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. GOVERNANCE, DENRAPHICS, AND EDUION

Governance

The City of East Providence is governed by an electedaviagoreanider City Council, with the Mayor
and Counselors elected every four years. City Council members are elected one each from four ward
one elected-mrge.

Executive Branch

The Mayor is both the ceremonial leader of the city and tbetiseiefféser. The Mayor runs the daily
operations of the city, enforces the charter and ordinances of the city and appoints all department h
except the City Clerk. The current Mayor of East FsRRdeerte DaSilva wluk wffice on January

9,20109.

Up until January 9, 2019, théodiay operations were managadghbyfessional City Managpointed
by the City Council and the Mayor was the President of the City Council, acting ceremonially.



Legislative Branch

The City Council setsigllardinances, sets the budget of the city (with recommendation from the Mayor
and provides legislative oversight for city operations.

The City Council elects a Council President and CeRiresidéiceto preside over meetings. The City
Council alsmppoints the City Clerk.

Until 2019, The City Council servgeawterms and the City Council oversaw the entire city government
under a Counbllnager system.

As of 2022he members of the East Providence City Council are:

RoberRodericksAtLage (Council Vieeesident)
Robert BriddVard 1 (Council President)

Anna SougaWard 2

Nathan Cahodiward 3

Ricardo Mourétwvard 4

=A =4 =4 -4 A

Judicial Branch

1 The City of East Providence has a Municipal Court which hears cases regarding violations
municipal ordires, housing code violations and minor traffic violations. The city also has a
Probate Court which handles estates, name changes, guardianships and related matters. Judge
both courts are appointed by the Mayor with confirmation by the CayeZouoiciiforyears

Other Boards and Commissions

1 TheCityof East Provideritas an appointed Library Board of Trustees which governs the city's
library system and various other appointed governing and advisory boards and commissions.

Recent development

1 TheCity of East Providenbas recently created a commission charged with facilitating the
redevelopment of old industrial sites and brownfields along most of East RPmuledence's 14
coastline on tl=ekonk Rivas mixed use residential, commercial, and light industrial zones

Demographics

1 As of 2018, there were 47,476 people, 20,530 households, and 12,851 families residing in the
The population density was 3,63@plepeer square mile (1,401.8/km?). There were 21,309
housing units at an average density of 1,589.6 per square mile (613.5/km?). The racial makeu
the city was 82.0% White, 7.2% African American, 0.1% Native American, 1.15% Asian, 3.4% P«
Islander0.1% from other races, and 4.9% from two or more races. Hispanic or Latino of any ra
were 5.5% of the population.


https://en.wikipedia.org/wiki/Seekonk_River

1 There were 20,530 households out of which 27.1% had children under the age of 18 living with tt
46.3% were married couples livingeiggE2.7% had a female householder with no husband
present, and 37.4% werefamilies32.4% of all households were made up of individuals and
14.6% had someone living alone who was 65 years of age or older. The average household
was 2.33 and theesage family size was 2.99.

1 Percentage of residents living in Poverty as of 2018: 10.6%. (8.6% }fbsVahitss Nad.0%)
for African American residents. (24.5%) for Hispanic or Latino residents. (23.1%) for American In
Residents. (31.5%) tbeoraces. (17.4%) for two or more races residents.

1 The median income for a household in the city was $39,108, and the median income for a family
$48,463. Males had a median income of $34,342 versus $26,423 fop&rafeta flteme
for the ity was $19,527. About 6.3% of families and 8.6% of the population weresgiow the
ling including 10.7% of those under age 18 and 11.0% of those aged 65 or over.

1 The population has large immigrant communitestirgatthe AzoredMadeiraand Cape
Verde

Education

The City of East Providence Currently has 18 schools. 13 of which are public, withufilke. being non

Public Elementary Schools

1 Agnes B. Hennessey Elementary School { Emma Whiteknact Elementary School

1 Kent Heights Elementary School 1 Orlo Avenue Elementary School

1 Alice. M. Waddington Eleangi@chool 1 James R.D. Oldham Elementary School

1 Myron J. Francis Elementary School 1 Silver Spring Elementary School
Public Middle Schools:

i Edward R. Martin Middle School 1 Riverside Middle Sahbuilt 1977
Public High Schools:

1 Grove Ave. Educational Development 9§ East Providence Area Career & Technical

Center Center
1 East Providence Highd&d built 1952.

Nonpublic Elementary and Juttigin Schools:

1 St. Mary Academy (Bay view) 1 The Gordon School

1 Sacred Heart School 1 Providence Country Day (PCD)

1 St. Margaret School


http://en.wikipedia.org/wiki/East_Providence_High_School

Education Governance

The City also has an elected School Coreledte@ for two year terms by the same ward system as the
City Council. The School Committee has broad authority to manage the school system including setti
school system policies, setting the school system budget (within the general dpp@iyiaiate by

and federal government) as well as selecting and overseeing the Superintendent of Schools.



PREFACE

The City of East Providenea&ffirens its commitment to the principles of affirmative action, non
discrimination and equal employngeotog uni t vy . It is the Cityds fi
policy or program, regardless of intent, which through its design, implementation or impact limits th
utilization of qualified individuals. It is the policy of the Cityiminate digainst any employee or
applicant for employmetttaterms, conditions, and benefits of employment because ofagee, color,

(40 years or oldereligionexpressiomational origin, s@regnangy sexual orientatiagenetic
informatiogender identity, veteran stdisabilitpr any basis protected by State and FedefaleLaw.

Citys personnel policies and practices are designed to provide equal opportunity for all persons.
employment decisions and actions will be made nefdrente based on the aforementioned
characteristics.

