e hope to m
ake it an annual event. DDI funded $400 for this event.  

Future recom
m

endaJons: DDI has m
ade the decision to em

bark on a sabba?cal dedicated to 
enhancing various aspects, including m

em
bership, redefining our com

m
iNee's iden?ty, and 

refining our values and goals. Taking the lead in this endeavor is Jessica Person, supported by 
Lehidy L Frias and other DDI com

m
iNee m

em
bers. W

e hope to com
eback together in the 

sum
m

er of 2024 
 Respecbully subm

iNed, 
 Ronya Traynham

, Chair 
Precious Kafo, Treasurer 
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D
ivision H

eads, Supervisors, H
um

an Resources Liaisons 
 Presid

ent 
The President of Rhode Island C

ollege exercises a leadership role in adm
inistering the 

C
ollege’s A

ffirm
ative A

ction Plan and supports the goals of equal opportunity and 
affirm

ative 
action. 

The 
President 

prom
otes 

opportunity 
on 

an 
equal 

basis 
to 

all 
applicants, faculty, and staff.  
 Presid

ent’s E
xecutive C

ab
inet (PE

C
) and

 E
xtend

ed
 PE

C
 (E

PE
C

) 
The PEC

 and EPEC
, com

prised of senior leadership, ensures that their subsequent 
divisions—

including office directors, supervisors, and staff—
adhere to the guidelines and 

w
ork tow

ard achieving the goals articulated in this plan. The individual m
em

bers of the 
PEC

 and EPEC
 also acknow

ledge their role in influencing cam
pus clim

ate and a culture 
of inclusion. They lead their team

s to prom
ote an inclusive clim

ate across the college. 
 D

irecto
r o

f Institutio
nal E

q
uity 

A
uthority and responsibility for the developm

ent and im
plem

entation of Rhode Island 
C

ollege’s Equal Em
ploym

ent O
pportunity and A

ffirm
ative A

ction Plan is delegated to 
the D

irector of Institutional Equity, w
ho serves as the college’s Title IX

 C
oordinator and 

A
ffirm

ative A
ction O

fficer. The D
irector of Institutional Equity also oversees investigations 

and provides resources and support in cases pertaining to alleged civil rights violations. 
The O

ffice of Institutional Equity oversees com
pliance w

ith state and federal civil rights 
law

s, including Title IX
 of the Education A

m
endm

ents of 1972 and A
ffirm

ative A
ction. 

This office exists to enforce the prohibition of discrim
ination based on race, ethnicity, 

gender identity or expression, sexual orientation, national origin, religion, disability 
status, veteran status, and other protected classes. This office also provides relevant 
oversight and training to various areas of the college to prom

ote diversity, equity, and 
inclusion.  
 D

irecto
r o

f H
um

an R
eso

urces 
The D

irector of H
um

an Resources plays a leadership role in ensuring that all operations 
across the D

epartm
ent of H

um
an Resources adhere to the prom

otion of the goals 
outlined in this plan. The D

irector of H
um

an Resources is vital in the developm
ent, 

im
plem

entation, and interpretation of projects and program
s pertaining to critical hum

an 
resources 

functions, 
including 

recruitm
ent, 

retention, 
prom

otion, 
discipline, 

talent 
developm

ent, etc. A
lso serving as A

m
ericans w

ith D
isabilities A

ct (A
D

A
) C

oordinator, the 
D

irector of H
um

an Resources oversees requests and m
anagem

ent of accom
m

odations 
for all college em

ployees.  



 
 

 
    

30 

 A
d

m
inistrato

rs/M
anag

ers/Sup
erviso

rs 
It is the responsibility of every adm

inistrator, m
anager, and supervisor at Rhode Island 

C
ollege to understand and support the college’s A

ffirm
ative A

ction Plan. A
dm

inistrators, 
m

anagers 
and 

supervisors 
are 

responsible 
for 

the 
ongoing 

developm
ent, 

im
plem

entation and evaluation of affirm
ative action activities w

ithin their respective w
ork 

units. Further, they ensure students, faculty, and staff receive support and resources in 
accordance w

ith the affirm
ation action and equal opportunity goals and principles set 

forth in this plan.  
 E

m
p

lo
yees  

A
ll em

ployees are expected to support the Rhode Island C
ollege’s com

m
itm

ent to equal 
opportunity and affirm

ative action. A
s representatives of the college, em

ployees shall 
conduct them

selves in a respectful and courteous m
anner. Their interactions w

ith fellow
 

w
orkers and the com

m
unity they serve should foster an inclusive cam

pus clim
ate. 

  

 
A

shley Ruderm
an-Looff, PhD

 
 

 
 

 
1 M

arch 2024 
 

D
irector of Institutional Equity  

 
 

t 
r 
~ 
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D
iversity Liaison  

 In 
accordance 

w
ith 

recom
m

endations 
approved 

follow
ing 

the 
issuance 

of 
form

er 
G

overnor Lincoln C
hafee’s Executive O

rder 13-05, issued in M
ay 2013, “Prom

otion of 
D

iversity, Equal O
pportunity and M

inority B
usiness Enterprises in Rhode Island,” (21) 

Executive D
epartm

ent agencies appointed a D
iversity Liaison (D

L). The D
L, w

orking in 
partnership w

ith the State of Rhode Island’s D
ivision of Equity, D

iversity, and Inclusion 
(D

ED
I) and the H

um
an Resources hiring m

anager and purchasing staff, assist w
ith 

developing, im
plem

enting, and m
onitoring diversity hiring goals and m

easuring and 
m

onitoring departm
ent M

inority B
usiness Enterprise (M

B
E), W

om
en-O

w
ned B

usiness 
Enterprises (W

B
E) and D

isability B
usiness Enterprises (D

B
E) participation as related to 

departm
ent procurem

ents and contracts.        
 A

 com
prehensive review

 of H
um

an Resources, conducted in the fall of 2023, has resulted 
in a restructuring plan. A

s such, m
any of the responsibilities of the D

iversity Liaison are 
poised to shift to H

um
an Resources and/or other parts of the C

ollege’s adm
inistration.  

 O
ver the course of July 1, 2022 – June 30, 2023, the D

irector of Institutional Equity 
served as Rhode Island C

ollege’s D
iversity Liaison. Som

e of their responsibilities included 
(but w

ere not lim
ited to): 

• 
D

eveloping key relationships w
ith H

um
an Resources (H

R) and hiring m
anagers;  

• 
Receiving notification from

 H
R of all Personnel A

ction Request (PA
R) notices 

approved for the college; 
• 

M
aintaining Equal Em

ploym
ent O

pportunity (EEO
) reports and statistics reflecting 

the dem
ographic m

akeup of the college’s faculty and staff;  
• 

M
onitoring 

and 
supervising 

search 
com

m
ittee 

processes 
to 

ensure 
diverse 

candidate pools are recruited, hired, and retained; 
• 

W
orking w

ith D
ED

I staff and hiring m
anagers to assist w

ith targeted partnerships 
and expanded outreach efforts.  This includes forw

arding all of the college’s 
postings to D

ED
I, advertising through m

inority m
edia outlets and/or identifying 

com
m

unity-based organizations and other com
m

unity resources to help identify 
diverse candidates;  

• 
Leading the college’s Equal O

pportunity A
dvisory C

om
m

ittee and attending 
regularly 

scheduled 
m

eetings 
and/or 

other 
education/training 

opportunities 
scheduled by D

ED
I. 

• 
Facilitating education and training opportunities for all m

em
bers of the college 

com
m

unity to foster/enhance their know
ledge and understanding of diversity, 

equity, and inclusion com
petencies; 



 
 

 
    

32 

• 
C

hairing the B
ias Response C

om
m

ittee 
  

 
 

A
shley Ruderm

an-Looff, PhD
 

 
 

 
 

1 M
arch 2024 

 

D
irector of Institutional Equity  

  
 

t 
r 
t 
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A
m

ericans w
ith D

isabilities A
ct / 504 Coordinator D

uties and Responsibilities 
 A

uthority and responsibility for Rhode Island C
ollege’s A

m
ericans w

ith D
isabilities A

ct 
com

pliance for individuals w
ith disabilities are delegated to M

aggie Sullivan, D
irector of 

H
um

an Resources. The D
irector of H

um
an Resources oversees requests for all college 

em
ployees. 

A
uthority 

and 
responsibility 

for 
Rhode 

Island 
C

ollege’s 
Section 

504 
coordination are delegated to Erin B

row
n, D

irector of the D
isability Services C

enter.  
 The A

D
A

 C
oordinator perform

s the follow
ing duties: 

• 
Serve as the prim

ary C
ollege contact person for em

ployee A
D

A
 accom

m
odation 

needs; 
• 

W
ork 

closely 
w

ith 
individuals 

that 
self-identify 

and 
request 

a 
reasonable 

accom
m

odation 
to 

ensure 
the 

follow
ing: 

any 
necessary 

docum
entation 

is 
com

plete; 
• 

M
eet to explore request for reasonable accom

m
odation; 

• 
D

eterm
ine em

ployee specific needs; 
• 

D
eterm

ine 
feasibility/suitability 

of 
requested 

accom
m

odation 
or 

determ
ine 

alternate accom
m

odation; 
• 

Im
plem

ent final accom
m

odation, follow
-up as needed; 

• 
C

onsult as needed w
ith the O

ffice of RI G
overnor’s C

om
m

ission on D
isabilities, 

federal A
D

A
 office, Job A

ccom
m

odation N
etw

ork, and other experts for technical 
assistance on disabilities/accom

m
odations; 

• 
C

om
m

unicate w
ith others at RIC

 on a need-to-know
 basis; 

• 
Provide data and inform

ation as required 
 The 504 C

oordinator perform
s the follow

ing duties:  
• 

C
oordinate, 

m
onitor, 

and 
assess 

the 
C

ollege’s 
efforts 

to 
com

ply 
w

ith 
the 

A
m

ericans w
ith D

isabilities A
ct as A

m
ended, Section 504 of the Rehabilitation A

ct 
and related state and federal law

s (e.g. Fair H
ousing A

ct, Section 508 of the 
Rehabilitation A

ct).  
• 

D
evelop and m

aintain w
ritten m

aterials and other public notices to broadly 
dissem

inate inform
ation regarding accessibility and A

D
A

/504 com
pliance.  

• 
Provide training and consultative services to the C

ollege com
m

unity about access, 
inclusion, and com

pliance w
ith non-discrim

ination law
s related to individuals w

ith 
disabilities.  

 The A
D

A
 C

oordinator reports directly to G
eneral C

ounsel / V
ice President of H

um
an 

Resources. The 504 C
oordinator reports to the Interim

 V
ice President of External 
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Relations and D
iversity, Equity, and Inclusion. C

ollectively, both coordinators ensure that 
Rhode Island C

ollege’s program
s and environm

ent are consistent w
ith federal and state 

guidelines. 
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A
m

erican w
ith D

isabilities/504 Com
plaint Procedures  

 Rhode Island C
ollege provides prom

pt and equitable resolution of com
plaints alleging 

action prohibited by the A
m

ericans w
ith D

isabilities A
ct of 1990. 

 C
om

plaints alleging denial of access, or denial of equitable access, are subm
itted to the 

D
irector of Institutional Equity, in accordance w

ith the policy and procedure set forth in 
the C

ollege’s N
ondiscrim

ination Policy and C
om

plaint Procedures, w
hich are outlined 

here. C
om

plaints m
ay be subm

itted electronically to the D
irector of Institutional Equity 

using this link. C
om

plaints alleging denial of access m
ust be filed w

ithin 365 days after 
the last act of alleged discrim

inatory conduct occurred. 
 In addition, the C

ollege falls under Title II as a place of public accom
m

odation. A
ll 

students, faculty, staff, visitors, or other individuals using C
ollege facilities m

ay file an 
accessibility-related 

com
plaint 

w
ith 

the 
U

.S. 
Equal 

Em
ploym

ent 
O

pportunity 
C

om
m

ission no later than 180 days after the com
plainant becom

es aw
are of the alleged 

violation.  
 U

nder Title I of the A
D

A
, a C

ollege em
ployee m

ay file a com
plaint pertaining to 

accessibility 
and 

accom
m

odations 
w

ith 
the 

U
.S. 

Equal 
Em

ploym
ent 

O
pportunity 

C
om

m
ission no later than 300 days after the com

plainant becom
es aw

are of the alleged 
violation. 
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https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
https://www.ada.gov/resources/disability-rights-guide/
https://www.ada.gov/resources/disability-rights-guide/
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D
issem

ination of A
ffirm

ative A
ction Plan and Policy 

 Internal D
issem

inatio
n and

 R
eco

m
m

end
atio

ns fo
r Im

p
ro

vem
ents 

Rhode Island C
ollege dissem

inates the A
ffirm

ative A
ction Plan internally as follow

s: 
1. 

The Rhode Island B
oard of Education Personnel Policy M

anual contains an Equal 
Em

ploym
ent O

pportunity statem
ent here. 

2. 
The A

ffirm
ative A

ction Plan is published on RIC
’s O

ffice of Institutional Equity 
w

ebsite, located here.  
3. 

The D
irector of Institutional Equity distributes the plan via em

ail to each m
em

ber 
of the extended President’s Executive C

abinet. 
4. 

The D
irector of Institutional Equity distributes the plan via em

ail to the cam
pus 

com
m

unity.  
5. 

Recom
m

endations 
for 

im
provem

ents 
can 

be 
directed 

via 
em

ail 
to 

A
shley 

Ruderm
an-Looff at aruderm

anlooff@
ric.edu. 

 E
xternal D

issem
inatio

n and
 R

eco
m

m
end

atio
ns fo

r Im
p

ro
vem

ents 
Rhode Island C

ollege dissem
inates the A

ffirm
ative A

ction Plan externally as follow
s: 

1. 
The A

ffirm
ative A

ction Plan is published on RIC
’s O

ffice of Institutional Equity 
w

ebsite, located here. 
2. 

The C
ollege publishes a Statem

ent of N
ondiscrim

ination and A
ffirm

ative A
ction, 

here.  
3. 

The H
um

an Resources w
ebpage includes links to the O

ffice of Institutional 
Equity’s w

ebpage to provide current and prospective em
ployees w

ith additional 
inform

ation about the A
ffirm

ative A
ction Plan.  

4. 
Recom

m
endations 

for 
im

provem
ents 

can 
be 

directed 
via 

em
ail 

to 
A

shley 
Ruderm

an-Looff at aruderm
anlooff@

ric.edu. 
 

 

https://riopc.edu/policies/personnel-policy-manual/
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
mailto:arudermanlooff@ric.edu
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-institutional-equity/affirmative-action/statement-nondiscrimination-and-affirmative-action
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Policy on Com
plaints of A

lleged D
iscrim

ination 
 C

onsistent w
ith Rhode Island G

eneral Law
 § 28-5.1, Rhode Island C

ollege prohibits 
students, 

em
ployees, 

contractors, 
volunteers, 

and 
visitors 

from
 

engaging 
in 

discrim
ination and/or harassm

ent based on any individual's race, color, creed, national 
or ethnic origin, gender, gender identity or expression, religion, disability, age, sexual 
orientation, genetic inform

ation, m
arital status, citizenship status, veteran status, and any 

other legally protected characteristic.  
 Rhode Island C

ollege’s N
ondiscrim

ination and C
om

plaint Procedures, w
hich includes 

definitions of discrim
ination and harassm

ent, can be accessed here. C
om

plaints alleging 
discrim

inatory behavior m
ay be subm

itted electronically to the D
irector of Institutional 

Equity using this link.  
 C

om
plaints m

ay also be filed w
ith Rhode Island C

om
m

ission for H
um

an Rights, and/or 
the state’s D

ivision of Equity, D
iversity and Inclusion.  

 C
om

plaints alleging denial of access m
ay be filed w

ith the Rhode Island G
overnor’s 

C
om

m
ission on D

isabilities. A
ccessibility related com

plaints, including com
plaints about 

accessibility and accom
m

odations, m
ay also be filed w

ith the U
.S. Equal Em

ploym
ent 

O
pportunity C

om
m

ission in accordance w
ith Title I and Title II of the A

D
A

. 
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https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
http://www.richr.ri.gov/
https://dedi.ri.gov/about-office/equal-opportunity-office/discrimination-complaints#:~:text=Complete%20a%20Complaint%20Form,HRInvestigations%40hr.ri.gov
https://gcd.ri.gov/employment/mediation-conflict-resolution
https://gcd.ri.gov/employment/mediation-conflict-resolution
https://www.eeoc.gov/filing-charge-discrimination
https://www.eeoc.gov/filing-charge-discrimination
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Policy on Service D
elivery 

 Per Rhode Island G
eneral Law

 § 28-5.1, all D
ivisions shall render services to all persons 

w
ithout discrim

ination based on race, color, religion, sex, age, national origin, sexual 
orientation, gender identity or expression, or disability. A

s such, Rhode Island C
ollege is 

com
m

itted to providing fair, courteous, and equitable service to the public. The C
ollege 

m
akes efforts to accom

m
odate requests for accom

m
odations, such as interpretation or 

closed captioning, w
ith advance notice.  

 C
om

plaints alleging denial of access, or denial of equitable access, are subm
itted to the 

D
irector of Institutional Equity, in accordance w

ith the policy and procedure set forth in 
the C

ollege’s N
ondiscrim

ination Policy and C
om

plaint Procedures, w
hich are outlined 

here. C
om

plaints m
ay be subm

itted electronically to the D
irector of Institutional Equity 

using this link. The D
irector of Institutional Equity, D

r. A
shley Ruderm

an-Looff, m
ay be 

contacted via em
ail at aruderm

anlooff@
ric.edu or by phone at (401) 456-8218.  