A policy of naliscrimination by itself, howevemt sufficieenhoughto erase theffects of past
employment practices. In addition to vigilance over activities aimed at eliminattorydiatisersmin

to employment, the City of East Providence unsital@easuresffirmative actjdo ensure equal
employment opportunity to members of the protected classes, minorities, wordesaiecgsewnath
veterans. The goal iadbieve the equitable participation of minorities, women, people with disabilities ar
veterans in all dipartments aodall job levels.

Each Citipepartment has the responsibility to undertake affirmative action and promote the full realizat
ofsuch through outreach and recruitment of underutilized protected classedsTrsl@itydake

affirmative steps to train and promote employees to improve their opportunities to participate in highet
employmewipportunitiegith the emphasn job classifications where members of protected classes are
undeutilized and undepresented.

We celebrate the diversity @frealCity and remain dedicated to affirmative actions, policies, procedures
and attitudes necessary to continukeltarabretain a workforce that is reflettevearhmunityatwe
are here to serve.



. ORGANIZATIONSTRUCTURE
City of East Providence Municipal Department Organizational Chart

Mayor

Roberto DaSilva City Council

City Clerk
Leah Stoddard
(Acting)

Chief of Staff
Napoleon Gonsalves

¥ ¥ ¥ ¥ h 4 L L. L. L. h J

A 4
i r Library Department . . K
- Police Department Department of Human Resources - Plan/Eco - - Recreation Canvassing - . Information
Fire Depart_rnenl Christopher Public Works MNapoleon Gonsalves Finance Department Department Meredith Bonds Department Leslie Shattuck City Solicitor Technology
Glenn Quick Malcom Moore Harmon

Francesconi Daniel Borges (Acting) William Fazioli (Acting) Diane Sullivan Moore Michael Marcello Kelly Ahrens

Senior Center

Laura Jones
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|l. LEGALFRAMEWORK

The legal basis for equal employmentioppatfirmative action, and other efforts to protect individuals
from discriminatory practices may be found in the following federal, state, and local laws:

Federal Laws

14" Amendment to the U.S. Constitutiédxdopted in 1868, this amendment pisthtieitand local
government officials from depriving persons of life, liberty, or property without legislative authorization.
requires each state to provide equal protection under the law to all people with its jurisdiction.

Equal Pay Act of 136The Equal Pay Act requires that men and women in the same workplace be give
equal pay for equal work. The jobs need not be identical, but they must be substantially equal. Job cc
determines whether jobs are substantially equal. All fomacot@aeday this law, including salary,
overtime pay, bonuses, stock options, profit sharing and bonus plans, life insurance, vacation and hc
pay, cleaning or gasoline allowances, hotel accommodations, reimbursement for travel expenses
benefitdf there is an inequality in wages between men and women, employers may not reduce the wa
of either sex to equalize their pay.

Civil Rights Act of 1964 Title VI, 42 U.S.C. Sec 2000d, diitkey.t prohibits discrimination on the

basis of race,log or national origin in programs and activities receiving federal financial assistance. It w
amended by the Civil Rights Restoration Act of 1987 to include all the operations of educational institu
government entities, or private employeysdivatfederal funds.

Under Title VI, recipients of federal financial assistance have the responsibility to ensure meaningful a
to their programs and activities by persons with limited English proficiency.

Civil Rights Act of 1964 Title VILJ4&.C. Secs. 200d det seq.:Title VII outlawed unequal application

of voter registration requirements, and racial segregation in schools, in housing, in the workplace a
facilities that serve the general publiactTirsvides that it shalan unlawful employment practice for

an employer with 15 or more employees to fail or refuse to hire or to discharge any individual, or othe
to discrimination against any individual with respect to compensation, and terms, conditfons or privilec
employment because of their race, color, religion, sex, or national origin.

Executive Order 11246 signed 196 Executive Order 11246 prohibits federal contractors and
subcontractors and fedemaBisted construction contractors and subcsritrattgenerally have
contracts that exceed $10,000 from discriminating in employment decisions on the basis of race, c
religion, sex, or national origin. It also requires covered contractors to take affirmative action to ensure
opportunity pgovided in all aspects of their employment.

Age Discrimination in Employment Act of 1981 Age Discrimination in Employment Act of 1967
(ADEA) protects individuals who are 40 years of age or older from employment discrimination based ol
T he A préestion applies to both employees and job applicants. Under the ADEA, it is unlawful
discriminate against a person becausthaf &ge with respect to any term, condition, or privilege of
employment, including hiring, firing, promotiaatgisation, benefits, job assignments, and training.
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The ADEA permits employers to favor older workers based on age even when doing so adversely affe
younger worker who is 40 or older.

Title 1X of the Education Amendments of IB#2:1X prohibidiscrimination on the basis of sex in any
federally funded education program or activit
shall, on the basis of sex, be excluded from participation in, be denied the benejiisted, tor be sub
di scrimination under any education program ofr

Section 503 of the Rehabilitation Act of 1$&&tion 503 of the Rehabilitation Act of 1973 prohibits
discrimination against persons with idisalbilitequires employers with federal contracts or subcontracts
that exceed $10,000 to take affirmative action in the hiring, retention, and promotion of qualified indivi
with disabilities. All covered contractors and subcontractors mdstalkspeirifil equal opportunity

clause in each of their nonexempt contracts and subcontracts.

Section 504 of the Rehabilitation Act of 18@8tion 504 prohibit employers who receive federal grants
or funding from discriminating against employdssrsalsiy of their disability.

Vietnam Era Veterans Readjustment Assistance ActoT 19&2: Vi et nam Er a Vet er .
Assistance Act (VEVRAA) requires covered federal government contractors and subcontractors to
affirmative action to Ey@nd advance in employment specified categories of veterans protected by th
Act and prohibits discrimination against such veterans. In addition, VEVRRA requires contractors
subcontractors to list their employment openings with the appryprexie snpée delivery system,

and that covered veterans receive priority in referral to such openings. Further, VEVRAA requires fe
contactors and subcontractors to compile and submit annually a report on the number of current emplo
who are covet veterans. The affirmative action and mandatory job listing provisions of VEVRAA a
enforced by the Employment Standards administrations of the Federal Contract Compliance Prog
(OFFCCP) within the U.S. D e p aymenmanad Trainmg Seirvieeb o r
(VETS) administersé6é employment reporting requ

Pregnancy Discrimination Act of 19148 Pregnancy Discrimination Act amended Title VII of the Civil
Rights Act of 1964. Discrimination on basis of pregnancy, chliddbdtmeatical conditions constitutes
unlawful sex discrimination under Title VII, which covers employers with 15 or more employees, incli
state and local governments. Title VII also applies to employment agencies and to labor organizatior
wellas to the federal government. Women who are pregnant or affected-talgpeelgoamdiyions

must be treated in the same manner as other applicants or employees with similar abilities or limitatior

Americans with Disabilities Act of 198@e | bthe Americans with Disabilities Act of 1990 prohibits
private employers, state and local governments, employment agencies and labor unions from discrimit
against qualified individuals with disabilities in job application proceduresadhwange fivemd,
compensation, job training and other terms, conditions, and privileges of employment. The ADA cc
employers with 15 or more employees, including state abs local governments. It also applies to emplo
agencies and to labor organizatiohse A DAG6s nondi scrimination sta
empl oyees under section 501 of the Rehabilita



12

Civil Rights Act of 1991An act which, among other things, provided for theiaidht joryron
discrimination claims and introduced the possibility of emotional distress damages, while limiting the al
that a jury could award.

Family and Medical Leave Act of 19B3e Family and Medical Leave Act (FMLA) of 1993 requires
employes with 50 or more workers to provide eligible employees up to 12 weeks of unpaid, job protec
leave in a 12 month period to care for a newborn, or newly placed adopted or foster child; to care
seriously ill child, spouse, parent, or becausemftheoy ee 6s own i |l I ness.

Genetic Information Nondiscrimination Act of Z0@8:Genetic Information Nondiscrimination Act of
2008 (GINA), which prohibits employment discrimination based on differences in DNA/genetic inforn
that may affectamply e édalth. The law prevents discrimination from health insurers and employers.

ADA Amendments Act of 20@h September 25, 2008, the President signed the Americans with
Disabilities Act Amendments Act tonbkes2iportant ( A AD
changes to the definition of the term Adisabi
and portions of EEOC6s ADA regul ations. The /
impairment that saogially limits one or more major life activities, a record of such an impairment, or beir
regarded as having such an impairment.

Rhode Islan&tate Laws

CHAPTER 281 through 2842 Fair Employment Practices
http://webserver.rilin.state.ri.us/Statutes/TI FAHELIBER2E.HTM

CHAPTER ZBX1 through 28117 Equal Opportunity and Affirmative Action
http://webserver.rilin.state.ri.us/Statutes/TI FAEASIREX.HTM

CHAPTER 2816 through 2821 Wage Discrimination Based on Sex
http://webserver.ritate.ri.us/Statutes/TITLEZBIROEX.HTM



http://webserver.rilin.state.ri.us/Statutes/TITLE28/28-5/INDEX.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE28/28-5.1/INDEX.HTM
http://webserver.rilin.state.ri.us/Statutes/TITLE28/28-6/INDEX.HTM
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS
CITY OF EAST PROVIDENCE
CHAPTER 521

AN ORDINANCE IN AMENDMENT OF CHAPTER 11 OF THE
REVISED ORDINANCES OF THE CITY OF EAST PROVIDENCE,
RHODE ISLAND, 199& A MENDED, ENTI TLED OPERSONN

THE COUNCIL OF THE CITY OF EAST PROVIDENCE HEREBY ORDAINS:

SECTION Subsection (b) of See1143 ent i tl ed fAThe affirmatiyv

entitled AAffirmati ve Ad®tdinangces dPtheaQityof East PrQ/idenpet e r
Rhode | sland 1998, as amended, entitled fAPers

(b)  The committee shall consist of the three members of the personnel hearing board, as w
asnineappointed members ofttheenry, among whom shall be at least one woman and representatives
of minority groups. These citizens shall serve after appointment by the city council for a period of two
A member may be removed for cause upon a vote of the city AfitmatiivElgdon committee shall
elect two officers, a chair anecvaie who shall serve in these positions for one year. The director of
personnel and the affirmative action officer shall be ex officio meGurarsitééhis

SECTION [This ordimece shall take effect upon second passage and all ordinances and parts of
ordinances inconsistent herewith are hereby repealed.
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STATE OF RHODE ISLAND AND PROVIDENCE PLANTATIONS
CITY OF EAST PROVIDENCE
CHAPTER 561

AN ORDINANCE IN AMENDMENT OF ER{APOF THE
REVISED ORDINANCES OF THE CITY OF EAST PROVIDENCE,
RHODE | SLAND, 1998, AS AMENDED, ENTI TL

THE COUNCIL OF THE CITY OF EAST PROVIDENCE HEREBY ORDAINS:

SECTIONArticle IV entitled nAfefRevised®tdinanoesoAct i c
the City of East Providence, Rhode I sl and 199
thereto the following:

DIVISION 7. EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION POLICY
Sec. 1212. Policy Statement.