 C
om

plaints m
ay also be filed w

ith Rhode Island C
om

m
ission for H

um
an Rights, and/or 

the state’s D
ivision of Equity, D

iversity and Inclusion.  
 C

om
plaints alleging denial of access m

ay be filed w
ith the Rhode Island G

overnor’s 
C

om
m

ission on D
isabilities. A

ccessibility related com
plaints, including com

plaints about 
accessibility and accom

m
odations, m

ay also be filed w
ith the U

.S. Equal Em
ploym

ent 
O

pportunity C
om

m
ission in accordance w

ith Title I and Title II of the A
D

A
. 
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https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
mailto:arudermanlooff@ric.edu
http://www.richr.ri.gov/
https://dedi.ri.gov/about-office/equal-opportunity-office/discrimination-complaints#:~:text=Complete%20a%20Complaint%20Form,HRInvestigations%40hr.ri.gov
https://gcd.ri.gov/employment/mediation-conflict-resolution
https://gcd.ri.gov/employment/mediation-conflict-resolution
https://www.eeoc.gov/filing-charge-discrimination
https://www.eeoc.gov/filing-charge-discrimination
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Policy on Contracts 
 In accordance w

ith Rhode Island G
eneral Law

 § 28-5.1, Rhode Island C
ollege shall 

require that all contractors and suppliers of goods and services sign contracts containing 
an Equal O

pportunity C
lause. The clause shall state that the parties agree to adhere to 

the provisions of all applicable law
s, rules and regulations, both State and Federal, 

including, but not lim
ited to Rhode Island G

eneral Law
 § 28-5.1, Title VII of the C

ivil 
Rights A

ct of 1964, Rehabilitation A
ct of 1973 and Executive O

rders 11246, 11625, and 
11375. Every effort w

ill be m
ade to solicit bids from

 M
inority B

usiness Enterprises and 
W

om
en’s 

B
usiness 

Enterprises. 
This 

policy 
is 

and 
w

ill 
continue 

to 
be 

posted 
in 

conspicuous areas. 
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Policy Statem
ent for Individuals w

ith D
isabilities and Veterans 

 Rhode Island C
ollege is fully com

m
itted to m

eet the specialized affirm
ative action 

requirem
ents to em

ploy and advance individuals w
ith disabilities and veterans in 

accordance w
ith the A

m
ericans w

ith D
isabilities A

ct of 1990, RI G
eneral Law

 § 28-5.1, 
Executive O

rder 92-2 and the V
ietnam

 Era Veterans Readjustm
ent A

ssistance A
ct of 

1974. It is the policy and practice of the C
ollege to provide equal opportunity for every 

em
ployee.  Rhode Island C

ollege com
m

unicates to all em
ployees and applicants its 

obligation to take affirm
ative action to em

ploy qualified individuals w
ith disabilities, 

disabled veterans, and covered veterans.  
 Rhode 

Island 
C

ollege 
encourages 

qualified 
individuals 

w
ith 

disabilities, 
disabled 

veterans, and covered veterans to participate fully in all em
ploym

ent opportunities. This 
policy 

applies 
to 

all 
decisions 

about 
recruitm

ent, 
hiring, 

com
pensation, 

benefits, 
transfers, prom

otions, layoffs and other conditions of em
ploym

ent. A
ccordingly, all 

em
ploym

ent decisions shall be consistent w
ith the principles of equal em

ploym
ent 

opportunity.  
 Rhode Island C

ollege w
ill contact recruiting sources such as RI D

ED
I, Vocational 

Rehabilitation Services, the D
epartm

ent of H
um

an Services and appropriate educational 
or training institutions to assist in recruiting qualified individuals w

ith disabilities and 
covered veterans.  
 The D

irector of the D
isability Services C

enter, Erin B
row

n, is designated as the 504 
C

oordinator 
for 

the 
C

ollege. 
This 

entails 
coordination 

of 
all 

divisions 
in 

the 
im

plem
entation of all Federal rules and regulations affecting the C

ollege in term
s of 

com
pliance w

ith the m
andates of Section 504 of the Title V of the Rehabilitation A

ct of 
1973. 
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Com
pliance w

ith G
uidelines on D

iscrim
ination Because of Religion or N

ational 
O

rigin 
 The C

ollege w
ill fully com

ply w
ith all law

s and executive orders. The C
ollege rem

ains 
com

m
itted 

to 
fulfilling 

requests 
for 

religious 
accom

m
odation 

through 
voluntary 

substitutions, flexible w
ork schedules, changes in job assignm

ents, and/or transfers. The 
C

ollege offers em
ployees four personal days of paid leave per year that m

ay be used for 
accom

m
odating religious holidays or obligations. The D

irector of H
um

an Resources, 
M

aggie Sullivan, w
orks to facilitate requests for em

ployee religions accom
m

odations in 
partnership w

ith direct supervisors.  
 The C

ollege does not discrim
inate against any qualified person in any facet of hiring or 

em
ploym

ent because of their religion or national origin.  
 C

onsistent w
ith Rhode Island G

eneral Law
 § 28-5.1, Rhode Island C

ollege prohibits 
students, 

em
ployees, 

contractors, 
volunteers, 

and 
visitors 

from
 

engaging 
in 

discrim
ination and/or harassm

ent based on any individual's race, color, creed, national 
or ethnic origin, gender, gender identity or expression, religion, disability, age, sexual 
orientation, genetic inform

ation, m
arital status, citizenship status, veteran status, and any 

other legally protected characteristic.  
 Rhode Island C

ollege’s N
ondiscrim

ination and C
om

plaint Procedures, w
hich includes 

definitions of discrim
ination and harassm

ent, can be accessed here. C
om

plaints alleging 
discrim

inatory behavior m
ay be subm

itted electronically to the D
irector of Institutional 

Equity using this link.  
 C

om
plaints m

ay also be filed w
ith Rhode Island C

om
m

ission for H
um

an Rights, and/or 
the state’s D

ivision of Equity, D
iversity and Inclusion.  
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https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=122
http://www.richr.ri.gov/
https://dedi.ri.gov/about-office/equal-opportunity-office/discrimination-complaints#:~:text=Complete%20a%20Complaint%20Form,HRInvestigations%40hr.ri.gov
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Com
pliance w

ith Sex D
iscrim

ination G
uidelines 

 C
onsistent w

ith Title IX
 of the Education A

m
endm

ents A
ct of 1972, and consistent w

ith 
Rhode Island G

eneral Law
 § 28-5.1, Rhode Island C

ollege prohibits students, em
ployees, 

contractors, volunteers, and visitors from
 engaging in discrim

ination on the basis of sex.  
 Rhode Island C

ollege’s Title IX
 Sexual H

arassm
ent Policies and Procedures can be 

accessed here. C
om

plaints alleging discrim
ination on the basis of sex, or alleging sexual 

harassm
ent m

ay be subm
itted electronically to the D

irector of Institutional Equity using 
this link.  
 C

om
plaints m

ay also be filed w
ith Rhode Island C

om
m

ission for H
um

an Rights, and/or 
the state’s D

ivision of Equity, D
iversity and Inclusion. 

 In our efforts to com
ply w

ith federal law
, state law

, and executive orders relating 
to discrim

ination based on sex, Rhode Island C
ollege w

ill com
ply w

ith the follow
ing 

procedures and practices: 
  

1. 
Recruit candidates regardless of sex and/or gender identity.  

2. 
A

dvertisem
ents w

ill not express a preference for applicants of a particular sex 
w

hen placed for recruitm
ent of personnel.  

3. 
W

ritten personnel policies that indicate there w
ill be no discrim

ination based on 
sex.  

4. 
N

o distinction based on sex w
ill be m

ade in em
ploym

ent opportunities, w
ages, 

and hours of w
ork, em

ployee benefits, or any other condition of em
ploym

ent.  
5. 

M
andatory or optional ages for retirem

ent w
ill be equal for both m

ales and 
fem

ales.  
6. 

A
ppropriate physical facilities w

ill be provided for both sexes. Lack of facilities 
w

ill not be used to reject applicants of either sex.  
7. 

Pregnancy leaves of absence for fem
ale em

ployees are granted on an individual 
basis, depending on an individual’s physical condition, under the C

ollege’s leave 
of absence policy. Parental leave is afforded to all em

ployees for the purpose of 
child raising in accordance w

ith State of Rhode Island Personnel Rule 5.0661 (d), 
O

ffice of Postsecondary Education 4.09 Parental Leave, applicable C
ollective 

B
argaining A

greem
ent and State and Federal FM

LA
 provisions. 

8. 
W

here seniority lists or lines of progression are used they shall not be based on 
an em

ployee’s sex.  
9. 

Salaries and w
age schedules w

ill not be based on an em
ployee’s sex.  

https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/title-ix
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/title-ix
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=121
https://cm.maxient.com/reportingform.php?RhodeIslandCollege&layout_id=121
http://www.richr.ri.gov/
https://dedi.ri.gov/about-office/equal-opportunity-office/discrimination-complaints#:~:text=Complete%20a%20Complaint%20Form,HRInvestigations%40hr.ri.gov
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10. A
s openings occur, the college w

ill take affirm
ative action to recruit and place 

w
om

en 
in 

those 
jobs 

if 
it 

has 
been 

determ
ined 

that 
fem

ales 
are 

under-
represented.  

11. W
om

en 
w

ill 
have 

equal 
opportunity 

to 
participate 

in 
training 

program
s 

sponsored by the C
ollege to the extent that they are under-represented. Special 

efforts w
ill be m

ade to include w
om

en in any m
anagem

ent training program
s 

that are offered.  
12. The C

ollege recognizes its obligation to provide a w
ork atm

osphere free from
 

harassm
ent and intim

idation. A
ny form

 of sexual harassm
ent, such as unw

elcom
e 

sexual advances, requests for sexual favors, and/or other verbal or physical 
conduct of a sexual nature is prohibited and w

ill not be tolerated. C
om

plaints 
alleging 

violations 
of 

this 
policy 

w
ill 

be 
handled as 

part 
of 

the 
C

ollege’s 
procedures described above.  
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Retaliation or Coercion Statem
ent 

 A
n em

ployee or agent of State G
overnm

ent w
ho shall discrim

inate against an individual 
through the use of retaliation, coercion, intim

idation, threats or other such action 
because such individual has filed a com

plaint, testified or participated in any w
ay in any 

investigation proceeding or hearing regarding discrim
ination in em

ploym
ent or public 

service or because such individual has opposed any act m
ade unlaw

ful under the 
A

m
ericans w

ith D
isabilities A

ct (A
D

A
) of 1990 or Rhode Island Fair Em

ploym
ent Practices 

A
ct or any rules and regulations issued pursuant to either, shall be subject to disciplinary 

action. 
 D

isciplinary action m
ay include, but is not lim

ited to, suspension from
 em

ploym
ent or 

dism
issal.  

 In addition, Rhode Island C
ollege em

ployees m
ay avail them

selves of protections 
outlined in the W

histleblow
ers’ Protection A

ct (Rhode Island G
eneral Law

s § 28-50-3). 
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http://webserver.rilin.state.ri.us/Statutes/TITLE28/28-50/28-50-3.htm
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A
m

erican w
ith D

isabilities/504 Com
plaint Procedures  

 Rhode Island C
ollege provides prom

pt and equitable resolution of com
plaints alleging 

action prohibited by the A
m

ericans w
ith D

isabilities A
ct of 1990. 

 C
om

plaints alleging denial of access, or denial of equitable access, are subm
itted to the 

D
irector of Institutional Equity, in accordance w

ith the policy and procedure set forth in 
the C

ollege’s N
ondiscrim

ination Policy and C
om

plaint Procedures, w
hich are outlined 

here. C
om

plaints m
ay be subm

itted electronically to the D
irector of Institutional Equity 

using this link. C
om

plaints alleging denial of access m
ust be filed w

ithin 365 days after 
the last act of alleged discrim

inatory conduct occurred. 
 In addition, the C

ollege falls under Title II as a place of public accom
m

odation. A
ll 

students, faculty, staff, visitors, or other individuals using C
ollege facilities m

ay file an 
accessibility-related 

com
plaint 

w
ith 

the 
U

.S. 
Equal 

Em
ploym

ent 
O

pportunity 
C

om
m

ission no later than 180 days after the com
plainant becom

es aw
are of the alleged 

violation.  
 U

nder Title I of the A
D

A
, a C

ollege em
ployee m

ay file a com
plaint pertaining to 

accessibility 
and 

accom
m

odations 
w

ith 
the 

U
.S. 

Equal 
Em

ploym
ent 

O
pportunity 

C
om

m
ission no later than 300 days after the com

plainant becom
es aw

are of the alleged 
violation. 
  

 
A

shley Ruderm
an-Looff, PhD

 
 

 
 

 
1 M

arch 2024 
 

D
irector of Institutional Equity  

 
 

t 
r 
+ 

https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ada.gov/resources/disability-rights-guide/
https://www.ada.gov/resources/disability-rights-guide/
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Part D

 
Program

 Statistics 
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A
ffirm

ative A
ction Program

 Statistics  
 The follow

ing A
ffirm

ative A
ction Program

 Statistics can be found w
ebsite using the links 

below
: 

 
1. 

A
A

P 2024 —
 Statistical Sum

m
ary 

2. 
A

A
P 2024 —

 A
pplicant D

ata 
3. 

A
A

P 2024 —
 A

pplicant Flow
 

4. 
A

A
P 2024 —

 D
eterm

ining U
nderrepresentation 

5. 
A

A
P 2024 —

 Job G
roup A

nalysis 
 

Individuals m
ay request paper copies of these statistics and/or the com

plete A
ffirm

ative 
A

ction Plan sum
m

ary by contacting the O
ffice of Institutional Equity.  

 Statistical Sum
m

ary 
A

pplicant D
ata 

A
pplicant Flow

 D
ata 

D
eterm

ining U
nderrepresentation &

 G
oal Setting 

Job G
roup A

nalysis Sum
m

ary 
 

 

https://www.ric.edu/documents/aap-2023-statistical-summary
https://www.ric.edu/documents/aap-2023-applicant-data
https://www.ric.edu/documents/aap-2023-applicant-flow
https://www.ric.edu/documents/aap-2023-determining-underrepresentation
https://www.ric.edu/documents/aap-2023-job-group-analysis
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Part E 

Identification and A
nalysis  

of Problem
 A

reas 
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Self-Evaluation of A
ffirm

ative A
ction Program

 Perform
ance &

 D
escription of 

Program
 

 O
ver the course of FY23, Rhode Island C

ollege engaged in the follow
ing activities to 

advance A
ffirm

ative A
ction and Equal O

pportunity:  
• 

A
ll job postings include language about A

A
 and EEO

, specifically: “A
s an 

A
ffirm

ative A
ction/Equal O

pportunity institution that values and is com
m

itted to 
inclusion and to expanding the diversity of its faculty and staff, the C

ollege invites 
m

em
bers of protected classes, including m

inorities and persons w
ith disabilities, 

to identify them
selves as such at the tim

e of application.”  
• 

The D
irector of Institutional Equity review

s all job postings prior to publication, 
confirm

s that hiring m
anagers are not serving as search chairs. The D

irector of 
Institutional Equity also review

s potential conflicts of interest w
hen identified 

am
ong search com

m
ittee m

em
bers and applicants.  

• 
A

ll search com
m

ittees received training, conducted by H
um

an Resources, that 
review

ed how
 to m

itigate im
plicit bias in the review

 and evaluation process 
• 

A
 Self-ID

 report, in w
hich applicants w

ho w
ish to com

m
unicate to the search 

com
m

ittee inform
ation about their sex, veteran status, disability status, and 

race/ethnicity, is delivered to search com
m

ittee chairs 
• 

Search com
m

ittee chairs m
ust com

plete a M
onitoring Report, to be review

ed by 
the D

irector of Institutional Equity, to determ
ine w

hich candidates advanced in 
the search process, and at w

hat point (m
et m

inim
um

s, first round interview
, 

finalists) 
• 

G
iven the C

ollege’s status as an H
SI, all job postings list bilingual as a preferred 

qualification 
 The FY23 A

A
 report did not explicitly outline an affirm

ative action plan. D
ue to turnover, 

including 
executive 

leadership 
transitions 

(president, 
provost, 

and 
several 

vice 
presidents), 

and 
the 

C
ollege’s 

fiscal 
instability 

due 
to 

enrollm
ent 

decline, 
lim

ited 
resources w

ere devoted to executing an A
ffirm

ative A
ction Plan. 

 G
oals for FY24 

 In the late fall of 2023, H
um

an Resources underw
ent an external review

. A
t the tim

e of 
w

riting, the findings and recom
m

endations of this review
 have yet to be released, 

how
ever it is believed that structural changes to H

um
an Resources m

ay be im
plem

ented.  
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 Proposed M
odifications to the Search Process 

 
• 

D
iversify search com

m
ittee m

em
bership  

• 
Ensure that search com

m
ittees are aw

are of hiring goals, and dissem
inate data to 

com
m

ittees by division, school, or departm
ent, as appropriate.  

• 
Im

prove anti-bias hiring training for search com
m

ittee m
em

bers 
• 

C
onsider redacting nam

es, photos, and institutional inform
ation listed on resum

es 
and cover letters to m

itigate bias 
• 

C
onsider requiring search com

m
ittees to use rubrics to evaluate candidates based 

on the sam
e m

etrics  
• 

C
onsider training and adding “search advocates,” a neutral, current em

ployee to 
consult and advise on inclusive excellence, and to safeguard against bias in the 
search process 

• 
Im

prove the m
onitoring report that search com

m
ittee chairs are required to 

com
plete after m

aking an offer; consider changing the cadence of this report to 
accom

m
odate further evaluation of applicants  

 Proposed Structural M
odifications 

 
• 

A
lert the cam

pus com
m

unity to patterns in aggregate search com
m

ittee behavior. 
Propose spending m

ore tim
e on initial review

 of candidates, interview
 m

ore 
candidates in the first round. 