(a) The City ofdst Providence hereby affirms its commitment to equal opportunity and
affirmative action by fostering and actively promoting equitable employment opportuniti
throughout its departments. Moreover, the city affirms its commitment to t

(b) he prevention andnatiation of discrimination on the baace otolor, religion, sex,
pregnancygexual orientatiggnder information, gemdismtityexpressiorage(40 or
older) national origiveteran statudisabilitypr any other basis protected by State or
Federal LawThe affirmative action officer, under the administrative supervision of the
personnel director, is responsibleMaylbein accordance with the City Ordinance, Book
5, Chapter 61, entitkead Ordinance Adoptingffirmative Action Ptarttie City of East
Providence, Rhode Isladdpted April 19, 1976, and is duly empowered with full authority
and responsibility develop and ensure compliance with laws, policies and practices
established to assist the city in achieving its equaltg@pa affirmative action goals.

(b) The city values the culture and background of all people, and recognizes that the goals of e
opportunity and affirmative action can only be achieved through committed leadership and administi
policies angractices that lead to a culture of inclusion. Thus, the implementation of this Equal Opportu
and Affirmative Action Policy is intended to enhance programs and introduce strategies that, C
implemented, will bring about the positive, proacéve changcessary to the achi
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equal opportunity and affirmative action goals.

(c) I n accordance with the cityods Affirmat
policy, the cighall continue poomote equal opportumity atfirmative action in all areas of operation.
Special emphasis shall be given to the following areas:

(2) Ensuring that all employment practices and decisions, as well as appointments to boards ¢
commissions, are made without discriminatidyasis thface, color, religion, ggrgnangysexual

orientation, gender identity or expressi@®, ageldgrnational origireteran statws disabilityr any

other basis protected by State and Federal Law

(2) Disseminating the AffirmatotmrAPlan and this policy to all municipal, along with a written
statementbytMayoa f f i r mi ng the cityés commitment to i

3) Investigating allegations of discrimination on ther&esiscolor, religion, §eregnacy),
sexual orientation, gender idegdiigtic informatiexpression, af# or oldgmational origireteran
statuor disabilityr any other basis protected by State and Federal Law

(4)  Take reasonable steps to enisatall contract@sd firms doing business with the city adhere
to applicable federal and state laws, rules and regulations governing fair labopkydequal
practices during the performance of their contract.

(5)  Training municipal employees on the topicd oppouanity, harassment/sexual harassment
prevention, and diversity.

Sec. 1213. Employment Practices

(a) The city will make every effort to ensure that all employment practices and decisions are m
fairly and equitably. Such employment prhatideslsde, but not be limited to, employee recruitment,
hiring, transfer, promotion, training, compensation, benefits, layoff, and termination. The affirmative &
officer, in conjunction with the personnel director, and with the assistareteofiicpestaify shall
oversee all employment practices to ensure they are conducted in accordance with the provisions o
Ordinance, Book 5, Chapter 61, Sectidi3@ through Sectioni 2130, and Sectionil&5(e). This
shall include, but notitvéted to:

(1) Reviewing and revising employment practices, personnel rules, policies and procedures, as nee
to ensure that they comply with federal and state laws, and that they are rendered fairly, appropriately
without discrimination.

(2)  Developing and implementing best practices for recruitment that broadens outreach and incree
the likelihood of attracting a more diverse applicant pool of individuals who meet the minimum requirel
for job openings, especially for those jobcatiassifiand categories where there exists an
underrepresentation of women and minorities. Practices shall also be developed to ensure that board
commissions are adequately represented by women and minorities.



16

(3) Developing and implementing a priacesollecting and analyzing employment data, including
applicant demographic data for each position filled. The data from the analysis shall be used to identify
of underutilization of women andermme whetherthei es t
selection process adversely impacted women or minorities. The data shall alsqpbeposedofor the
setting hiring goals for each job classification and category where underutilization exists.

4) Demographic data shall alsmbdelcect ed and analyzed of thos:eé
commissions. At the request of the affirmative action officer, each board and commission shall submit
of its members, along with their race, gender, and date of appointmersth&ibeyrefde to appoint

women and minorities to those boards and commissions where underrepresentation exists.

(b) The affirmative action officer and personnel director shall work cooperatively in carrying out
respective responsibilities wgigind¢o the above. Any conflict that may arise between the affirmative action
officer and the personnel director in relation to their responsibilities shall be Mesgived by the

Sec. 1214. Dissemination of Affirmative Action Plan

The city affirnts support for the development and implementation of the Affirmative Action Plar
Furthermore, the city acknowledges that it is the responsibility of every municipal employee, as well as
doing business with the city to adhere to the lawsmblicessdures outlined in the Affirmative Action
Pl an and to support the affirmative action ol
addition to complying with all aspects of the City Ordinance, Book 5, ChaptE3%eified: 11
DisseminatiotmeMayoshall disseminate the Affirmative Action Plan, along with this policy, and a writtel
statement to al/l municipal directors affirmin
of the Affirmative ActitamRnd this policy shall also be provided to any employee of the city upon reques
Additionally, general contractors, subcontractors, vendors, and suppliers doing business with the city, ¢
as firms and businesses performing services fortthk r@teige a copy of the Affirmative Action Plan
and this policy, and the city shall require their compliance to all federal and state laws throughout the te
their contract or provision of services.

Sec. 1215. Allegations of Discrimination

The affirmative action officer shall be responsible for the investigation of any allegation
discrimination employment practices, provision of services, or city sponsored programs and activities,
the basis afce, color, religion, sgegnancysexal orientatiogenetic informatigender identity
expression, ag#0 or oldgrnational origin, disabil#yeran status or any other basis protected by State
and Federal Lawtsy employee, applicant for employment, service provider or pacipigrant in
city sponsored programs and activities, believing that they have been discriminatedsagagest on the
color, religion, sex, sexual orientation, gendegeleetityinformatierpression, age, national origin,
disabilityweteran status, or any other basis protected by State and Fedgrebtaact the affirmative
action officer, who will promptly investigate the matter in accordance with grievance procedures outlir
the cityds Aff i r nhefoliowimyadians shall be takdna n . Il n additi
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(@)  The affirmative actudficer, will maintain the confidentiality of the allegations of the complaint, to
the fullest extent possible consistent with the need to conduct an investigation, and tg andure the safe
welbeing of the complainant and other emplgy@@sed by factual information and impartial judgment.