• 
Establish a new

 Equal O
pportunity A

dvisory C
om

m
ittee in place of the D

ialogues 
on D

iversity and Inclusion C
om

m
ittee  

 Proposed H
iring G

oals 
 In late February, 2024, the C

ollege announced a Voluntary Retirem
ent Incentive (VRI). 

this incentive m
ay yield a num

ber of em
ployees w

ho voluntarily retire in June 2024, w
hich 

w
ill consequently im

pact hiring practices in FY25. B
ased on previous years’ VRIs, this m

ay 
yield as m

any as 10-30 faculty and 5-20 staff. This incentive w
ill im

pact w
orkforce data 

for FY24 and FY25. D
epending on the num

ber of em
ployees w

ho enroll, it m
ay be 

desirable and/or necessary to phase the eligible retirem
ents over a one-year period to 

ensure strong deliver on college instructional and support services.  
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The 
C

ollege 
recognizes 

the 
need 

to 
develop 

strategies 
that 

w
ill 

yield 
increased 

applications and increased hiring of B
lack and A

frican A
m

erican and H
ispanic faculty. A

t 
the tim

e of w
riting, the academ

ic hiring cycle is com
ing to a close for faculty w

ho w
ill 

begin teaching in Fall 2024. In an effort to be m
ost com

petitive in the FY25 academ
ic 

hiring cycle, the C
ollege w

ill consider the follow
ing strategies:  

 
• 

U
tilize cluster hiring for Fall 2025 to align w

ith the retirem
ent incentive upcom

ing 
and to plan for next hiring cycle 

• 
Identify departm

ents/schools or concentrations that have m
ost openings in order 

to bring in cluster hiring/cluster cohort 
• 

Post faculty jobs in the early fall in order to attract the largest possible pool of 
candidates, w

hich situates RIC
 as a m

ore com
petitive em

ployer  
• 

Ensure the C
ollege advertises on diverse boards attracting B

lack, Indigenous, 
H

ispanic, and Faculty of C
olor, LG

B
TQ

IA
+

 Faculty, Veteran Faculty, and Faculty 
w

ith D
isabilities. 

• 
Pay for faculty candidate travel up front, in order to attract candidates from

 diverse 
backgrounds and from

 different geographic regions. C
urrent practice requires 

applicants to subm
it reim

bursem
ent for travel costs, w

hich m
ay be prohibitive for 

certain applicants.  
• 

Ensure job descriptions highlight how
 the C

ollege is supports diversity, equity, 
and inclusion on cam

pus (w
ill yield candidates and create a sense of belonging 

from
 the beginning of a candidate’s journey at the C

ollege) 
 For specific num

eric hiring goals, please see Part G
. 
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Sum
m

ary of W
orkforce Com

position by Race, Sex, D
isability, and Veteran Status 

A
cross EEO

-4 Job Categories  
 The State of Rhode Island D

ivision of Equity, D
iversity and Inclusion (D

ED
I) notes that 

underrepresentation “is determ
ined by com

paring the num
ber of m

inorities and w
om

en 
w

ithin an EEO
-4 job category of an agency w

ith the num
ber w

hich w
ould exist given 

equal representation w
ith the distribution of the sam

e group found in the population” 
and advises that individuals identifying as each of the follow

ing protected classes hold 
em

ploym
ent proportional to the distribution of the sam

e groups found in the general 
population, according to population estim

ates in the 2021 U
nited States C

ensus B
ureau,  

Q
uick Facts Rhode Island: 

 
• 

Fem
ale: 51.0%

 
• 

D
isabled: 9.7%

 
• 

Veterans: 5.9%
 

• 
B

lack/A
frican A

m
erican: 8.8%

 
• 

H
ispanic or Latino: 17.1%

 
• 

A
m

erican Indian or A
laskan N

ative: 1.1%
 

• 
A

sian: 3.7%
 

• 
W

hite: 81.3%
 

• 
N

ative H
aw

aiian or O
ther Pacific Islander: 0.2%

 
• 

Tw
o or m

ore races: 3.0%
 

 The follow
ing analysis identifies progress tow

ard reaching advised hiring goals as: 
a. 

D
istinguished: M

eets or exceeds advised goal, represented in bold
 

b. Em
erging: N

ot yet m
eeting advised goal, represented in regular case 
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Realignm
ent of EEO

-4 Job Categories  
 In an effort to ensure current em

ployees are identified in EEO
 job category that m

ost 
closely aligns w

ith EEO
 job category definitions, a total of 91 em

ployees experienced a 
change of EEO

 job category in FY24. These changes had the greatest im
pact on the 

overall representation of O
fficials / M

anagers / A
dm

inistrators category (+
21) and 

decreased total representation of Professionals (-23). The category of Technicians 
experienced an increase (+

8). The realignm
ent im

pacts FY24 to FY23 com
parisons in 

EEO
 categories and goals across all racial m

inorities categories, as w
ell as representation  

across sex, veteran status, and disability status.  
  

Pre-A
d

justm
ent 

R
ep

resentatio
n 

(FY23) 

Po
st-A

d
justm

ent 
R

ep
resentatio

n 
(FY24) 

 
D

ifference  
A

dm
inistrative Support 

8 
2 

-6 
O

fficials/M
anagers/A

dm
inistrator 

6 
27 

21 
Faculty 

4 
2 

-2 
Professionals 

46 
23 

-23 
Service M

aintenance 
7 

8 
1 

Skilled C
raft 

4 
5 

1 
Service M

aintenance 
16 

24 
8 

To
tal 

91 
91 
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Representation of Black and A
frican A

m
erican (N

ot H
ispanic) Em

ployees 
 In FY23, Rhode Island C

ollege m
aintained the num

ber of B
lack and A

frican A
m

erican 
em

ployees in its w
orkforce. B

lack and A
frican A

m
erican em

ployees w
ere represented at 

5.8%
, com

pared to 8.8%
 of B

lack and A
frican A

m
erican Rhode Islanders. B

elow
 is a 

distribution of B
lack and A

frican A
m

erican em
ployees across EEO

-4 job categories: 
 

 
%

 o
f W

o
rkfo

rce 
 

FY23 H
iring

 v. G
o

als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Technicians 
12.5%

 
4.1%

 
 

0 
1 

Pro
fessio

nals 
10.4%

 
10.2%

 
 

3 
0 

Skilled C
raft 

7.1%
 

7.7%
 

 
0 

1 
A

dm
inistrative Support 

5.9%
 

5.5%
 

 
2 

2 
Service M

aintenance 
3.9%

 
6.8%

 
 

2 
3 

O
fficials/M

anagers/A
dm

inistrators 
3.8%

 
6.8%

 
 

1 
1 

Faculty 
3.7%

 
3.0%

 
 

1 
6 

 A
nalysis 

EEO
-4 

category 
realignm

ent 
m

ay 
account 

for 
increased 

representation 
am

ong 
Technicians 

and 
decreased 

representation 
across 

Service 
M

aintenance 
and 

O
fficials/M

anagers/A
dm

inistrators.  
 The C

ollege reached tw
o hiring goals (Professionals and A

dm
inistrative Support) and 

m
ade progress tow

ard tw
o goals (Service M

aintenance and Faculty). The C
ollege did not 

reach tw
o goals (Technicians and Skilled C

raft). W
hile the C

ollege did not set a goal for 
Professionals, it nonetheless hired three A

frican A
m

erican and B
lack em

ployees. A
side 

from
 identifying num

eric goals, the C
ollege did not identify specific hiring strategies in 

FY23 for B
lack and A

frican A
m

erican Em
ployees.  

 FY24 G
o

als 
The C

ollege m
ust rem

ain focused on hiring B
lack and A

frican A
m

erican em
ployees in 

five out of seven EEO
 categories. B

lack and A
frican A

m
erican faculty and adm

inistrators 
rem

ain m
ost underrepresented, targeted efforts to recruit and hire for these categories 

should be prioritized. For specific num
eric goals, see Part G

.  
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Representation of H
ispanic Em

ployees 
 In FY23, Rhode Island C

ollege increased its H
ispanic w

orkforce by 1.7%
. H

ispanic 
em

ployees w
ere represented at 9.5%

, com
pared to 17.1%

 of H
ispanic Rhode Islanders. 

B
elow

 is a distribution of H
ispanic em

ployees across EEO
-4 job categories: 

 
 

%
 o

f W
o

rkfo
rce 

 
FY23 H

iring
 v. G

o
als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Service M
aintenance 

21.9%
 

18.9%
 

 
7 

14 

Professionals 
11.7%

 
8.6%

 
 

5 
8 

A
dm

inistrative Support 
9.8%

 
3.6%

 
 

1 
4 

Skilled C
raft 

7.1%
 

7.7%
 

 
0 

1 
Faculty 

5.2%
 

4.0%
 

 
2 

8 
O

fficials/M
anagers/A

dm
inistrators 

3.8%
 

4.5%
 

 
0 

6 
Technicians 

0.0%
 

4.1%
 

 
2 

3 
 A

nalysis 
EEO

-4 
category 

realignm
ent 

did 
not 

significantly 
im

pact 
H

ispanic 
em

ployee 
representation.  
 D

espite not m
eeting hiring goals, the C

ollege m
ade progress tow

ard five hiring goals 
(Service M

aintenance, Professionals, A
dm

inistrative Support Faculty, Technicians). The 
C

ollege did not m
eet its goal for Skilled C

raft em
ployees. A

side from
 identifying num

eric 
goals, the C

ollege did not identify specific hiring strategies in FY23 for H
ispanic 

em
ployees.  

 FY24 G
o

als 
The C

ollege m
ust rem

ain focused on hiring H
ispanic em

ployees in six out of seven EEO
 

categories. Targeted efforts to recruit, in particular, H
ispanic faculty, adm

inistrators, and 
technicians should be reflected in the C

ollege’s larger H
SI strategy. The C

ollege should 
consider leveraging com

m
unity partnerships, advertising in Spanish, and posting jobs 

H
ispanic com

m
unity job boards. For specific num

eric goals, see Part G
. 
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Representation of A
sian (N

ot H
ispanic) Em

ployees 
 In FY23, Rhode Island C

ollege m
aintained its A

sian w
orkforce. A

sian em
ployees w

ere 
represented at 6.1%

, com
pared to 3.1%

 of A
sian Rhode Islanders. B

elow
 is a distribution 

of A
sian em

ployees across EEO
-4 job categories: 

 
 

%
 o

f W
o

rkfo
rce 

 
FY23 H

iring
 v. G

o
als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Faculty 
11.1%

 
9.5%

 
 

0 
0 

Technicians 
6.3%

 
0.0%

 
 

1 
1 

O
fficials/M

anagers/A
dm

inistrators 
5.1%

 
9.1%

 
 

0 
0 

A
dm

inistrative Support 
3.9%

 
3.6%

 
 

0 
0 

Service M
aintenance 

3.1%
 

3.0%
 

 
1 

1 
Professionals 

1.8%
 

3.2%
 

 
1 

1 
Skilled C

raft 
0.0%

 
0.0%

 
 

0 
0 

 A
nalysis 

EEO
-4 

category 
realignm

ent 
m

ay 
account 

for 
increased 

representation 
am

ong 
Technicians and decreased representation across O

fficials / M
anagers / A

dm
inistrators.  

O
f the goals set, the C

ollege reached all three hiring goals. A
side from

 identifying 
num

eric goals, the C
ollege did not identify specific hiring strategies in FY23 for A

sian 
em

ployees.  
 FY24 G

o
als 

C
om

pared to state census data, A
sian em

ployee representation m
eets or exceeds 

recom
m

endations in five out of seven EEO
-4 categories. Em

phasis should be placed on 
retaining A

sian em
ployees. For specific num

eric goals, see Part G
. 
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Representation of A
m

erican Indian and A
laskan N

ative (N
ot H

ispanic) Em
ployees 

 In FY23, Rhode Island C
ollege m

aintained its A
m

erican Indian and A
laskan N

ative 
w

orkforce. A
m

erican Indian and A
laskan N

ative em
ployees w

ere represented at 0.7%
, 

com
pared to 1.1%

 of A
m

erican Indian and A
laskan N

ative Rhode Islanders. B
elow

 is a 
distribution of A

m
erican Indian and A

laskan N
ative em

ployees across EEO
-4 job 

categories: 
 

%
 o

f W
o

rkfo
rce 

 
FY23 H

iring
 v. G

o
als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Technicians 
3.1%

 
0.0%

 
 

0 
0 

Professionals 
1.2%

 
0.5%

 
 

0 
1 

Service M
aintenance 

0.8%
 

1.5%
 

 
0 

0 
Faculty 

0.4%
 

0.3%
 

 
0 

2 
A

dm
inistrative Support 

0.0%
 

1.8%
 

 
0 

0 
O

fficials/M
anagers/A

dm
inistrators 

0.0%
 

0.0%
 

 
0 

0 
Skilled C

raft 
0.0%

 
0.0%

 
 

0 
0 

 A
nalysis 

EEO
-4 

category 
realignm

ent 
m

ay 
account 

for 
increased 

representation 
am

ong 
Technicians.  
 The C

ollege did not reach the tw
o goals it set (Professionals and Faculty). A

side from
 

identifying num
eric goals, the C

ollege did not identify specific hiring strategies in FY23 
for A

m
erican Indian and A

laskan N
ative em

ployees.  
 FY24 G

o
als 

W
hen possible, the C

ollege m
ust rem

ain focused on hiring A
m

erican Indian and A
laskan 

N
ative em

ployees in five out of seven EEO
 categories. H

ow
ever, low

 population 
representation (1.1%

) am
ounted to 0.16%

 of applicants identifying as A
m

erican Indian 
and A

laskan N
ative in FY23 (n=

4). A
s such, the C

ollege is deliberately suspending hiring 
goals for this category given the lim

ited pool of applicants.  
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Representation of N
ative H

aw
aiian and O

ther Pacific Islander (N
ot H

ispanic) 
Em

ployees 
 In FY23, Rhode Island C

ollege m
aintained its N

ative H
aw

aiian and Pacific Islander 
w

orkforce. N
ative H

aw
aiian and Pacific Islander w

orkforce em
ployees w

ere represented 
at 0.5%

, com
pared to 1.1%

 of N
ative H

aw
aiian and Pacific Islander Rhode Islanders. 

B
elow

 is a distribution of N
ative H

aw
aiian and Pacific Islander em

ployees across EEO
-4 

job categories: 
 

%
 o

f W
o

rkfo
rce 

 
FY23 H

iring
 v. G

o
als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Service M
aintenance 

1.6%
 

1.5%
 

 
0 

1 
Faculty 

0.7%
 

0.7%
 

 
0 

1 

A
dm

inistrative Support 
0.0%

 
0.0%

 
 

0 
1 

O
fficials/M

anagers/A
dm

inistrators 
0.0%

 
0.0%

 
 

0 
0 

Professionals 
0.0%

 
0.0%

 
 

0 
1 

Skilled C
raft 

0.0%
 

0.0%
 

 
0 

0 
Technicians 

0.0%
 

0.0%
 

 
0 

0 
 A

nalysis 
The 

C
ollege 

did 
not 

reach 
the 

four 
goals 

it 
set 

(Service 
M

aintenance, 
Faculty, 

A
dm

inistrative Support, Professionals). A
side from

 identifying num
eric goals, the C

ollege 
did not identify specific hiring strategies in FY23 for N

ative H
aw

aiian and Pacific Islander 
em

ployees.  
 FY24 G

o
als 

W
hen possible, the C

ollege m
ust rem

ain focused on hiring N
ative H

aw
aiian and Pacific 

Islander in six out of seven EEO
 categories. H

ow
ever, low

 population representation 
(0.2%

) am
ounted to 0%

 of applicants identifying as N
ative H

aw
aiian and Pacific Islander 

in FY23 (n=
0). A

s such, the C
ollege is deliberately suspending hiring goals for this 

category given the extraordinarily lim
ited pool of applicants. 
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Representation of Em
ployees Identifying as Tw

o or M
ore Races (N

ot H
ispanic) 

 In FY23, Rhode Island C
ollege m

aintained its biracial (tw
o races) or m

ultiracial (m
ore than 

tw
o races) w

orkforce. B
iracial and m

ultiracial em
ployees w

ere represented at 0.8%
, 

com
pared to 3.0%

 of biracial and m
ultiracial Rhode Islanders. B

elow
 is a distribution of 

biracial and m
ultiracial em

ployees across EEO
-4 job categories: 

 
 

%
 o

f W
o

rkfo
rce 

 
FY23 H

iring
 v. G

o
als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Technicians 
3.1%

 
4.0%

 
 

0 
0 

O
fficials/M

anagers/A
dm

inistrators 
1.3%

 
2.3%

 
 

0 
0 

Professionals 
1.2%

 
1.0%

 
 

1 
4 

Service M
aintenance 

0.8%
 

0.0%
 

 
3 

4 
Faculty 

0.4%
 

1.3%
 

 
0 

5 
A

dm
inistrative Support 

0.0%
 

0.0%
 

 
2 

2 
Skilled C

raft 
0.0%

 
0.0%

 
 

0 
0 

 A
nalysis 

EEO
-4 

category 
realignm

ent 
did 

not 
significantly 

im
pact 

representation 
am

ong 
m

ultiracial em
ployees. 