(b) Whenever necessary, all officers, employees, and service providers of the city shall furnish
affirmative action officer with anyatfon and records within their custody that may, in the opinion of the
affirmative action officer, be deemed necessary to any inquiry or investigation involving an allegatic
discrimination and/or retaliation, except as prohibited by law.

(c) In the event that an officer or employee fails to provide such information or records, or the persor
director disagrees with the necessity of such information and/or otherwise impedes the progress o
inquiry or investigation, the affirmative actiomafficall upon tflayoto resolve the situation in an
appropriate manner.

(d)  The findings of any investigation conducted by the affirmative action officer shall be reported ta
Mayoand the Personnel Hearing Board, who shall promptly neatibre the

Sec. 12216. Construction Project Nondiscrimination Compliance

The city values the services provided by contractors and firms. It is expected, however, that
prime contractor, subcontractor, or firm doing business or awarded dhsooiigdiakélappropriate
action in assuring the city that there will be equal employment opportunity during the performance of
contract. In accordance with City Ordinance, Book 5, Chapterl66, 8stitldéieasures to ensure
nondiscrimiraat hiring practicabe city will ensure that all practices and procedures outlined in the
ordinance are followed and that the affirmative action officer is provided the support and personnel offic
assistance needed to comply with requirenegrttssisection.

Sec. 1217. Training

(&) The city affirms the importance of administering training programs designed to give municipal
school department employees an overview of equal opportunity laws and policies which cover discrimil
and larassment/sexual harassment prevention. The city also acknowledges that diversity training desi
to sensitize municipal and school department employees to attitudes, behaviors, and systemic practice
create barriers and hinder progress towaldahenaent of equal opportunity and diversity, is needed.

(b) The affirmative action officer shall design and facilitate a training orientation program on the to
of equal opportunity, harassment/sexual harassment, and diversity. Suchetrascigtsinglfdr all

directors, managers, supervisors, and employees within one year of the effective date of this policy
thereafter mandatory for all new employees within one year dhineir Adtktional training on related

topics may beclnded on an as needed basis.
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Sec. 1218. Applicability

This policy and its i mpl Equa©pportanity addfirmadivef i r m
Action. All municipal department directors, maoagevisorandemployeeare expectei work
cooperatively with AfrmativéctionOfficer in monitoring and ensuring compliance with this policy, as
well as the laws, policies, and procedures outli@dtinghé s Af f i r mati ve Acti on

SECTION [This ordinance shall take effect second passage and all ordinances and parts of
ordinances inconsistent herewith are hereby repealed.
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V. POLICNSTATEMENTS

Policy on Harassment Prevention and Prohibition Against Retaliation

Employees and applicants will not be subject to hdrassuserof disability or their status as a protected
veteran. If an employee or applicant believes that they have been subject to harassment, they may
formatomplaint with the Affirmative Action Officer.

Any employee or applicant who bdi@vibey have been subject to harassment because of their disability
or status as a protected veteran should promptly contact a manager in their chain of command, or pro
contact thaffirmative Action Officeassistance.

Retaliation, includingmidation, threat, or coercion, against an employee or applicant because they hav
objected to discrimination, engaged or may engage in filing a complaint, assisted in a review, investig
or hearing or have otherwise sought to obtain theitdegeleiginy Federal, State, or local EEO law
regarding individuals with disabilities or protected veterans is prohibited. Any employee or applicant
believes that they have been subject to retaliation because of their disability or statwst@samprotecte
should contact the Personnel Doether Affirmative Action Officessistance.

Retaliation by any City of East Providence employee against any individual for reporting discrimin;
behavior or sexual harassment, or against amalinghodcooperates in an investigation of a

discrimination or sexual harassment claim is illegal. The City of East Providence will not tolerate
behavior and a retaliator will be subject to disciplinary action. Any employee who knowingly provides
information regarding a complaint of discrimination or sexual harassment will be subject to disciplinary ¢

This policy shall be communicatedtbcalsManagersSupervisors, other responsible City officials,
and employees, annually, ardeaixpected to behave in a professional manner and comply with this
policy. A copy of this policy shall be posted in the personnel office.
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Sexual Harassment Policy and Reporting Procedures

The purpose of this policy is to set acceptable stamahast dbr all municipal employees by providing
a work place free of discrimination based oologaex,sexual orientatjgagregnancy, gender identity,
genetic informatiage(40 or older), national origin, disability or veteran statuerdrasiy ptotected

by State and Federal Laws.

Sexual harassment is a form of sexual discrimination and is therefore unlawful. Sexual harassme
prohibited by federal, state and local laws, rules and regulations in the area of nondiscrimination
haassment of employment.

Sexual harassment is defined as any unwelcome or unwanted sexual advance, request for sexual favc
other verbal or physical conduct of a sexual nature from someone in the workplace that creates discc
and/or interferes wtiith job. Conduct constitutes harassment when:

(a) Submission to such conduct is made, either explicitly or implicitly, a term or condition of
individual 6s empl oyment ;

(b) Submission to or rejection of such conduct by an individual is s$®tba® theltament
decisions and/or retaliation; or

(c) Such conduct has the purpose or effec
creating an intimidating, hostile or offensive work environment.

Examples of sexual harassment ibaluaie not limited to:

Verbal

(a) Sexual propositions, sexual innuendo, or suggestive comments

(b) Sexual teasing or kidding, practical jokes, jokes about gender specific traits

(c) Whistling, cat calls, verbal slurs, or stateotyments

(d) Gender based remarks about someoneds
(e) Requesting sexual favors in exchange for employment or to avoid negative consequences

Nonverbal

(a) Giving gifts of a personal nature, sexually explicit nfagsiplssters, cartoons, pictures,
calendars or similar materials

(b) Displaying of foul or obscene printed or visual materials

Physical
(&) Touching or rubbing oneself sexually around another person

(b) Hugging, patting, pinching or brushisgtagamn ot her per sonés body
(c) Sexual gestures with hands or through body movements
(d) Assault, attempted rape, rape
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Harassment due to race, religion, sex, sexual harassment, national origin, disability, age, military or ve
status willnotbéter at ed i n the City of East Providence
up to and including termination. Any employee who believes he or she is a victim of sexual harassmen
immediately report any incident to their supervisoel®arsotor, and/or the Affirmative Action Officer.

The City of East Providence will not tolerate retaliation against any employee who complains of se
harassment or provides information in connection with any such complaint.

If the City receivesadiegation of sexual harassment or believes sexual harassment is occurring, it mu:
take the necessary steps to promptly, impartially investigate and address the matter. If it is determine
the allegation is credible, the City must take imndeefif&tetiaa action to end the unwelcome behavior.

The City must take action if it learns of possible sexual harassment, even if the victim of such action
not wish to file a formal complaint.

It is the responsibility of all officials, managersossipand other responsible City officials who may
observe, be informed of, or suspect that an incident of possible sexual harassment immediately repor
incidents to the Personnel Director and the Affirmative Action Officer, simultatie®ustidsot that

may be promptly investigated. Officials, managers, supervisors, and other responsible City officials
take effective measures to ensure that no further alleged harassment occurs while the investigatic
underway and until such timéhthatvestigation is complete.

To the extent possible, the City shall seek to protect the identities of the alleged victim and harasser, €
as reasonably necessary (for example, to complete an investigation successfully). Any employee, wh
beerfound to have subjected another employee to unwelcome conduct of a sexual nature, will be subje
discipline appropriate to the circumstances, ranging from a letter of reprimand to termination for cause

Any unwelcome sexual advances, requestadiofasexs and other verbal and physical conduct of a
sexual nature is unlawful sexual harassment when the response or reaction to the advances or reque
permitted to affect the employment decisions. It is also illegal for an employerndystnmétarsy co
sexually offensive, intimidating, hostile o
bycewor ker s who have no control over a person
effect that job staisisffected

]
0s

This policy shall be communicatedtbcalsManagersSupervisors, other responsible City officials,
and employees, annually, and all are expected to behave in a professional manner and comply witt
policy. A copy of this potiall be posted in the personnel office.
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Policy on Discrimination Because of Religion or National Origin

It is the policy of the City of East Providence to take affirmative action to insure that applicants are emp
without regard to their ogligir national origin. Such action includes, but is not limited to the following
employment practices: hiring, promotion, demotion, transfer, recruitment or recruitment advertising, |
termination, rates of pay or other forms of compensatiainarfdrsibening.

The following practices will be reviewed to determine whether members of the various religions and/or
groups are receiving fair consideration for job opportunities.

(&) Internal recruitment and selection procedures tb ansuretthe Ci ty of Ea
obligation to provide equal employment opportunity without regard to religion or national or
is being fully implemented

(b) Recruiting sources will include our commitment to provide equal employmentpportunity wit
regard to religion or national.origin

(c) Promotional opportunities will be afforded to all employees regardless of religion or natic
origin

(d) Contact with religious and ethnic organizations will be made for purposes of advice, educa
technical assistance and referral of potential employees as necessary to accomplish the purp
of our affirmative action program

(e) Recruitment activities will include engagement with educational institutions with substar
enrollments of student® fvarious ethnic and religious groups

(f) Ethnic and religious media may be used for employment advertising

Reasonable accommodations to the religious observances and practices of employees or prospe
employees will be made, unless doing so wtiuld wadue hardship. In determining whether undue
hardship exists, factors such as the cost and the impact on the rights of other employees, will be consic

This policy shall be communicatedtbcalsManagersSupervisors, other respons€ifile officials,
and employees, annually, and all are expected to behave in a professional manner and comply witt
policy. A copy of this policy shall be posted in the personnel office.
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Policy on Reasonable Accommodation for Persons with Besabili

The City of East Providence is committed to making reasonable accamplyetesnaioapplicants

that havé&nown physical or mental limitations of qualified persons with disabilities and qualified disak
veterans, unless such accommodatildnmwoeose an undue hardshig @otidluct of its business. The

City is also committed to engaging in an interactive process with the person requesting the accommoc
(or their representative), as needed, to determine an appropriate accbmerGityatdnEast
Providence provides reasonable accommodations:

1 When an applicant with a disability needs an accommodation to have an equal opportunity
compete for a job.

1 When an employee with a disability needs an accommodation to performribgogssehtial fu
the job or to gain access to the workplace

1 When an employee with a disability needs an accommodation to enjoy equal access to benefits
privileges of employment (e.g. trainings, office sponsored events)

Undue hardship will be determinessegsing whether the requested accommodation would cause
significant difficulty or expense, as provided for in the Sé¢herReb@bilitation Act of 1973.