 The C
ollege reached one hiring goal (A

dm
inistrative Support), and m

ade progress 
tow

ard tw
o goals (Professionals and Service M

aintenance). The C
ollege did not m

eet its 
goal for Faculty. A

side from
 identifying num

eric goals, the C
ollege did not identify 

specific hiring strategies in FY23 for m
ultiracial em

ployees. 
 FY24 G

o
als 

The C
ollege m

ust rem
ain focused on hiring m

ultiracial em
ployees in six out of seven 

EEO
 categories. Targeted efforts to recruit and hire, in particular, m

ultiracial skilled craft 
staff, adm

inistrative support staff, and faculty should be prioritized. For specific num
eric 

goals, see Part G
. 
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Representation of Fem
ale Em

ployees 
 In 

FY23, 
Rhode 

Island 
C

ollege 
increased 

its 
fem

ale 
w

orkforce 
by 

3.3%
. 

Fem
ale 

em
ployees w

ere represented at 60.0%
, com

pared to 51.0%
 of fem

ale Rhode Islanders. 
B

elow
 is a distribution of fem

ale em
ployees across EEO

-4 job categories: 
 

 
%

 o
f W

o
rkfo

rce 
 

FY23 H
iring

 v. G
o

als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

A
dm

inistrative Support 
88.2%

 
89.0%

 
 

11 
0 

Technicians 
75.0%

 
50.0%

 
 

10 
0 

Faculty 
64.9%

 
63.2%

 
 

7 
0 

O
fficials/M

anagers/A
dm

inistrators 
64.6%

 
70.5%

 
 

3 
0 

Professionals 
62.0%

 
55.9%

 
 

28 
0 

Service M
aintenance 

35.9%
 

31.8%
 

 
10 

25 
Skilled C

raft 
0.0%

 
0.0%

 
 

0 
6 

 A
nalysis 

EEO
-4 

category 
realignm

ent 
m

ay 
account 

for 
increased 

representation 
am

ong 
Technicians.  
 O

f the tw
o goals set, the C

ollege m
ade progress tow

ard hiring fem
ale em

ployees in 
Service M

aintenance roles. It did not m
eet its goal to hire fem

ale em
ployees in Skilled 

C
raft roles. W

hile the C
ollege did not set goals in the rem

aining EEO
 categories, the 

C
ollege nonetheless hired w

om
en across all categories.  

 FY24 G
o

als 
C

om
pared to state census data, the representation of fem

ale em
ployees m

eets or 
exceeds recom

m
endations in five out of seven EEO

 categories. The C
ollege recognizes 

the gendered nature of labor perform
ed in service m

aintenance and skilled craft roles. 
A

s such, em
phasis should be placed on retaining fem

ale em
ployees. For specific num

eric 
goals, see Part G

.  
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Representation of D
isabled Em

ployees 
 In FY23, Rhode Island C

ollege m
aintained the percentage of em

ployees w
ith disabilities. 

Em
ployees w

ith disabilities w
ere represented at 5.7%

, com
pared to 9.7%

 of Rhode 
Islanders w

ith disabilities. B
elow

 is a distribution of em
ployees w

ith disabilities across 
EEO

-4 job categories: 
 

%
 o

f W
o

rkfo
rce 

 
FY23 H

iring
 v. G

o
als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

A
dm

inistrative Support 
7.8%

 
3.6%

 
 

2 
3 

Service M
aintenance 

6.3%
 

6.8%
 

 
0 

4 
Skilled C

raft 
7.1%

 
0.0%

 
 

0 
1 

Faculty 
5.5%

 
6.4%

 
 

0 
5 

Professionals 
5.5%

 
4.8%

 
 

7 
2 

O
fficials/M

anagers/A
dm

inistrators 
5.1%

 
9.1%

 
 

1 
1 

Technicians 
3.1%

 
8.3%

 
 

0 
0 

 A
nalysis 

EEO
-4 

category 
realignm

ent 
did 

not 
significantly 

im
pact 

representation 
am

ong 
em

ployees w
ith disabilities.  

 The 
C

ollege 
reached 

tw
o 

hiring 
goals 

(Professionals 
and 

O
fficials 

/ 
M

anagers 
/ 

A
dm

inistrators), and m
ade progress tow

ard one goal (A
dm

inistrative Support). The 
C

ollege did not reach three goals (Service M
aintenance, Skilled C

raft, and Faculty). A
side 

from
 identifying num

eric goals, the C
ollege did not identify specific hiring strategies in 

FY23 for em
ployees w

ith disabilities.  
 FY24 G

o
als 

The C
ollege m

ust rem
ain focused on hiring em

ployees w
ith disabilities across all EEO

 
categories, provided they rem

ain underrepresented in all categories. The C
ollege should 

consider leveraging com
m

unity partnerships for job advertising purposes. For specific 
num

eric goals, see Part G
. 
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Representation of Veteran Em
ployees 

 In FY23, Rhode Island C
ollege increased its veteran w

orkforce by 1.6%
. Veteran 

em
ployees w

ere represented at 5.6%
, com

pared to 5.9%
 of veteran Rhode Islanders. 

B
elow

 is a distribution of veteran em
ployees across EEO

-4 job categories: 
 

 
%

 o
f W

o
rkfo

rce 
 

FY23 H
iring

 v. G
o

als 

 
FY23 

FY22 
 

 H
ired

 
 G

o
al 

Professionals 
12.3%

 
3.2%

 
 

3 
5 

O
fficials/M

anagers/A
dm

inistrators 
10.1%

 
2.3%

 
 

0 
2 

Service M
aintenance 

4.7%
 

11.4%
 

 
2 

0 

Technicians 
3.1%

 
4.2%

 
 

0 
0 

A
dm

inistrative Support 
2.0%

 
1.8%

 
 

0 
2 

Faculty 
1.8%

 
1.7%

 
 

0 
6 

Skilled C
raft 

0.0%
 

7.7%
 

 
0 

0 
 A

nalysis 
EEO

-4 category realignm
ent m

ay account for increased representation am
ong O

fficials 
/ M

anagers / A
dm

inistrators.  
 D

espite not m
eeting hiring goals, the C

ollege m
ade progress tow

ard one hiring goal 
(Professionals). 

The 
C

ollege 
did 

not 
reach 

three 
goals 

(O
fficials 

/ 
M

anagers 
/ 

A
dm

inistrators, A
dm

inistrative Support, Faculty). It is w
orth noting that the faculty hire 

goal w
as unrealistic, provided only 3.2%

 of faculty applicants identified as veterans. 
D

espite not setting a goal for Service M
aintenance, it nonetheless hired tw

o veterans.  
A

side from
 identifying num

eric goals, the C
ollege did not identify specific hiring 

strategies in FY23 for veteran em
ployees. 

 FY24 G
o

als 
The C

ollege m
ust rem

ain focused on hiring veteran em
ployees in five out of seven EEO

 
categories. 

Veteran 
skilled 

craft 
em

ployees, 
and 

veteran 
faculty 

rem
ain 

m
ost 

underrepresented, targeted efforts to recruit and hire should be prioritized. For specific 
num

eric goals, see Part G
.  
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Em
ploym

ent Recruitm
ent and Selection Process 

 The C
ollege m

aintains its com
m

itm
ent to attracting a diverse pool of candidates for 

positions across each EEO
 job category. A

ffirm
ative A

ction guidance and consultation is 
offered to all search com

m
ittees. The C

ollege continues to utilize PeopleA
dm

in, a talent 
lifecycle softw

are solution designed for higher education and considered an industry 
standard, in its application and hiring processes. PeopleA

dm
in provides an easy interface 

for applicants to self-identify, and search com
m

ittees are provided the self-identification 
inform

ation of their applicant pools before candidate selections are m
ade. The C

ollege 
continues to expand on the variety of locations and journals that jobs are posted to 
attract diverse candidates, as w

ell as continuing to expand the variety of recruitm
ent fairs 

that staff attend each year.  
 Exit Interview

s 
 The O

ffice of H
um

an Resources dissem
inates Exit Interview

 letters and form
s to 

separating em
ployees. These letters inform

 em
ployees of their right to m

eet w
ith the 

staff of the State Equal O
pportunity O

ffice to discuss conditions surrounding their 
em

ploym
ent and separation. A

ll separated em
ployees are offered the opportunity for an 

Exit Interview
 w

ith the State Equal O
pportunity O

ffice. 
 Flex Tim

e and Telew
orking 

 RIC
 does not have a policy on flex tim

e, how
ever, the State of RI policy found here m

ay 
extend to applicable job classifications. RIC

’s Telew
orking Policy can be found here. 

 Posting of Positions 
 A

ll positions are posted on the C
ollege’s w

ebsite. Equal O
pportunity Em

ploym
ent and 

A
ffirm

ative A
ction policy statem

ents are included in all postings, and all qualified 
individuals are w

elcom
e to search and apply for positions of their choosing. H

um
an 

Resources ensures that positions are posted for a m
inim

um
 of ten (10) days, during w

hich 
tim

e potential candidates m
ay subm

it application m
aterials. 

 Transfer and Prom
otion Practices 

 The C
ollege ensures that all qualified and protected group m

em
bers are carefully 

considered for prom
otion w

henever possible. This is done in part by ensuring unbiased 

https://rigov-policies.s3.amazonaws.com/HR_Flexible_Work_Arrangements_Policy_3-10-19.pdf
https://www.ric.edu/department-directory/office-human-resources/teleworking-program
https://employment.ric.edu/
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prom
otion criteria. For exam

ple, faculty prom
otions are governed by certain contractual 

obligations including years of service, teaching perform
ance, scholarship, and service. 

Transfers are largely regulated by union contracts. 
 Technical Com

pliance 
 The C

ollege m
eets success in term

s of technical com
pliance. A

ffirm
ative A

ction and 
Equal Em

ploym
ent O

pportunity policy statem
ents are available to the public on the 

C
ollege w

ebsite, as is the A
ffirm

ative A
ction Plan. Equal Em

ploym
ent O

pportunity 
posters are hung in obvious locations on cam

pus for em
ployees to view

. To im
prove data 

collection m
ethods, system

s, and reporting capabilities, H
um

an Resources w
orks closely 

w
ith Institutional Research and the O

ffice of Institutional Equity to review
 data, accuracy, 

and com
prehension. In addition, the C

ollege w
ill be im

plem
enting a new

 H
um

an 
Resources Inform

ation System
, W

ork D
ay, in 2025, w

hich w
ill enhance data reporting 

com
pared to our existing platform

. H
um

an Resources continues to w
ork w

ith the D
ata 

G
overnance C

om
m

ittee to ensure continued com
pliance and im

provem
ent of our data 

collection m
ethods.  

 Term
inations 

 Term
inations 

are 
in 

accordance 
w

ith 
the 

provisions 
of 

our 
collective 

bargaining 
agreem

ents 
and 

C
ouncil 

on 
Postsecondary 

Education 
Personnel 

Policy.  
 Training Program

s 
 A

 w
ide variety of training and education is offered and available to all C

ollege 
em

ployees. 
A

s 
an 

institution 
of 

higher 
education, 

em
ployees 

and 
students 

m
ay 

participate in a w
ide variety of events, m

any of w
hich foster intellectual grow

th and 
engagem

ent across different fields of academ
ic and social inquiry.  

 B
eginning w

ith the onboarding process, the C
ollege m

andates preventative training for 
all em

ployees on discrim
ination and sexual harassm

ent. H
um

an Resources m
onitors the 

adm
inistration of the courses “Prevent D

iscrim
ination and H

arassm
ent Together” and 

“Prevent Sexual H
arassm

ent Together.” 
 H

um
an Resources and O

IE offer trainings requested by any college departm
ent or team

 
on a regular basis. The O

ffice of D
iversity, Equity and Inclusion, and the D

ialogue on 
D

iversity and Inclusion C
om

m
ittee offer trainings, w

orkshops, and other educational 
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activities for m
em

bers of the cam
pus com

m
unity to engage in learning opportunities 

voluntarily.  
 In 

N
ovem

ber 
2023, 

the 
C

ollege 
m

ade 
approxim

ately 
$150,000 

of 
professional 

developm
ent funds available to staff throughout the 2023-2024 academ

ic year. A
ll staff 

are invited to subm
it proposals for use of these funds. A

 com
m

ittee, com
posed of the 

V
ice President of Student Success, V

ice President of External Relations and D
iversity, 

Equity, and Inclusion, and V
ice President for C

orporate Relations and Professional 
Studies evaluates all proposals. In addition to these funds, the C

ollege has dedicated 
$35,000 tow

ard professional developm
ent efforts that enhance the C

ollege’s H
SI status.  

 In addition, the C
ollege is a m

em
ber of the Rhode Island H

igher Educational C
onsortium

 
(RIH

ETC
). 

This 
organization 

offers 
professional 

developm
ent 

opportunities 
to 

em
ployees.  
• 

A
 list of Fall 2023 RIH

ETC
 w

orkshops can be found here 
• 

A
 list of Spring 2024 RIH

ETC
 w

orkshops can be found here 
 Finally, all C

ollege em
ployees have the benefit of tuition w

aiver to courses, degrees or 
learning program

s at the C
om

m
unity C

ollege of Rhode Island, the U
niversity of Rhode 

Island, and Rhode Island C
ollege.  

 
 

https://www.ric.edu/department-directory/division-administration-finance/office-human-resources/current-employees/professional-development/rihetc-fall-2023-workshops
https://www.ric.edu/department-directory/division-administration-finance/office-human-resources/current-employees/professional-development/rihetc-spring-2024-workshops
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Part F 

A
ffirm

ative A
ction Plan for 

Individuals w
ith D

isabilities, D
isabled 

Veterans, and Covered Veterans 
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Rhode Island C
ollege is deeply com

m
itted to equal em

ploym
ent opportunity. A

ll 
em

ploym
ent decisions are based on objective standards w

hich further the goals of equal 
em

ploym
ent opportunity. The C

ollege takes affirm
ative action to em

ploy, prom
ote, and 

otherw
ise treat qualified individuals w

ith disabilities, disabled veterans, and covered 
veterans w

ithout regard to their disability or status in the follow
ing areas: em

ploym
ent, 

prom
otion, dem

otion or transfer, layoff, term
ination, com

pensation, and selection for 
training program

s.  
 The D

irector of H
um

an Resources, M
aggie Sullivan, is responsible for requests from

 
em

ployees for accom
m

odations from
 individuals w

ith disabilities, disabled veterans, and 
V

ietnam
 era veterans. 

 The D
irector of Institutional Equity, A

shley Ruderm
an-Looff, is responsible for A

ffirm
ative 

A
ction as it concerns com

plaints related to accom
m

odations from
 individuals w

ith 
disabilities, disabled veterans, and V

ietnam
 era veterans. 

 Internal and External D
issem

ination 
 Rhode Island C

ollege dissem
inates the A

ffirm
ative A

ction Plan internally as follow
s: 

1. 
The Rhode Island B

oard of Education Personnel Policy M
anual contains an Equal 

Em
ploym

ent O
pportunity statem

ent here. 
2. 

The A
ffirm

ative A
ction Plan is published on RIC

’s O
ffice of Institutional Equity 

w
ebsite, located here.  

3. 
The D

irector of Institutional Equity distributes the plan via em
ail to each m

em
ber 

of the extended President’s Executive C
abinet. 

4. 
The D

irector of Institutional Equity distributes the plan via em
ail to the cam

pus 
com

m
unity.  

5. 
Recom

m
endations 

for 
im

provem
ents 

can 
be 

directed 
via 

em
ail 

to 
A

shley 
Ruderm

an-Looff at aruderm
anlooff@

ric.edu. 
 Rhode Island C

ollege dissem
inates the A

ffirm
ative A

ction Plan externally as follow
s: 

5. 
The A

ffirm
ative A

ction Plan is published on RIC
’s O

ffice of Institutional Equity 
w

ebsite, located here.  
6. 

The C
ollege publishes a Statem

ent of N
ondiscrim

ination and A
ffirm

ative A
ction, 

here.  
7. 

The H
um

an Resources w
ebpage includes links to the O

ffice of Institutional 
Equity’s w

ebpage to provide current and prospective em
ployees w

ith additional 
inform

ation about the A
ffirm

ative A
ction Plan.  

https://riopc.edu/policies/personnel-policy-manual/
https://riopc.edu/policies/personnel-policy-manual/
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
mailto:arudermanlooff@ric.edu
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-president/office-diversity-equity-inclusion/office-institutional-equity/affirmative-action
https://www.ric.edu/department-directory/office-institutional-equity/affirmative-action/statement-nondiscrimination-and-affirmative-action
https://www.ric.edu/department-directory/office-institutional-equity/affirmative-action/statement-nondiscrimination-and-affirmative-action
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8. 
Recom

m
endations 

for 
im

provem
ents 

can 
be 

directed 
via 

em
ail 

to 
A

shley 
Ruderm

an-Looff at aruderm
anlooff@

ric.edu. 
 O

utreach and Recruitm
ent 

 The C
ollege requests referrals of qualified individuals w

ith disabilities, disabled veterans, 
and covered veterans from

 em
ploym

ent agencies. To recruit Veterans and D
isabled 

applicants, 
jobs 

w
ere 

posted 
on 

the 
follow

ing 
w

ebsites, 
in 

addition 
to 

the 
RIC

 
em

ploym
ent w

ebpage: 
• 

State of Rhode Island’s D
ivision of Equity, D

iversity, and Inclusion O
ffice 

• 
G

reater Providence C
ham

ber of C
om

m
erce 

• 
RI.gov 

• 
Skills for Rhode Island’s Future  

 The C
ollege w

ill continue to strengthen its com
m

itm
ent to the recruitm

ent and hiring of 
qualified individuals w

ith disabilities and protected veteran status by w
orking w

ith the RI 
D

epartm
ent of Labor and Training (D

LT) and through collaborative initiatives w
ith RI 

veterans’ offices. 
 Term

s and D
efinitions  

 A
 “person w

ith a disability” refers any person w
ho: 

• 
H

as a physical or m
ental im

pairm
ent w

hich substantially lim
its one or m

ore m
ajor 

life activity; 
• 

H
as a record of such an im

pairm
ent, or; 

• 
Is regarded as having such an im

pairm
ent. 

 
A

 “physical or m
ental im

pairm
ent” m

eans: 
• 

A
ny physiological disorder or condition, cosm

etic disfigurem
ent, or anatom

ical 
loss 

affecting 
one 

or 
m

ore 
of 

the 
follow

ing 
body 

system
s: 

neurological; 
m

usculoskeletal; 
special 

sense 
organs; 

digestive; 
genitourinary; 

hem
ic 

and 
lym

phatic; skin; and endocrine; or 
• 

A
ny m

ental or psychological disorder, such as m
ental retardation, organic brain 

syndrom
e, em

otional or m
ental illness, and specific learning disabilities. This 

includes, but is not lim
ited to, such diseases and conditions as orthopedic, visual, 

speech, and hearing im
pairm

ents, cerebral palsy, epilepsy, m
uscular dystrophy, 

m
ultiple sclerosis, cancer, heart disease, diabetes, m

ental retardation, em
otional 

illness, and drug addiction and alcoholism
. 
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“M
ajor life activities” refers to: 
•

functions such as caring for oneself, perform
ing m

anual tasks, w
alking, seeing,

hearing, speaking, breathing, learning, and w
orking.

“H
as a record of such im

pairm
ent” refers to: 

•
a history of, or has been m

isclassified as having, a m
ental or physical im

pairm
ent

that substantially lim
its one or m

ore m
ajor life activities.

“Is regarded as having an im
pairm

ent” refers to: 
•

A
 person w

ho has a physical or m
ental im

pairm
ent that does not substantially lim

it
m

ajor life activities but is treated by a legal services program
 as constituting such

a lim
itation;

•
A

 person w
ho has a physical or m

ental im
pairm

ent that substantially lim
its m

ajor
life activities only as a result of the attitudes of others tow

ard such im
pairm

ents,
or;

•
A

 person w
ho has none of the im

pairm
ents defined in this section but is treated

by a legal services program
 as having such an im

pairm
ent.

“Q
ualified person w

ith a disability” m
eans: 

•
W

ith respect to em
ploym

ent, a person w
ith a disability w

ho, w
ith reasonable

accom
m

odation, can perform
 the essential functions of the job in question;

•
W

ith respect to other services, a person w
ith a disability w

ho m
eets the eligibility

requirem
ents for the receipt of such services from

 the legal services program
.

“A
uxiliary aids and/or other assistive technologies” m

eans 
•

any item
, piece of equipm

ent, or product system
, w

hether acquired com
m

ercially
off the shelf, m

odified or custom
ized, that is used to increase, m

aintain, or
im

prove functional capabilities of individuals w
ith disabilities. A

uxiliary aids and/or
other assistive technologies include, but are not lim

ited to, brailed and taped
m

aterial, 
interpreters, 

telecom
m

unications 
equipm

ent 
for 

the 
deaf, 

voice
recognition 

softw
are, 

com
puter 

screen 
m

agnifiers, 
screen 

reader 
softw

are,
w

ireless am
plification system

s, and other aids.

W
ork Environm

ent 

Job postings m
ay include descriptions of the w

ork environm
ent, including environm

ental 
conditions. A

dverse environm
ental conditions are outlined w

here applicable.   

https://www.law.cornell.edu/definitions/index.php?width=840&height=800&iframe=true&def_id=26be2f3e1956f8455505f35a8d4ed5d4&term_occur=999&term_src=Title:45:Subtitle:B:Chapter:XVI:Part:1624:1624.3
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Reasonable A
ccom

m
odations 

Serving as A
m

ericans w
ith D

isabilities A
ct C

oordinator, the D
irector of H

um
an Resources 

oversees requests and m
anagem

ent of accom
m

odations for all college em
ployees. Erin 

B
row

n, D
irector of the D

isability Services C
enter, oversees the C

ollege’s Section 504 
coordination.  

Rhode Island C
ollege strives to foster an inclusive, accessible cam

pus com
m

unity. Paths 
of travel, ram

ps, autom
atic door openers, lifts, elevators, lactation spaces, accessible and 

gender-neutral restroom
s are m

aintained across cam
pus. The C

ollege continues to 
provide a program

 w
hereby faculty, staff, and students can apply for tem

porary parking 
spaces pending their applications for a Rhode Island D

isability Parking Placard from
 the 

D
M

V. W
here feasible and w

hen resources are available, the C
ollege considers options 

for job restructuring, reassignm
ent of duties, and acquisition or m

odernization of 
equipm

ent, furniture, and facilities.  

The C
ollege continues to offer a tem

porary reserved parking program
 for em

ployees 
based on short-term

 m
edical conditions. Em

ployees or students w
ho have a need and 

have not had the opportunity to apply for and receive an official D
isability Parking Placard 

from
 the RI D

M
V m

ay apply through B
eth C

abana, M
anager of H

R and Em
ployee 

B
enefits, to obtain a tem

porary parking placard. A
pproved applicants are assigned a 

tem
porary parking space m

arked by a m
ovable sign.  

Report on FY23 A
ctivities 

Throughout FY23, the C
ollege’s A

ccessibility C
om

m
ittee convened to address concerns 

about cam
pus w

ide access. This interdisciplinary team
—

 com
posed of staff and faculty 

from
 across cam

pus—
w

orks together to identify persistent needs.  

Report on FY24 A
ctivities 

In Septem
ber 2023, m

em
bers from

 H
um

an Resources m
et w

ith the State’s D
epartm

ent 
of B

ehavioral H
ealthcare, D

evelopm
ental D

isabilities &
 H

ospitals to discuss a potential 
hiring partnership, w

ith specific attention to people w
ith intellectual and developm

ental 
disabilities.  
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A
t the tim

e of w
riting, the C

ollege’s A
ccessibility C

om
m

ittee continues to convene to 
identify and solve for issues that m

ay deny and/or lim
it people w

ith disabilities’ access 
to the C

ollege’s program
s and activities.  

 For m
ore detailed inform

ation about the C
ollege’s goals, please refer to Section E.  
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eterm
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and G

oal Setting 
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In consultation w
ith the W

orkforce Planning C
om

m
ittee, w

hich prioritizes the C
ollege’s 

vacancies based on strategic investm
ent, the C

ollege proposes the follow
ing hiring 

goals. The FY24 goals outlined reflect the positions the college has filled, or anticipates 
w

ill 
fill, 

through 
June 

30, 
2024, 

according 
to 

EEO
-4 

job 
category 

and 
underrepresentation trends identified in Part E of this report.  
 The C

ollege’s num
eric hiring goals for FY24 can be found here.  

 
 

https://www.ric.edu/documents/aap-2023-eeo-percentages
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A
ppendix A

: D
escription of EEO

-4 Job Categories 
 O

FFIC
IA

LS, M
A

N
A

G
E

R
S, A

N
D

 A
D

M
IN

ISTR
A

TO
R

S 
O

ccupations in w
hich em

ployees set broad policies, exercise overall responsibility for 
execution of these policies or direct individual departm

ents or social phases of the 
agency's operations or provide specialized consultation on a regional, district or area 
basis. Includes: D

epartm
ent heads, B

ureau C
hiefs, D

ivision C
hiefs, D

irectors, D
eputy 

D
irectors, C

ontrollers, W
ardens, Superintendents, Sheriffs, Police and Fire C

hiefs and 
Inspectors, 

Exam
iners 

(B
ank, 

H
earing, 

M
otor 

Vehicle, 
W

arehouse), 
Inspectors 

(C
onstruction, B

uilding, Safety, Rent-and-H
ousing, Fire, A

.B
.C

. B
oard, License, D

airy, 
Livestock, Transportation), A

ssessors, Tax A
ppraisers and Investigators, C

oroners, Farm
 

M
anagers and kindred w

orkers.  
 PR

O
FE

SSIO
N

A
LS 

O
ccupations w

hich require specialized and theoretical know
ledge w

hich is usually 
acquired through college training or through w

ork experience and other training w
hich 

provides com
parable know

ledge. Includes: Personnel and Labor Relations w
orkers, 

Social W
orkers, D

octors, Psychologists, Registered N
urses, Econom

ists, D
ieticians, 

Law
yers, 

System
s 

A
nalysts, 

A
ccountants, 

Engineers, 
Em

ploym
ent 

and 
Vocational 

Rehabilitation 
C

ounselors, 
Teachers 

or 
Instructors, 

Police 
&

 
Fire 

C
aptains 

and 
Lieutenants, Librarians, M

anagem
ent A

nalysts, A
irplane Pilots and N

avigators, Surveyors 
&

 M
apping Scientists and kindred w

orkers.  
 FA

C
U

LTY 
Full-tim

e teaching and research faculty and part-tim
e continuing faculty consisting of 

Instructors, 
A

ssistant 
Professors, 

A
ssociate 

Professors, 
Professors, 

and 
D

epartm
ent 

C
hairpersons. 

 TE
C

H
N

IC
IA

N
S 

O
ccupations w

hich require a com
bination of basic scientific or technical know

ledge and 
skill w

hich can be obtained through specialized post-secondary school education or 
through equivalent on-the-job training. Includes: Technicians; N

etw
ork Technicians; 

Technical A
ssistant Providers, Fam

ily Supports Specialists and Educational A
dvocates; 

Library Technicians/Specialists; and related technical specialists. 
 A

D
M

IN
ISTR

A
TIV

E
 SU

PPO
R

T 
O

ccupations in w
hich w

orkers are responsible for internal and external com
m

unication, 
recording and retrieval of data and/or inform

ation and other paperw
ork required in an 
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office. 
Includes: 

B
ookkeepers, 

M
essengers, 

C
lerk 

Typists, 
Stenographers, 

C
ourt 

Transcribers, H
earing Reporters, Statistical C

lerks, D
ispatchers, License D

istributors, 
Payroll C

lerks, O
ffice M

achine and C
om

puter O
perators, Telephone O

perators, Legal 
A

ssistants, Sales W
orkers, C

ashiers, Toll C
ollectors and kindred w

orkers.  
 SK

ILLE
D

 C
R

A
FT 

O
ccupations in w

hich w
orkers perform

 jobs w
hich require special m

anual skill and a 
thorough and com

prehensive know
ledge of the processes involved in the w

ork w
hich is 

acquired through on-the-job training and experience or through apprenticeship or other 
form

al 
training 

program
s. 

Includes: 
M

echanics 
and 

Repairers, 
Electricians, 

H
eavy 

Equipm
ent O

perators Stationary Engineers, Skilled M
achining O

ccupations, C
arpenters, 

C
om

positors and Typesetters, Pow
er Plant O

perators, W
ater and sew

age Treatm
ent 

Plant O
perators and kindred w

orkers.  
 SE

R
V

IC
E

 M
A

IN
TE

N
A

N
C

E
 

O
ccupations in w

hich w
orkers perform

 duties w
hich result in or contribute to the com

fort, 
convenience, hygiene of safety of the general public or w

hich contribute to the upkeep 
and care of group m

ay operate m
achinery. Includes: C

am
pus Police, C

hauffeurs, Laundry 
and D

ry C
leaning O

peratives, Truck D
rivers, B

us D
rivers, G

arage Laborer, C
ustodial 

Em
ployees, 

G
ardeners 

and 
G

roundskeepers, 
Refuse 

C
ollectors 

and 
C

onstruction 
Laborers, 

Park 
Ranger 

M
aintenance, 

Farm
 

W
orkers 

(except 
M

anagers), 
C

raft 
A

pprentices/Trainees/H
elpers and kindred w

orkers. 
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A
ppendix B: Racial and Ethnic D

esignations and M
inority G

roup 
 A

t the tim
e of application, and later, at the tim

e of hire, em
ployees are asked to self-

identify their race and/or ethnicity. N
o person shall be counted in m

ore than one 
racial/ethnic group.  
 B

LA
C

K
 O

R
 A

FR
IC

A
N

 A
M

E
R

IC
A

N
 (N

o
t H

isp
anic): A

 person having origins in any of the 
black racial groups of A

frica. 
 H

ISPA
N

IC
: A

 person of C
uban, M

exican, Puerto Rican, South or C
entral A

m
erican, or 

other Spanish culture or origin regardless of race. 
 N

A
TIV

E
 A

M
E

R
IC

A
N

 O
R

 A
LA

SK
A

 N
A

TIV
E

 (N
o

t H
isp

anic): A
 person having origins in 

any of the original peoples of N
orth and South A

m
erica (including C

entral A
m

erica), and 
w

ho m
aintain tribal affiliation or com

m
unity attachm

ent. 
 A

SIA
N

 (N
o

t H
isp

anic): A
 person having origins in any of the original peoples of the Far 

East, Southeast A
sia, or the Indian Subcontinent, including, for exam

ple, C
am

bodia, 
C

hina, India, Japan, K
orea, M

alaysia, Pakistan, the Philippine Islands, Thailand, and 
V

ietnam
. 

 W
H

ITE
 (N

o
t H

isp
anic): A

 person having origins in any of the original peoples of Europe, 
the M

iddle East, or N
orth A

frica. 
 N

A
TIV

E
 H

A
W

A
IIA

N
 O

R
 PA

C
IFIC

 ISLA
N

D
E

R
 (N

o
t H

isp
anic): A

 person having origins in 
any of the peoples of H

aw
aii, G

uam
, Sam

oa, or other Pacific Islands. 
 TW

O
 O

R
 M

O
R

E
 R

A
C

E
S (N

o
t H

isp
anic): A

ll persons w
ho identify w

ith m
ore than one of 

the above five races. Standards adopted by the U
nited States Equal Em

ploym
ent 

O
pportunity C

om
m

ission and the O
ffice of Federal C

ontract C
om

pliance Program
. 
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A
ppendix C: Law

s G
overning Equal O

pportunity 
 Standards 

adopted 
by 

the 
U

nited 
States 

Equal 
Em

ploym
ent 

O
pportunity 

Com
m

ission and the O
ffice of Federal Contract Com

pliance Program
—

Private 
Em

ploym
ent, State and Local G

overnm
ents, Educational Institutions, and Race, 

Color, Religion, Sex, and N
ational O

rigin 
 Title VII of the C

ivil Rights A
ct of 1964, as am

ended, prohibits discrim
ination in hiring, 

prom
otion, discharge, pay, fringe benefits, and other aspects of em

ploym
ent, on the 

basis of race, color, religion, sex or national origin. The law
 covers applicants to and 

em
ployees of m

ost private em
ployers, state and local governm

ents and public or private 
educational 

institutions. 
Em

ploym
ent 

agencies, 
labor 

unions, 
and 

apprenticeship 
program

s are also covered. 
 A

G
E

: The A
ge D

iscrim
ination in Em

ploym
ent A

ct of 1967, as am
ended, prohibits age 

discrim
ination and protects applicants and em

ployees 40 years of age or older from
 

discrim
ination on account of age in hiring, prom

otion, discharge, com
pensation, term

s, 
conditions, or privileges of em

ploym
ent. The law

 covers applicants to and em
ployees of 

m
ost 

private 
em

ployers, 
state 

and 
local 

governm
ents, 

educational 
institutions, 

em
ploym

ent agencies and labor organizations. 
 SE

X
 (W

A
G

E
S): In addition to sex discrim

ination prohibited by Title VII of the C
ivil Rights 

A
ct (see above), the Equal Pay A

ct of 1963, as am
ended, prohibits sex discrim

ination in 
paym

ent of w
ages to w

om
en and m

en perform
ing substantially equal w

ork in the sam
e 

establishm
ent. The law

 covers applicants to and em
ployees of m

ost private em
ployers, 

state and local governm
ents and educational institutions. Labor organizations cannot 

cause em
ployers to violate the law

. M
any em

ployers not covered by Title VII, because of 
size, are covered by the Equal Pay A

ct. 
 D

ISA
B

ILITY: 
The 

A
m

ericans 
w

ith 
D

isabilities 
A

ct 
of 

1990, 
as 

am
ended, 

prohibits 
discrim

ination on the basis of disability, and protects qualified applicants and em
ployees 

w
ith disabilities from

 discrim
ination in hiring, prom

otion, discharge, pay, job training, 
fringe benefits, and other aspects of em

ploym
ent. The law

 also requires that covered 
entities 

provide 
qualified 

applicants 
em

ployees 
w

ith 
disabilities 

w
ith 

reasonable 
accom

m
odations that do not im

pose undue hardship. The law
 covers applicants to and 

em
ployees 

of 
m

ost 
private 

em
ployers, 

state 
and 

local 
governm

ents, 
educational 

institutions, em
ploym

ent agencies and labor organizations. 
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Standards 
adopted 

by 
the 

U
nited 

States 
Equal 

Em
ploym

ent 
O

pportunity 
Com

m
ission and the O

ffice of Federal Contract Com
pliance Program

—
Em

ployers 
H

olding Federal Contracts or Subcontracts 
 R

A
C

E
, C

O
LO

R
, R

E
LIG

IO
N

, SE
X

, N
A

TIO
N

A
L O

R
IG

IN
: Executive O

rder 11246, as 
am

ended, prohibits job discrim
ination on the basis of race, color, religion, sex, or national 

origin, and requires affirm
ative action to ensure equality of opportunity in all aspects of 

em
ploym

ent.  
 IN

D
IV

ID
U

A
LS W

ITH
 D

ISA
B

ILITIE
S: O

n Septem
ber 24, 2013, the U

.S. D
epartm

ent of 
Labor’s O

ffice of Federal C
ontract C

om
pliance Program

s published a Final Rule in the 
Federal Register that m

akes changes to the regulations im
plem

enting Section 503 of the 
Rehabilitation A

ct of 1973, as am
ended (Section 503) at 41 C

FR Part 60-741. Section 503 
prohibits federal contractors and subcontractors from

 discrim
inating in em

ploym
ent 

against 
individuals 

w
ith 

disabilities 
(IW

D
s), 

and 
requires 

these 
em

ployers 
to 

take 
affirm

ative action to recruit, hire, prom
ote, and retain these individuals. The new

 rule 
strengthens the affirm

ative action provisions of the regulations to aid contractors in their 
efforts to recruit and hire IW

D
s, and im

prove job opportunities for individuals w
ith 

disabilities. The new
 rule also m

akes changes to the nondiscrim
ination provisions of the 

regulations to bring them
 into com

pliance w
ith the A

D
A

 A
m

endm
ents A

ct of 2008. The 
new

 Section 503 regulations becam
e effective on M

arch 24, 2014. H
ow

ever, contractors 
w

ith a w
ritten affirm

ative action program
 (A

A
P) already in place on the effective date 

have 
additional 

tim
e 

to 
com

e 
into 

com
pliance 

w
ith 

the 
A

A
P 

requirem
ents. 