A reasonable accommodation is any change in the workplace or the way things aresd¢bhstomarily d
provides an equal employment opportunity to an individual with a disability. While there are some thing
are not considered reasonable accommodations (e.g. removal of an essential job function or persone
items such as hearing aid tim&teided on and off the,jodasonable accommodations can cover most
things that enable an individual to apply for a job, perform a job), or have equal access to the workplac
employee benefits such as kitchens, parking lots, and office space events.

Common types of accommodations include:

Modifying work schedules or supervisory methods

Granting breaks or providing leave

Altering how or when job duties are performed

Removing and/or substituting a marginal function

Moving to different office space

Proariding telework beyond that provided by the collective bargaining agreement

Making changes in workplace policies

Providing assistive technology, including technology and communication equipment or speci
designed furniture.

Providing a reader or ottadf assistant to enable employees to perform their job functions, where the
accommodation cannot be provided by current staff

Removing an architectural barrier, including reconfiguring work places.

Providing accessible parking

Providing materials in aétiere formats (e.g. Braille, largg print.

Providing a reassignment to another job.

= =8 =4 -4 -5 -4 _-9_-9
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This policy shall be communicated to Department Heads, Division Heads and all Supervisors and Empl
annually, and a notice shall be posted in the personnel office.
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Gudelines for EnsuringnbiasedWork Bvironments

Rhode Island General La.2&nd the Title VII of the 1964 Civil Rights Act, mandates employers to
maintain a working environment free of discriminatory insults, intimidation and other forms of harassi
Both an empl oyeeds pbeiygare préotectgdi Vithdelan eemplayer eanrotbe held ¢
accountable for the prejudidedaftits workers clientele, it must take reasonable measures to control or
eliminatéhe overt expression o$éhprejudices in the work@Paoepaction by an employer to prevent

or correct discriminatory harassment can go a long emmygrefeptoyer liability.

Perhaps the most common type of harassment to which workers are subjected is varlaaldabuse. Raci
ethnic epithets, slurs or jokes directed at or made in the presence of minority groups employees, are |
be tolerated. An example of unlawful race and sex bias at work environment is the use if the diminutive
A b o wremreferring to migariale employees &nd i whersréferring to female employees.

An employer is under aifwonged duty to maintain a working atmosphere free of national origin bias.
First, the employer itself must refrain from ridicule or harassment on ting dragikesf shsed on

national origin are unlawful. An employer is also under the obligation to maintain a work environment f
religious bias. Permitting a supeneaspotséais/her beliefs to employees while at work may amount to
religious disgrination

This policy shall be communicatedificedlsManagersSupervisors, other responsibleOffitials,
and employees, annually, and all are expected to behave in a professional manner and comply witt
policy. A copy of this polialy sl posted in the personnel office.
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V. WORKFORCE STHICS

Training Participation Summary

Disciplinary Action

Employment Data, Financial Administration/General Control
Employment Data, Streets and Highways

Employment Data, Police Protection

Enployment Data, Fire Protection

Employment Data, Natural Resources/Parks and Recreation
Employment Data, Housing

Employment Data, Community Development

Employment Data, Utilities and Transportation

Employment Data, Sanitation and $Sewage

Certification of plmyment Data
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Department:

Municipal

CITY OF EAST PROVIDENCE

TRAINING PARTICIPATION SUMMARY

Date1/1/2022

Male

Female

EEO Job
Categories

Total
Trainees

# Disabled

# Minority

# Femalg

Asian/Pac.

Islander Ind/AK

Native

White Black Hispanic

White

Black

Hispanic

Asian/Pac.
Islander

Am.
Ind/AK
Native

Officials/Mg
rs.
Administratg
rs

Professiona
S

Faculty

Technicians|

32

21 6

Protective
Services

Para-

Professiona
S

98

11

77 6 2 1

Administrati
ve Support

Skilled Craft
Service
Maintenancs

24

18 1

TOTALS

169

26

13

119 14 2 1

Total Percent
Minority: = 20%
Female 13%
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CITY OF EAST PROVIDENCE

DISCIPLINARY ACTION

Department: Munipcal Date: 01/01/2022
Asian/Pac. Am. Indian
DISCIPLINARY , . . ) .
ACTION White Black Hispanic Islander AK Native Disabled
TAKEN Male | Female| Male | Female| Male | Female| Male | Female| Male | Female| Male | Female
Suspension

(Indefinitely)

Suspension
(Specified Time)

Loss of Pay

Written
Reprimand

Duty On Off
Days

Oral
Reprimand

Other
(Explain)

TOTAL

The disproportionate treatment afiy class shoulthe a warning to an administrator that counselinguplesvisors is
necessaryOral reprimands, if noted in supervisors' ratings or written reprimands, should be included in the graph.
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D. EMPLOYMENT DATA AS OF JUNE 30

Function 1 - FINANCIAL ADMINISTRATION/GENERAL CONTROL

1, FULL-TIME EMPLOYEES

JOB CATEGORY

ANNUAL
SALARY (in
thousands

0o00)

RACE/ETHNICITY

HISPANIC OR
LATINO

NOT-HISPANIC OR LATINO

MALE

FEMALE

MALE
FEMALE

WHITE

BLACK OR AFRICAN
AMERICAN

ASIAN

NATIVE HAWATIIAN
OR OTHER PACIFIC
ISLANDER

OR ALASKA
NATIVE
TWO OR MORE
RACES

AMERICAM INDIAN

WHITE

BLACK OR AFRICAN
AMERICAN

ASIAN

ISLANDER

NATIVE HAWAIIAN
OR OTHER PACIFIC

NATIVE

AMERICAN INDIAN
OR ALASKA

TWO OR MORE
RACES

TOTALS

OFFICIALS -
ADMINISTRATORS

1.$0.1 - 15,9

2. $16.0 - 15.9

3. 520.0 - 24.9

4. $25.0 - 32.9

5. $33.0 - 42.9

6. $43.0 - 54.9

7. $55.0 - 69.9

8, $70.0 PLUS

PROFESSIONALS

9. $0.1 - 159

10. $16.0 - 19.9

11, $20.0 - 24.9

12, $25.0 - 32.9

| 13, $33.0-42.9
14. $43.0 - 54.9

15. $55.0 - 69.9

16. $70.0 PLUS

TECHNICIANS

17. $0.1 - 15.9

18, $16.0 - 19.9

19, $20.0 - 24.9

20. §25.0 - 32.6

21. $33.0 - 42.9

22, §43.0 - 54.5

23. £55.0 - 65.5

24, §70.0 PLUS

PROTECTIVE SERVICE

25. $0.1 - 15.9

26, $16.0 - 19.9

27, $20,0 - 245

28. $250-329

29, $33.0-42.9

30. $43.0 - 54.9

31. $55.0 - 69.9

32, $70.0 PLUS

PARAPROFESSIONALS

33. 0.1 - 15.9

34, $16.0 - 19.9
35, $20.0 - 24.9

36.§25.0-329

37.533.0-428

38, $431.0 - 54.9

39, $55.0 - 60.9

40. $70.0 PLUS

S|lalbk|lolo|lo|alo(e|ojo|jloje|le|le|le|s|lejes|leo|o|e|leo|ain|jojo|e|lalo|e|o|lw|le|e lale|e|e|e
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D. EMPLOYMENT DATA AS OF JUNE 30

Function 1 - FINANCIAL ADMINISTRATION/GENERAL CONTROL

1. FULL-TIME EMPLOYEES

RACE/ETHNICITY
HISPANIC OR NOT-HISPANIC OR LATINO
Lativg | MALE FEMALE
z z 2z z ZzZu z
ANNUAL g g E a w 2 =F ] w
SALARY (in H a o = = 5« t
E thousands gz :55 Zﬁw Q &2 "dﬁ Z X =]
[=] 000) :'_'l ‘tﬂ E E& Zz En.n HlnE :ﬂ E Iq"a E Eg,n Hgg :E TOTALS
] 2| =z z| =z
g = | | £ | =B |§ | gz 336 83 |: |z |3 | fz% 33§ &3
= B 5 E Em HuZ 3 2 3: a wrgdl S ] o -]
5 s = E ] Q g ud E a*™ E =] E
-] o i E Y-
9 5 Z0 g g Z0o 2
41, $0.1 - 15.9 0
E 42, $16.0 = 19.9 __ 0
5"; 43. $20.0 - 24.9 o
E g 44, $25.0 - 32.5 o
55 | 45.$33.0-429 (1]
=R7;] 1T
£ 46, $43.0 - 54.9 -
< 47. $55.0 - 69.9 0
48. $70.0 PLUS 0
49. $0.1 - 15,9 0
- 50. $16.0 - 19.9 o
] 51. $20.0 - 24.9 0
a |52.8250-329 o
g 53, $33.0 — 42.9 0
g 54. $43.0 - 54.9 o
55. $55.0 - 69.9 0
56. $70.0 PLUS 0
57. $0.1 - 15.9 0
w | 58. $16.0 - 19.9 0
1! 2 | 59,4200 - 248 0
=
EE 60. $25.0 - 32.9 Q
BE | 61.$33.0-42.9 0
L]
“2 | 62.343.0-549 o
63. $55.0 - 63.9 2
64. $70.0 PLUS o
[]
65. TOTAL FULL-TIME o 0 s o 0 o a | . o a o 0 o W0
(LINES 1-64)
2, OTHER THAN FULL-TIME EMPLOYEES
66. OFFICIALS - o
ADMINISTRATORS N
67, PROFESSIONALS 0
68. TECHNICIANS ¢
69. PROTECTIVE SERVICE 0
70. PARAPROFESSIONALS 0
71. ADMINISTRATIVE 0
SUPPORT
72. SKILLED CRAFT o
73. SERVICE - 0
MAINTENANCE
74.TOTAL OTHER THAN
FULL-TIME . 0 0 0 0 0 0 0 0 ] ] 0 0 0 0 0
(LINES 66 — 73)
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D. EMPLOYMENT DATA AS OF JUNE 30

Function 1 - FINANCIAL ADMINISTRATION/GENERAL CONTROL

RACE/ETHNICITY
HISPANIC OR MNOT-HISPANIC OR LATINO
LATINO MALE FEMALE
= zZQ 2 = Z0 3
g gk | = o 3 gk | = w
Bz S0 B2 | & gz Z0g 83, | 2
u u = 58 | z U Hgg o | @ L | =z sxa ZhYl zp | TotAs
= 2 o B " fwzl =z 1= = ol 2 dy2 = ; Al =B
£ i z ou @ Wyl §=g| °3 | § ou | @ Tusl d3g| og
L o = El He 4 o w = SER o £Z o
g < o go g g < ol Eo g
o o = =g B =
] Z0o = [-*] =0 L
3. NEW HIRES DURING EEQ-4 FISCAL YEAR {(JULY 1 ~ JUNE 3a)
75, OFFICIALS -
ADMINISTRATORS ’
76. PROFESSIONALS ~ o
F7. TECHNICIANS a
78. PROTECTIVE SERVICE o
749, PARAPROFESSIONALS a
80. ADMINISTRATIVE 0
SUPPORT
81, SKILLED CRAFT [
82, SERVICE -~ 0
MAINTENAMCE -
83, TOTAL NEW HIRES
o 0 a [i] [+] Li] o 4] i} a o 4] ] o i}
(LINES 75 - 82)

Finance, Treasury

E. DEPARTMENTS/AGENCIES INCLUDED IN THIS FUNCTION REPORT
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