This 
com

pliance structure seeks to provide contractors the opportunity to m
aintain their 

current A
A

P cycle.  
 H

ighlights of the N
ew

 Regulations  
 U

tilization goal: The new
 regulations establish a nationw

ide 7%
 utilization goal for 

qualified IW
D

s. C
ontractors apply the goal to each of their job groups, or to their entire 

w
orkforce if the contractor has 100 or few

er em
ployees. C

ontractors m
ust conduct an 

annual utilization analysis and assessm
ent of problem

 areas, and establish specific action-
oriented program

s to address any identified problem
s.  

 D
ata collection: The new

 regulations require that contractors docum
ent and update 

annually several quantitative com
parisons for the num

ber of IW
D

s w
ho apply for jobs 

and the num
ber of IW

D
s they hire. H

aving this data w
ill assist contractors in m

easuring 
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the effectiveness of their outreach and recruitm
ent efforts. The data m

ust be m
aintained 

for three years to be used to spot trends.  
 Invitation to Self-Identify: The new

 regulations require that contractors invite applicants 
to self-identify as IW

D
s at both the pre-offer and post-offer phases of the application 

process, using language prescribed by O
FC

C
P. The new

 regulations also require that 
contractors invite their em

ployees to self-identify as IW
D

s every five years, using the 
prescribed language. This language is posted in the Self-Identification Form

, below
.  

 Inco
rp

o
ratio

n o
f the E

O
 C

lause: The new
 regulations require that specific language be 

used w
hen incorporating the equal opportunity clause into a subcontract by reference. 

The m
andated language, though brief, w

ill alert subcontractors to their responsibilities 
as Federal contractors. 
 R

eco
rd

s A
ccess: The new

 regulations clarify that contractors m
ust allow

 O
FC

C
P to 

review
 docum

ents related to a com
pliance check or focused review

, either on-site or off-
site, at O

FC
C

P’s option. In addition, the new
 regulations require contractors, upon 

request, to inform
 O

FC
C

P of all form
ats in w

hich it m
aintains its records and provide 

them
 to O

FC
C

P in w
hichever of those form

ats O
FC

C
P requests.  

 A
D

A
A

A
: The new

 regulations im
plem

ent changes necessitated by the passage of the 
A

D
A

 A
m

endm
ents A

ct (A
D

A
A

A
) of 2008 by revising the definition of "disability" and 

certain nondiscrim
ination provisions.  

 C
O

V
E

R
E

D
 V

E
TE

R
A

N
S A

N
D

 D
ISA

B
LE

D
 V

E
TE

R
A

N
S: 38 U

.S.C
. 4212 of the V

ietnam
 Era 

Veterans Readjustm
ent A

ssistance A
ct of 1974, as am

ended, prohibits job discrim
ination 

and requires affirm
ative action to em

ploy and advance in em
ploym

ent qualified covered 
veterans. 
 C

overed veterans m
eans any of the follow

ing:  
1. 

D
isabled veterans 

2. 
Veterans w

ho served on active duty in the A
rm

ed Forces during a w
ar or in a 

cam
paign or expedition for w

hich a cam
paign badge has been authorized 

3. 
Veterans w

ho, w
hile serving on active duty w

ith the A
rm

ed Forces, participated in 
a U

nited States m
ilitary operation for w

hich an A
rm

ed Forces Service M
edal 

(A
FSM

) w
as aw

arded pursuant to Executive O
rder 12985 

4. 
Recently separated veterans. 

 



 
 

 
    

81 

A
pplicants to and em

ployees of com
panies w

ith a Federal governm
ent contract or 

subcontract are protected under the authorities above. A
ny person w

ho believes a 
contractor has violated its nondiscrim

ination or affirm
ative action obligations under 

Executive O
rder 11246, as am

ended, Section 503 of the Rehabilitation A
ct or 38 U

.S.C
. 

4212 of the V
ietnam

 Era Veterans Readjustm
ent A

ssistance A
ct should im

m
ediately 

contact:  
 The O

ffice of Federal C
ontract C

om
pliance Program

s (O
FC

C
P)  

Em
ploym

ent Standards A
dm

inistration 
U

.S. D
epartm

ent of Labor 
200 C

onstitution A
venue, N

.W
. 

W
ashington, D

.C
. 20210 

(202) 523-9368, or an O
FC

C
P regional or district office (listed in m

ost directories under 
U

.S. G
overnm

ent, D
epartm

ent of Labor) 
  Standards 

adopted 
by 

the 
U

nited 
States 

Equal 
Em

ploym
ent 

O
pportunity 

Com
m

ission and the O
ffice of Federal Contract Com

pliance Program
—

Program
s or 

A
ctivities Receiving Federal A

ssistance 
 R

A
C

E
, C

O
LO

R
, N

A
TIO

N
A

L O
R

IG
IN

, SE
X

: In addition to the protection of Title VII of 
the C

ivil Rights A
ct of 1964, Title VI of the C

ivil Rights A
ct prohibits discrim

ination on the 
basis of race, color, or national origin in program

s or activities receiving Federal financial 
assistance. Em

ploym
ent discrim

ination is covered by Title VI if the prim
ary objective of 

the financial assistance is provision of em
ploym

ent, or w
here em

ploym
ent discrim

ination 
causes or m

ay cause discrim
ination in providing services under such program

s. Title IX
 

of the Education A
m

endm
ents of 1972 prohibits em

ploym
ent discrim

ination on the basis 
of sex in educational program

s or activities that receive Federal assistance.  
 If you believe you have been discrim

inated against in a program
 of any institution that 

receives 
Federal 

assistance, 
you 

should 
contact 

im
m

ediately 
the 

Federal 
agency 

providing such assistance.  
 IN

D
IV

ID
U

A
LS W

ITH
 D

ISA
B

ILITIE
S: Section 504 of the Rehabilitation A

ct of 1973 is a 
national law

 that protects qualified individuals from
 discrim

ination based on their 
disability. The nondiscrim

ination requirem
ents of the law

 apply to em
ployers and 

organizations that receive financial assistance from
 any Federal departm

ent or agency, 
including 

the 
U

.S. 
D

epartm
ent 

of 
H

ealth 
and 

H
um

an 
Services 

(D
H

H
S). 

These 
organizations and em

ployers include m
any hospitals, nursing hom

es, m
ental health 
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centers and hum
an service program

s. Section 504 forbids organizations and em
ployers 

from
 excluding or denying individuals w

ith disabilities an equal opportunity to receive 
program

 benefits and services. It defines the rights of individuals w
ith disabilities to 

participate in, and have access to, program
 benefits and services. 

 A
dditional Federal Law

s G
overning Equal O

pportunity 
 Title VII of the C

ivil Rights A
ct of 1964 

The A
m

ericans w
ith D

isabilities A
ct of 1990 

The A
ge D

iscrim
ination in Em

ploym
ent A

ct of 1967 
The Equal Pay A

ct of 1963 
C

ivil Rights A
ct of 1991 

Section 504 of the Rehabilitation A
ct of 1973, as am

ended 
Title IX

 of the Education A
ct of 1972, as am

ended 
V

iolence A
gainst W

om
en Reauthorization A

ct of 2021 (VA
W

A
) 

Pregnancy D
iscrim

ination A
ct of 1978, as am

ended 
V

ietnam
 Era Veterans Readjustm

ent A
ssistance A

ct of 1974, as am
ended 

 If you w
ould like assistance w

ith retrieving an electronic or paper copy of any/all law
s 

listed 
above, 

please 
contact 

the 
RIC

 
O

ffice 
of 

Institutional 
Equity 

at 
aruderm

anlooff@
ric.edu or call 401-456-8218. 

 A
dditional State of Rhode Island Law

s G
overning Equal O

pportunity 
 RIG

L 28-5.1 - Equal O
pportunity and A

ffirm
ative A

ction 
RIG

L 42-112 – C
ivil Rights A

ct of 1990 
RIG

L 28-5 – Fair Em
ploym

ent Practices 
RIG

L 16-76 - Sexual H
arassm

ent in H
igher Education 

RIG
L 28-51 – Sexual H

arassm
ent, Education and Training in the W

orkplace 
RIG

L 36-4-26.1 – Supplem
ental C

ertification in the C
ivil Service 

RIG
L 16-59-24 – A

ccessibility for People w
ith D

isabilities (B
O

G
) 

RIG
L 11-37 – Sexual A

ssault 
RIG

L 16-22-24 – D
ating V

iolence 
RIG

L 12-29-2 – D
om

estic V
iolence Prevention A

ct 
RIG

L 11-59-1 through 11-59-2 – Stalking  
 

https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964#:~:text=Title%20VII%20prohibits%20employment%20discrimination,Rights%20Act%20of%201991%20(Pub.
https://www.ada.gov/pubs/adastatute08mark.htm
https://www.eeoc.gov/statutes/age-discrimination-employment-act-1967
https://www.eeoc.gov/statutes/equal-pay-act-1963
https://www.eeoc.gov/statutes/civil-rights-act-1991
https://www.dol.gov/agencies/oasam/centers-offices/civil-rights-center/statutes/section-504-rehabilitation-act-of-1973
https://www2.ed.gov/about/offices/list/ocr/docs/tix_dis.html
https://www.justice.gov/opa/pr/justice-department-applauds-reauthorization-violence-against-women-act
https://www.justice.gov/opa/pr/justice-department-applauds-reauthorization-violence-against-women-act
https://www.eeoc.gov/statutes/pregnancy-discrimination-act-1978
https://www.dol.gov/agencies/ofccp/vevraa/as-amended
mailto:arudermanlooff@ric.edu
http://webserver.rilin.state.ri.us/Statutes/title28/28-5.1/28-5.1-1.htm
http://webserver.rilin.state.ri.us/Statutes/TITLE42/42-112/INDEX.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE28/28-5/INDEX.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE16/16-76/INDEX.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE28/28-51/INDEX.HTM
http://webserver.rilin.state.ri.us/Statutes/title36/36-4/36-4-26.1.htm
http://webserver.rilin.state.ri.us/statutes/title16/16-59/16-59-24.HTM
http://webserver.rilin.state.ri.us/Statutes/title11/11-37/index.htm
http://webserver.rilin.state.ri.us/Statutes/TITLE16/16-22/16-22-24.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE12/12-29/12-29-2.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE11/11-59/INDEX.HTM
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If you w
ould like assistance w

ith retrieving an electronic or paper copy of any/all law
s 

listed 
above, 

please 
contact 

the 
RIC

 
O

ffice 
of 

Institutional 
Equity 

at 
aruderm

anlooff@
ric.edu or dial 401-456-8218. 

 State of Rhode Island Executive O
rders Pertaining to A

ffirm
ative A

ction and Equal 
O

pportunity 
 The follow

ing Executive O
rders can be located in the G

overnor’s A
rchive of Executive 

O
rders. 
• 

EX
EC

U
TIVE O

RD
ER 13-05: Prom

otes D
iversity, Equal O

pportunity and M
inority 

B
usiness Enterprises in Rhode Island 

• 
EX

EC
U

TIVE O
RD

ER 05-01: Prom
otes Equal O

pportunity and the Prevention of 
Sexual H

arassm
ent in State G

overnm
ent 

• 
EX

EC
U

TIVE O
RD

ER 05-02: Establishes the H
um

an Resources O
utreach and 

D
iversity O

ffice and their responsibilities 
• 

EX
EC

U
TIVE O

RD
ER 94-22: Prom

otes M
inority B

usiness Enterprises in Rhode 
Island State G

overnm
ent. 

• 
EX

EC
U

TIVE O
RD

ER 93-1: Equal O
pportunity and A

ffirm
ative A

ction Policy for 
units in State G

overnm
ent. 

• 
EX

EC
U

TIVE O
RD

ER 92-2: C
om

pliance w
ith A

m
ericans w

ith D
isabilities A

ct. 
• 

EX
EC

U
TIVE O

RD
ER 86-10: Establishes the Refuge Policy for the State. 

• 
EX

EC
U

TIVE O
RD

ER 85-16: D
esignates the State 504 coordinator to create 

policies, practices and program
s regarding accessibility of State buildings and 

properties to disabled persons. 
 If you w

ould like assistance w
ith retrieving an electronic or paper copy of any/all State of 

RI Executive O
rders listed above, please contact the RIC

 O
ffice of Institutional Equity at 

aruderm
anlooff@

ric.edu or dial 401-456-8218. 
  

 

mailto:arudermanlooff@ric.edu
https://governor.ri.gov/executive-order-archive
https://governor.ri.gov/executive-order-archive
mailto:arudermanlooff@ric.edu
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A
ppendix D

: State of Rhode Island G
uidelines for Preventing Sexual H

arassm
ent 

 H
arassm

ent on the basis of sex is a violation of RIG
L 28-5.1 and Executive O

rder N
o. 05- 

01. U
nw

elcom
e sexual advances, requests for sexual favors and other verbal or physical 

conduct of a sexual nature constitutes sexual harassm
ent w

hen (1) subm
ission to such 

conduct is m
ade either explicitly or im

plicitly a term
 or condition of an individual’s 

em
ploym

ent; (2) subm
ission to or rejection of such conduct by an individual is used as 

the basis for em
ploym

ent decisions affecting such individual; or, (3) such conduct has the 
purpose or effect of unreasonably interfering w

ith an individual’s w
ork perform

ance or 
creating an intim

idating, hostile or offensive w
orking environm

ent.  
 In determ

ining w
hether alleged conduct constitutes sexual harassm

ent, the State Equal 
O

pportunity O
ffice w

ill look at the record as a w
hole and at the totality of the 

circum
stances, such as the nature of the sexual advances and at the legality of a particular 

action. A
 determ

ination of w
hat constitutes sexual harassm

ent w
ill be m

ade from
 the 

facts, on a case-by case basis.  
 The appointing authority is responsible for the acts of its agents and supervisory 
em

ployees w
ith respect to sexual harassm

ent, regardless of w
hether or not the specific 

acts com
plained of w

ere authorized or even forbidden by the appointing authority and 
regardless of w

hether or not the appointing authority knew
 or should have know

n of their 
occurrence. The State Equal O

pportunity O
ffice w

ill exam
ine the circum

stances of the 
particular em

ploym
ent relationship and the job functions perform

ed by the individual in 
determ

ining w
hether or not the individual is serving in either a supervisory or agency 

capacity.  
 W

ith respect to persons other than those m
entioned in the previous paragraph, an 

appointing authority is responsible for acts of sexual harassm
ent in the w

orkplace w
here 

that appointing authority or its agents or supervisory em
ployees knew

 or should have 
know

n of the conduct. A
n appointing authority m

ay rebut apparent liability for such acts 
by show

ing that it took im
m

ediate and appropriate corrective action.  
 Prevention is the best tool for the elim

ination of sexual harassm
ent. A

n appointing 
authority should take all steps necessary to prevent sexual harassm

ent from
 occurring 

such 
as 

affirm
atively 

raising 
the 

subject 
of 

sexual 
harassm

ent, 
expressing 

strong 
disapproval, developing appropriate sanctions, inform

ing the em
ployees of their right 

to raise and how
 to raise the issue of harassm

ent and developing m
ethods to sensitize 

all concerned.  
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 If any State Em
ployee believes that they have been sexually harassed, they m

ay contact:  
STA

TE EQ
U

A
L O

PPO
RTU

N
ITY O

FFIC
E 

O
N

E C
A

PITO
L H

ILL 
PRO

VID
EN

C
E, RI 02908-5865 

PH
O

N
E (401) 222-3090 FA

X
 (401) 222-2490 

RI Relay: 711 EO
O

.C
O

M
PLIA

N
C

E@
D

O
A

.RI.G
O

V 
 

(2019) 
   

 

mailto:EOO.COMPLIANCE@DOA.RI.GOV
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A
ppendix 

E: 
D

epartm
ent 

of 
A

dm
inistration 

O
ffice 

of 
D

iversity, 
Equity 

and 
O

pportunity State Equal O
pportunity O

ffice: G
uidelines for Ensuring U

nbiased 
W

ork Environm
ents 

 Rhode Island G
eneral Law

 28-5.1, Executive O
rder N

o. 05-01 of the State of Rhode 
Island and Title VII of the 1964 C

ivil Rights A
ct, m

andates em
ployers to m

aintain a 
w

orking environm
ent free of discrim

inatory insults, intim
idation and other form

s of 
harassm

ent. B
oth an em

ployee’s psychological and econom
ic w

ell-being are protected. 
W

hile an em
ployer cannot be held accountable for the prejudices of its w

orkers clientele, 
it m

ust take reasonable m
easures to control or elim

inate the overt expression of those 
prejudices in the w

orkplace. Prom
pt action by an em

ployer to prevent or correct 
discrim

inatory harassm
ent can go a long w

ay in lessening em
ployer liability.  

 Perhaps the m
ost com

m
on type of harassm

ent to w
hich w

orkers are subjected is verbal 
abuse. Racial and ethnic epithets, slurs or jokes directed at or m

ade in the presence of 
m

inority group em
ployees, are not to be tolerated. A

n exam
ple of unlaw

ful race and sex 
bias in the w

ork environm
ent is the use of the dim

inutive term
 “boys” w

hen referring to 
m

inority m
ale em

ployees and “girls” w
hen referring to fem

ale em
ployees.  

 A
nother com

m
on type of verbal abuse is either spreading rum

ors or joking about an 
em

ployee’s assum
ed sexual preference or orientation. O

ne’s personal preference does 
not determ

ine how
 one perform

s at his or her job and therefore, this type of bias does 
is prohibited in the w

orkplace.  
 A

n em
ployer is under a tw

o-pronged duty to m
aintain a w

orking atm
osphere free of 

national origin bias. First, the em
ployer itself m

ust refrain from
 ridicule or harassm

ent on 
the basis of national origin. Second, an em

ployer should not tolerate such behavior by 
its em

ployees. Ethnic slurs or jokes based on national origin are unlaw
ful. A

n em
ployer 

is also under obligation to m
aintain a w

ork environm
ent free of religious bias. Perm

itting 
a supervisor to espouse his or her beliefs to em

ployees w
hile at w

ork m
ay am

ount to 
religious discrim

ination.  
 A

ny unw
elcom

e sexual advances, requests for sexual favors and other verbal and 
physical conduct of a sexual nature is unlaw

ful sexual harassm
ent w

hen the response or 
reaction to the advances or requests is perm

itted to affect the em
ploym

ent decisions. It 
is 

also 
illegal 

for 
an 

em
ployer 

to 
perm

it 
any 

conduct 
that 

is 
sexually 

offensive, 
intim

idating, hostile or interferes w
ith an individual’s w

ork perform
ance. Sexual advances 
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by co-w
orkers w

ho have control over a person’s em
ploym

ent m
ay be unlaw

ful if it has 
such an intim

idating effect that job status is affected.  
 (2005) 
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A
ppendix F: Em

ployee Self-Identification of D
isability Form

 and Request for 
Reasonable A

ccom
m

odation 
 

C
O

N
FID

E
N

T
IA

L
 

E
M

PL
O

Y
E

E
 

SE
L

F-ID
E

N
T

IFIC
A

T
IO

N
 

O
F D

IA
SB

IL
IT

Y
 

&
 R

E
Q

U
E

ST
 

FO
R

 R
E

A
SO

N
A

B
L

E
 

A
C

C
O

M
O

D
A

T
IO

N
S 

In accordance w
ith the A

m
ericans w

ith D
isabilities A

ct of 1990, R
hode Island G

eneral L
aw

 28-5.1 and 
E

xecutive O
rder# 

92-2. T
he State E

qual O
pportunity O

ffice invites a qualified individual w
ith a 

disability to self-identify to be provided reasonable accom
m

odations if necessary to perform
 the essential 

function for the desired position. 
C

O
M

PL
E

T
IO

N
 

O
F T

H
IS FO

R
M

 
IS V

O
 L

U
N

T
 A

R
Y

. 

N
A

M
E

: ______ 
_ 

A
G

E
N

C
Y

: R
hode Island C

ollege 
JO

B
 T

IT
L

E
: ____ 

_ 
D

A
T

E
: _______ 

_ 

Please c
h
e
c
k
(
✓
)
 the category that best describes your disability. 

(U
pon request, verification of disabling 

condition m
ust be obtained from

 your physician.) 

D
isabling conditions include, but are not lim

ited to: 

A
ID

S 
A

lcoholism
 

__ 
B

lindness or V
isual Im

pairm
ent 

C
ancer 

__ 
C

erebral Palsy 
__ 

D
eafness or H

earing Im
pairm

ent 
D

iabetes 
__ 

D
rug A

ddiction 
__ 

E
pilepsy 

H
eart D

isease 
M

ental R
etardation 

M
ental or E

m
otional Illness 

__ 
M

ultiple Sclerosis 
__ 

M
uscular D

ystrophy 
__ 

O
rthopedic 

__ 
Perceptual D

isabilities such as D
yslexia, M

inim
al B

rain 
D

ysfunction, D
evelopm

ent A
phasia or Speech Im

pairm
ent 

__ 
O

ther, please explain (use back of form
 or attach additional inform

ation) 

( 
) Y

es, I request a R
easonable A

ccom
m

odation N
eeds A

ssessm
ent R

eview
. 

I understand a copy of this 
request w

ill be forw
arded to the R

hode Island C
ollege A

D
A

 C
oordinator. 

( ) N
o R

easonable A
ccom

m
odation is needed at this tim

e. 
I understand I m

ay request a reasonable 
accom

m
odation at a later date. 

A
dditional C

om
m

ents: 

Signature: __________ 
_ 

R
IE

E
O

 5190A
 

R
E

V
ISE

D
 11/13/08 

R
I SE

O
O

 (401) 277-3090 

D
ate: ---------
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A
ppendix G

: State Equal O
pportunity O

ffice D
iscrim

ination Com
plaint Procedure 

and Form
 

 
O

FFIC
E

 O
F D

IV
E

R
SITY, E

Q
U

ITY A
N

D
 O

PPO
R

TU
N

ITY STA
TE

 E
Q

U
A

L O
PPO

R
TU

N
ITY 

O
FFIC

E
 

TE
LE

PH
O

N
E

: (401) 222-3090 
FA

X
: (401) 222-2490 

 

The State Equal O
pportunity O

ffice w
ill accept, from

 both State Em
ployees and A

pplicants for 
State em

ploym
ent, com

plaints of discrim
ination that are based on race, sex, age, national origin, 

religion, color, sexual orientation, gender identity or expression, and sexual harassm
ent. 

 1. 
A

 com
plaint m

ust be filed form
ally on the “C

om
plaint Inform

ation Form
”; available through 

the State Equal O
pportunity O

ffice w
ebsite here w

ithin ten (10) w
orking days from

 the 
know

ledge of the alleged incident of discrim
ination, unless it is an ongoing discrim

ination. 
A

ll com
plaints w

ill rem
ain confidential except to the extent necessary to conduct a review

 of 
the facts. 

2. 
A

n Equal O
pportunity O

fficer w
ill be assigned to investigate the com

plaint. 
3. 

The A
gency D

irector (Respondent) w
ill be notified of the alleged charge. 

4. 
U

pon the com
pletion of the investigation, the State Equal O

pportunity O
ffice w

ill m
ake a 

determ
ination as to probable cause based on the sum

m
ary of facts. 

5. 
The State Equal O

pportunity O
ffice w

ill notify the parties of the outcom
e after m

aking
 a 

determ
ination. 

6. 
W

hen there is probable cause of discrim
ination, the State Equal O

pportunity O
ffice w

ill try 
to conciliate the com

plaint. 
7. 

If an agreem
ent betw

een both parties is not reached, a form
al hearing w

ill be scheduled and 
a H

earing O
fficer w

ill be assigned by the State Equal O
pportunity O

ffice. 
8. 

If and w
hen it has been determ

ined by the H
earing O

fficer that discrim
ination exists, the 

H
earing O

fficer w
ill advise the State Equal O

pportunity O
ffice in w

riting. The State Equal 
O

pportunity O
ffice w

ill then, by w
ritten notification, present findings and recom

m
ended 

corrective action to both parties. If the corrective action is not im
plem

ented w
ithin the 

specified tim
e fram

e, the State Equal O
pportunity O

ffice w
ill notify the G

overnor. 
 A

n individual m
ay also file a com

plaint w
ith the Rhode Island C

om
m

ission for H
um

an Rights or 
the U

.S. Equal Em
ploym

ent O
pportunity C

om
m

ission. If a charge has been filed, either 
sim

ultaneously or at a later date w
ith Rhode Island C

om
m

ission for H
um

an Rights or the U
.S. 

Equal Em
ploym

ent O
pportunity C

om
m

ission, the State Equal O
pportunity O

ffice w
ill defer to 

either com
m

ission for investigation and any resolution and/or prosecution of any charge. 
     

https://dedi.ri.gov/about-office/equal-opportunity-office/discrimination-complaints
https://dedi.ri.gov/about-office/equal-opportunity-office/discrimination-complaints
http://www.richr.ri.gov/
https://www.eeoc.gov/
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State of R
hode Island 

D
ivision of H

um
an R

esources 

D
ate of Issue: 

02/16/21 

R
evision N

o: 

O
IE

P
A

R
T

M
E

H
T

 OF
 

A
D

M
IN

IS
T

R
A

T
IO

N
 

Site O
perations/B

usiness Partner C
enter of E

xpertise 
C

O
M

PL
A

IN
T

 R
E

Q
U

E
ST

 

K
)teA

. 
=

--•­
H

R
 E

xec D
ir: ""'"""' =

: 

C
om

plete this 
form

 
to 

file a 
com

plaint 
of 

D
iscrim

ination, Sexual H
arassm

ent, D
om

estic V
iolence/Sexual 

A
ssault/Stalking, W

orkplace V
iolence or R

etaliation. T
his form

 m
ay be used for a com

plaint by an E
xecutive 

B
ranch em

ployee. 

O
nce you have subm

itted the com
plaint fonn, you w

ill be contacted by an investigator from
 the D

ivision of H
um

an 
R

esources Site O
perations/B

usiness Partner C
enter of E

xpertise (C
O

E
). If you do not w

ish to com
plete the 

C
om

plaint Fonn, or need assistance in doing so, please contact your agency's H
um

an R
esources B

usiness Partner 
or 

D
iversity 

O
fficer 

w
ho 

can 
fill out 

the 
form

 
on 

your 
behalf. 

A
ltem

atively, 
you 

can 
call 

the 
Site 

O
perations/B

usiness Partner C
O

E
 at 401-574-8381 to m

ake a report by phone. 

• =
 R

equired Field 

Se-ction 1 -
C

om
plainant 

Inform
ation 

A
re you an em

ployee of the State of R
hode Island? * 

[JY
 

es D
 N

o 

C
om

plainant 
C

ontact Info 

First N
am

e 
L

ast N
am

e 
--------------

--------------
T

itle --------------
A

gency ____________ 
_ 

W
ork L

ocation _____________ 
_ 

W
ork Phone _____________ 

_ 

M
anager/Supervisor _____________ 

_ 

H
orne A

ddress _____________ 
_ 

H
om

e Phone _____________ 
_ 

E
m

ail A
ddress --------------

H
ow

 do you prefer to be contacted? 
D

 E
m

ail 

Se-ction 2 -
Pe-rson C

om
ple-tinL

Jt-m
 

Sam
e as Section 1 

A
re you an em

ployee of the State of R
hode Island? * 

D
Y

 
esO

 
N

o 

First N
am

e ______________ 
L

ast N
am

e 

Phone_____________ 
E

m
ail ____________ 

_ 

Se-ction 3 -
C

om
plaint Filed A

gainst lnfm
-m

ation 

First N
am

e 
L

ast N
am

e 
--------------

--------------
T

itle _____________ 
_ 

A
gency ____________ 

_ 

W
ork L

ocation --------------
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O
IE

P
A

R
T

M
E

H
T

 
O

F
 

A
D

M
IN

IST
R

A
T

IO
N

 

State of R
hode Island 

D
ivision of H

um
an R

esources 
Site O

perations/B
usiness Partner C

enter of E
xpertise 

C
O

M
PL

A
IN

T
 R

E
Q

U
E

ST
 

SE
'ction 4 -

C
om

plaint 
Inform

ation 

C
om

plaint is being m
ade on the basis of" (M

ultiple options can be selected). 

[}:>
iscrim

ination 
(m

ultiple options can be selected) 

D
ate of Issue: 

02/16/21 

R
evision N

o: 

H
R

 E
xec D

ir: 

□
Race/Ethnicity/Color 

D
isability 

[}ge 
Q

enetics 
G

egnancy 

Q
filitary 

Status 
[]veteran 

Status 
□

Religion 
D

ex 
!N

ational O
rigin 

□
sexual O

rientation 
[]G

ender 
Identity 

[]:,ender 
E

xpression 

D
exua1 

H
arassm

ent 
0W

orlcplace 
V

iolence 
□

Retaliation 

Sum
m

ary 
of C

om
plaint -

Please describe w
hat happened to you, indicating the date or dates w

hen it occurred, 
nam

es of persons involved, and w
hat hann, if any w

as caused to you as a result. P
lease continue on separate 

sheet of paper, if necessary. 

D
ate of First Incident 

D
ate of L

ast or M
ost R

ecent Incident 
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State of R
hode Island 

D
ivision of H

um
an R

esources 

D
ate of Issue: 

02/16/21 

R
evision N

o: 

O
IE

P
A

R
T

M
E

H
T

 OF
 

A
D

M
IN

IS
T

R
A

T
IO

N
 

Site O
perations/B

usiness Partner C
enter of E

xpertise 
C

O
M

PL
A

IN
T

 R
E

Q
U

E
ST

 
H

R
 E

xec D
ir: 

Se-ction 5 -
W

itne-sse-s Inform
ation 

Please list below
 any persons ( co-w

orkers, supervisors, others) w
ho w

ere w
itness to or can provide inform

ation 
pertaining to your com

plaint. 

T
o W

hom
 has this been reported 

[]rt has not been reported to anyone 
0It 

has been reported to the follo,ving people 

Incident R
eported to 

Full N
am

e ____________ 
_ 

T
itle _____________ 

_ 

A
gency _____________ 

_ 
M

anager/Supervisor ____________ 
_ 

Phone _____________ 
_ 

E
m

ail-----------

Full N
am

e ____________ 
_ 

T
itle _____________ 

_ 

A
gency _____________ 

_ 
M

anager/Supervisor ____________ 
_ 

Phone 
E

m
ail 

--------------
--------------

Se-ction 6 --
A

ttachm
e-nts 

Please provide any supporting docw
nents. 

C
om

plainant 
Signature-

D
ate 
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A
ppendix H

: Exit Interview
 Form

 

E
X

IT
 IN

T
E

R
V

IE
W

 SIG
N

-O
FF FO

R
M

 
O

F
F

IC
E

 OF
 D

IV
E

R
S

IT
Y

, EQ
U

IT
Y

 AN
D

 O
P

P
O

R
T

U
N

IT
Y

 (O
D

E
O

) 
S

T
A

T
E

 EQ
U

A
L O

P
P

O
R

T
U

N
IT

Y
 OF

F
IC

E
 

O
ne capitol H

ill 
P

rovidence, R
I 02908-5865 

eoo.com
pliance@

doa.ri.gov 

R
hode 

Island 
D

epartm
ent 

of: 

N
A

M
E

 O
F

 E
M

P
LO

Y
E

E
 (P

lease print or type) 

T
he O

ffice of D
iversity, E

quity and O
pportunity in collaboration w

ith the D
ivision of H

um
an R

esources 
has established this exit interview

 process in order to assess the overall em
ployee experience w

hile 
w

orking for the state, to assure that term
inating em

ployees are not leaving because of discrim
inatory 

circum
stances, and to identify opportunities to im

prove retention and engagem
ent. 

I hereby acknow
ledge that I have received the C

onfidential E
xit S

urvey from
 the D

ivision of H
um

an 
R

esources and that the com
pleted C

onfidential E
xit S

urvey m
ust be forw

arded to the S
tate E

qual 
O

pportunity O
ffice. I also understand that a copy of this com

pleted sign-off fonn (not the C
onfidential 

E
xit S

urvey) w
ill be placed in m

y personnel file. 

S
IG

N
A

T
U

R
E

 
O

F
 E

M
P

LO
Y

E
E

 

D
A

T
E

 EX
IT

 IN
T

E
R

V
IE

W
 

W
A

S
 

G
IV

E
N

 TO
 E

M
P

LO
Y

E
E

 

IN
S

T
R

U
C

T
IO

N
S

: 

D
A

T
E

 EM
P

LO
Y

E
E

 
S

IG
N

E
D

 

S
IG

N
A

T
U

R
E

 
O

F
 H

U
M

A
N

 R
E

S
O

U
R

C
E

S
 

R
E

P
R

E
S

E
N

T
A

T
IV

E
 

T
he H

um
an R

esources R
epresentative m

ust distribute 
a copy of the C

onfidential 
E

xit 
S

urvey along w
ith any necessary docum

ents to the term
inating 

em
ployee. T

he H
um

an 
R

esources R
epresentative m

ust place a copy of the E
xit Interview

 S
ign-O

ff F
orm

 in the 
em

ployee's personnel file and forw
ard 

a second copy of the E
xit Interview

 S
ign-O

ff F
orm

 
to the O

D
E

O
/S

tate E
qual O

pportunity 
O

ffice, via inter-office 
m

ail or electronically 
at 

eoo.com
pliance@

doa.ri.gov, 
im

m
ediatety 

upon com
pletion. 
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C
O

N
FID

E
N

T
IA

L
 E

X
IT

 SU
R

V
E

Y
 IN

Q
U

IR
Y

 
( continued) 

1. 
W

hat is your m
ain reason for leaving? 

2. 
W

hat did you like best about your job? 

3. 
W

hat did you dislike about your job? 

4. 
D

id you find your em
ploym

ent w
orthw

hile in term
s of personal grow

th and achievem
ent? 

Y
es D

 
N

o D
 

P
lease explain: ____________________________ 

_ 

5. 
D

o you feel career opportunities w
ere adequately afforded to you? 

Y
es D

 
N

o D
 

P
lease explain: ____________________________ 

_ 

6. 
D

id you feel free to go to your supervisor about your job? 

Y
es D

 
N

o D
 

P
lease explain: ____________________________ 

_ 

7. 
W

as your supervisor effective in handling problem
s or com

plaints? 

Y
es D

 
N

o D
 

P
lease explain: ____________________________ 

_ 

8. 
D

id you receive fair treatm
ent w

hile em
ployed? 

Y
es D

 
N

o D
 

P
lease explain: ____________________________ 

_ 

9. 
D

o you feel you w
ere discrim

inated against? 

Y
es D

 
N

o D
 

P
lease explain: ____________________________ 

_ 
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C
O

N
FID

E
N

T
IA

L
 E

X
IT

 SU
R

V
E

Y
 IN

Q
U

IR
Y

 
( continued) 

10. W
ould you seek em

ploym
ent w

fth the S
tate of R

hode Island at a future date? 

Y
es D

 
N

o D
 

P
lease exp

lain
: ____________________________ 

_ 

11. W
o

u
ld

 yo
u

 reco
m

m
en

d
 em

p
lo

ym
en

t w
ith

 th
e S

tate o
f R

h
o

d
e Islan

d
 to

 yo
u

r frien
d

s an
d

 fam
ily?

 

Y
es D

 
N

o D
 

P
lease exp

lain
: ____________________________ 

_ 

12. P
lease com

plete the follow
ing statem

ent: 
I don't know

 w
hy the S

tate of R
hode Island doesn't just 

13. P
lease com

plete the follow
ing statem

ent: 
I feel the S

tate of R
hode Island w

ould benefit from
 

ch
an

g
es, su

ch
 as: 

14. P
lease co

m
p

lete th
e fo

llo
w

in
g

 statem
en

t: I feel m
y D

ep
artm

en
t w

o
u

ld
 b

en
efit fro

m
 ch

an
g

es, su
ch

 

as: 

C
o

m
m

en
ts 
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C
O

N
FID

E
N

T
IA

L
 E

X
IT

 SU
R

V
E

Y
 IN

Q
U

IR
Y

 
( continued) 

C
om

m
ents 

S
ubm

ission Instructions 

P
lease e-m

ail this form
 to eoo.com

pliance@
doa.ri.gov w

ith subject line: E
xit Interview

 F
or (Y

O
U

R
 

A
G

E
N

C
Y

 NA
M

E
). T

his is a confidential e-m
ail and all correspondence w

ill be treated w
ith the utm

ost 
care. If you are com

pleting this form
 online~

 the form
 w

ill be sent to our confidential e-m
ail upon 

pressing subm
it. 

Y
ou m

ay also m
ail this form

 to: 
O

D
E

O
/S

tate E
qual O

pportunity 
O

ffice, O
ne capitol H

ill, P
rovidence, R

I 02908 
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A
ppendix I: A

ffirm
ative A

ction File Card 
 

 
 R

A
C

IA
L/ETH

N
IC

 C
ATEG

O
R

IES 
• 

B
lack o

r A
frican A

m
erican (N

o
t H

isp
anic o

r Latino
) – A

 p
erson having

 orig
ins in any of the b

lack racial g
roup

s of A
frica. 

• 
H

isp
anic o

r Latino
 – A

 p
erson of M

exican, Puerto Rican, C
ub

an, C
entral or South A

m
erican, or other Sp

anish culture or orig
in, 

reg
ard

less of race. 
• 

A
m

erican Ind
ian o

r A
laska N

ative (N
o

t H
isp

anic o
r Latino

) – A
 p

erson having
 orig

ins in any of the orig
inal p

eop
les of N

orth 
A

m
erica and

 South A
m

erica (includ
ing

 C
entral A

m
erica), and

 w
ho m

aintains trib
al affiliation or com

m
unity attachm

ent. 
• 

A
sian (N

o
t H

isp
anic o

r Latino
) – A

 p
erson having

 orig
ins in any of the orig

inal p
eop

les of the Far East, Southeast A
sian, or 

the Ind
ian sub

continent includ
ing

 for exam
p

le, C
am

b
od

ia, C
hina, Ind

ia, Jap
an, K

orea, M
alaysia, Pakistan, the Philip

p
ine 

Island
s, Thailand

, and
 V

ietnam
. 

• 
W

hite (N
o

t H
isp

anic o
r Latino

) – A
 p

erson having
 orig

ins in any of the orig
inal p

eop
les of Europ

e, N
orth A

frica, or the M
id

d
le 

East. 
• 

N
ative H

aw
aiian o

r O
ther Pacific Island

er (N
o

t H
isp

anic o
r Latino

) – A
 p

erson having
 orig

ins in any of the orig
inal p

eop
les 

of H
aw

aii, G
uam

, Sam
oa, or other Pacific Island

s. 
• 

Tw
o

 o
r M

o
re R

aces (N
o

t H
isp

anic o
r Latino

) - A
 p

erson w
ho p

rim
arily id

entifies w
ith tw

o or m
ore of the ab

ove race 
categ

ories. 
 D

ISA
B

LE
D

: A
ll p

ersons w
ith a p

hysical or m
ental im

p
airm

ent that sub
stantially lim

its one or m
ore m

ajor life activities. M
ajor life 

activities includ
e, b

ut are not lim
ited

 to, caring
 for oneself, p

erform
ing

 m
anual tasks, seeing

, hearing
, eating

, sleep
ing

, w
alking

, 
stand

ing
, lifting

, b
end

ing
, sp

eaking
, b

reathing
, learning

, read
ing

, concentrating
, thinking

, com
m

unicating
 and

 w
orking

. A
 m

ajor life 
activity also includ

es the op
eration of a m

ajor b
od

ily function, includ
ing

, b
ut not lim

ited
 to, functions of the im

m
une system

, norm
al 

cell g
row

th, d
ig

estive, b
ow

el, b
lad

d
er, neurolog

ical, b
rain, resp

iratory, circulatory, end
ocrine, and

 rep
rod

uctive functions. A
 history 

of such d
isab

ility, or the b
elief on the p

art of others that a p
erson has such a d

isab
ility, w

hether it is so or not, also is recog
nized

 as a 
d

isab
ility b

y the reg
ulation.  

 

R
H

O
D

E
 IS

LA
N

D
 D

E
P

A
R

T
M

E
N

T
 O

F
 A

D
M

IN
IS

T
R

A
T

IO
N

 
R

IE
O

O
-03/78 

{R
?V

ised Jv{y 2019) 

O
F

F
IC

E
 O

F
 D

IV
E

R
S

IT
Y

. EQ
U

IT
Y

 A
N

D
 O

P
P

O
R

T
U

N
IT

Y
/S

T
A

T
E

 EQ
U

A
L O

P
P

O
R

T
U

N
IT

Y
 O

F
F

IC
E

 

A
F

F
IR

M
A

T
IV

E
 A

C
T

IO
N

 
F

ILE
 

• P
lease note that 

this is a voluntary 
self-identification 

card and the inform
ation 

yov provide 
w

ill nor be used as a basis for em
p/oym

enr 
dea·srons ,;. 

T
O

 B
E

 C
O

M
P

LE
T

E
D

 B
Y

 A
P

P
LIC

A
N

T
 

O
R

 E
M

P
LO

Y
E

E
 O

N
LY

 

A
pplicant or 

E
m

ployee 

A
ddress 

N
um

ber 
S

treet 

,__ __ 
___.I 

,_I _ ___,I 
._I _ 

___,_ 
C

ity 
S

tate 
Z

ip C
ode 

N
O

T
E

: W
hen selecting 

raciaV
ethnic 

category. 
you 

m
ust se4ect onty 

one 
of the boxes num

.bffed 
1 through 

7. 
F

em
ale O

 I I M
ale D

 

1-
B

lack or A
frican A

m
erican 

{N
ot Iii.spank or Latino) 

J I 2 -
H

ispanic or Latino D
 I 3 -A

m
erican 

lndian or A
laska N

ative 
(N

ot H
ispanic or Latino) 

J 

14 
-A

sian 
{N

ot H
ispanic or Latino) 

J 
11 5 -

W
hite 

(N
ot H

ispanic or Latino} 
0 

I 
6-

N
ative H

aw
aiian or O

ther 
P

acific Islander {N
ot H

ispanic or Latino) 
J 

7 -
T

w
o or M

ore R
aces (N

ot H
ispanic or Latino) 

J 
D

isabled 
0 I I V

eteran 
O

 I I o;~
bled 

V
ew

an 
D

 I I A
ge: 40 &

 O
ve, 0 

F
O

R
 P

E
R

S
O

N
N

E
L U

S
E

 O
N

LY
 

D
epartm

ent _________________________ 
_ 

I 
D

ivision. ____________________ 
_ 

A
ppropriation A

ccount N
o .. _____________ 

_ 
P

ay G
rade ____ 

_ 
P

osition N
o. _______________ 

_ 

Incum
bent-____ 

(U
se this selection for current em

ployees w
ho are requesting a change to their dem

ographic designation) 

P
rom

otion____ 
T

ransfer____ 
H

ired___ 
Lis.t_ 

N
o List_ 

O
ffered____ 

N
o~

 O
ffer~

----
R

efused ___ 
_ 

R
eason for A

ction _______________________________________________ 
_ 

Interview
er/H

R
 

S
taff ____________________________ 

_ 
D

ate _______________ 
_ 
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A
ppendix J: Equal O

pportunity Com
m

ittee G
uidelines 

 M
ISSO

N
: 

To provide tw
o-w

ay com
m

unication and suggestions on various aspects of the equal 
opportunity program

 to the director in a departm
ent or agency in state governm

ent. 
 1. 

E
STA

B
LISH

IN
G

 TH
E

 C
O

M
M

ITTE
E

: 
A

. A
ll em

ployees should be inform
ed of opportunities to serve on the com

m
ittee.  

B
. A

gency head appoints the com
m

ittee from
 a list of volunteers.  

C
. Volunteers should include staff from

:  
1. 

Each division of agency  
2. 

Various job levels  
3. 

D
iverse group of em

ployees; i.e. m
inorities, w

om
en, persons w

ith 
disabilities, and veterans  

 

2. 
STR

U
C

TU
R

E
 

A
. Term

s of m
em

bership
 

B
. Elections of officers  

C
. H

ow
 m

any m
em

bers  
D

. A
lternatives  

E. 
Sub-com

m
ittees  

F. 
M

eetings  
G

. M
inutes  

 3. 
FU

N
C

TIO
N

S (R
O

LE
) 

A
. A

dvise – not perform
 

B
. D

evelop short-term
 objectives  

C
. Identify areas of possible discrim

ination  
D

. A
ssist the designee of the agency head w

ith preparing the affirm
ative action 

plan  
E. 

M
onitor the progress of the action goals and program

s, if necessary, m
ake 

recom
m

endations to im
prove  

F. 
Review

 m
onthly progress reports  

G
. Issue a progress report to agency head quarterly  

 4. 
C

H
A

IR
PE

R
SO

N
 (D

U
TIE

S): 
A

. Prepare agenda for m
eeting 

B
. Preside over com

m
ittee m

eetings 
C

. Subm
it any com

m
ittee recom

m
endations to the agency head 



 
 

 
    

99 

 5. 
SE

C
R

E
TA

RY (D
U

TIE
S) 

A
. Preside over m

eeting in absence of chairperson 
B

. Record m
inutes of the m

eeting 
C

. Prepare m
inutes for distribution. 

 6. 
A

G
E

N
C

Y H
E

A
D

: 
A

. Should m
ake a com

m
itm

ent that all recom
m

endations w
ill be review

ed and 
acknow

ledged 
 7. 

E
M

PLO
YE

E
S SH

O
U

LD
 B

E
 IN

FO
R

M
E

D
 O

F A
G

E
N

C
Y PO

LIC
Y: 

A
. N

ew
sletter 

B
. Pay envelopes 

C
. Em

ployee handbooks 
D

. C
opies of the affirm

ative action plan policy statem
ent of key program

 elem
ents 

 

8. 
The 

state 
equal 

opportunity 
office 

m
ay 

issue 
such 

guidelines, 
directives, 

or 
instructions as necessary to carry out Rhode Island G

eneral Law
s § 28-5.1. 

 For additional guidance and/or technical assistance, contact: 
 D

ivisio
n o

f E
q

uity, D
iversity &

 Inclusio
n 

O
ne C

apitol H
ill  

Providence, RI 02908 
(401) 547-8086 
TTY (Relay RI) 711 
Em

ail: K
rystal.W

aters@
doa.ri.gov 

 * Each agency is required to have an Equal O
pportunity A

dvisory C
om

m
ittee 

 
 

mailto:Krystal.Waters@doa.ri.gov
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A
ppendix K

: D
iversity A

dvisory Council G
uidelines 

 M
ISSO

N
: 

To 
guide 

and 
support 

a 
state 

departm
ent 

or 
agency 

director 
on 

developing 
organizational changes and strategies that w

ill advance the goals of diversity and 
inclusion in the w

orkplace, as w
ell as to assist in the im

plem
entation of approved 

strategies and changes. 
 1. 

ESTA
B

LISH
IN

G
 TH

E C
O

U
N

C
IL:  

A
. A

ll em
ployees should be inform

ed of opportunities to serve on the council.  
B

. A
gency head appoints the com

m
ittee from

 a list of volunteers.  
C

. Volunteers should include staff from
:  

a. 
Each division of agency  

b
. Various job levels  

c. 
D

iverse group of em
ployees; i.e. m

inorities, w
om

en, persons w
ith 

disabilities, and veterans  
 

1. 
STRU

C
TU

RE: 
A

. Term
s of m

em
bership 

B
. Elections of officers 

C
. H

ow
 m

any m
em

bers 
D

. A
lternates 

E. 
Sub-com

m
ittees 

F. 
M

eetings 
G

. M
inutes 

 2. 
FU

N
C

TIO
N

S (role) 
A

. A
dvise – not perform

 
B

. Leverage diversity to im
prove em

ployee and organizational perform
ance  

C
. Link diversity strategy w

ith the departm
ent’s/agency’s business strategy 

D
. D

evelop m
etrics to m

easure progress 
E. 

D
evelop short- and long-term

 plans for advancing the goals of diversity and 
inclusion 

 3. 
C

H
A

IRPERSO
N

 (duties) 
A

. Prepare agenda for m
eetings 

B
. Preside over council m

eetings 
C

. Subm
it any council recom

m
endations to the departm

ent/agency director 
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4. 
SEC

RETA
RY (D

U
TIES) 

A
. Preside over m

eeting in absence of chairperson 
B

. Record m
inutes of the m

eeting 
C

. Prepare m
inutes for distribution 

 5. 
A

G
EN

C
Y H

EA
D

: 
A

. Should m
ake a com

m
itm

ent to support the w
ork of the council and ensure that 

all recom
m

endations w
ill be review

ed and acknow
ledged. 

 For additional guidance and/or technical assistance, contact: 
 D

ivisio
n o

f E
q

uity, D
iversity &

 Inclusio
n 

O
ne C

apitol H
ill  

Providence, RI 02908 
(401) 547-8086 
TTY (Relay RI) 711 
Em

ail: K
rystal.W

aters@
doa.ri.gov 

 *A
gencies are not required to have a D

iversity A
dvisory C

ouncil but are encouraged to 
do so. 
  

 

mailto:Krystal.Waters@doa.ri.gov
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A
ppendix L: Enforcem

ent A
gencies 

 D
ep

artm
ent o

f A
d

m
inistratio

n 
O

ffice of D
iversity, Equity and O

pportunity State Equal O
pportunity O

ffice 
O

ne C
apitol H

ill Providence, RI 02908 
TEL # (401) 222-3090 
FA

X
 # (401) 222-2490 

Eoo.com
pliance@

doa.ri.gov 
 R

I C
o

m
m

issio
n fo

r H
um

an R
ig

hts 
180 W

estm
inster St. Ste. 3 

Providence, RI 02903-1918 TEL # (401) 222-2661/ Voice TD
D

 # (401) 222-2664 
FA

X
 # (401) 222-2616 

 U
.S. E

q
ual E

m
p

lo
ym

ent O
p

p
o

rtunity C
o

m
m

issio
n 

1801 L Street N
W

 W
ashington, D

.C
. 20507 TEL # (202) 663-4900/ Voice TD

D
 # (800) 

800-3302 
TD

D
 # (202) 663-4494 (for all A

rea C
odes) 

 D
ep

artm
ent o

f Justice 
O

ffice of the A
m

ericans w
ith D

isabilities A
ct C

ivil Rights D
ivision 

P.O
. B

ox 66118 
W

ashington, D
.C

. 20035-6118 TEL # (202) 514-0301/ Voice TD
D

 # (202) 514-0381 
# (202) 514-6193 (Electronic B

ulletin B
oard) 

 

mailto:Eoo.compliance@doa.ri.gov



